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FOREWORD

It is the University of Ulster’s view that higher education is not a business: ours is a social contract and one which we must discharge according to a clearly determined and published Mission Statement.  However, our viability depends upon discharging all three strands of our mission according to sound business principles and by best practice from wherever we find it.  With the decline in the unit of recurrent resource provided by the public purse, we must seek towards 40% and growing of our income from a diverse range of external funding sources and income streams.   Many of these are competitive and success depends upon being able to convince the funders that investment in the University and its work would be a sound one and that such investment would be governed by prudent and provident stewardship. This approach has guided the development of Human Resource Strategy II, as it did its successful predecessor.

Universities no longer exist in isolation.   They are at the heart of wider society, especially a leading regional university such as the University of Ulster.  As such, they are exposed (and vulnerable) to the forces of global and national change.  Therefore, they must have in place the processes to manage change if they are to survive in the 21st century.  With the growth of corporate and virtual universities and the de facto deregulation of the UK system of higher education following the White Paper for England and subsequent legislation, the challenges have never been greater.  There is immense social and economic change taking place.  For example, changing values in society are having a profound impact upon higher education and increased aspirations for personal development are offering a demand that we must seek to meet.  Occupational changes and the emergence of a new economy are only some of the other significant factors that are not so much a backcloth as agents of change in higher education today.  This is especially true in Northern Ireland where the University’s teaching and research and technology-transfer activities are a driving force in the move from a vulnerable public sector economy to a vibrant and versatile knowledge-based economic system.  The constantly shifting political landscape brings turbulence into the process of managing the institution, not least because of the uncertainty it brings to financial planning.  Obviously the situation is more difficult in Northern Ireland than any other region of the United Kingdom, but that is the reality of our situation and we fully accept it.

Whatever the forces at work, universities are and always will be about people.  Therefore, expenditure will be heavily labour intensive.  The seven different sections of HR Strategy II, individually and when brought together as a coherent policy, seek to address the complete cycle of working life, from identification of the best people and subsequent recruitment and through to performance issues and quality of working life to retention and succession.   But such a Strategy could not succeed unless it were underpinned by a commitment by the University to manage change and much more important, a system purpose designed for that process.  That is why the University embarked on a radical modernisation of its academic and administrative structures which also included its Senate, Council and Court.  In support of this structural change, a network of other developments is taking place and each is at a different stage of implementation   For example, the University is giving the development of an embedded and pervasive service culture top priority as part of a redefinition of the relationship between the institution and its staff and its staff and our stakeholders. As part of this, major progress has been made in creating a much needed two-way communications system within the University, with the structures and vehicles to sustain it.  The implications for better deployment of human resources and a better quality of working life for staff are accepted by all.  There is also taking place the articulation of a set of core values, shared with every member of staff on the basis of parity of esteem and involving each member of staff in the process.  This inclusiveness also marked the development of the new Mission Statement itself, as every individual in the organisation was asked for their comments and views and that consensus was reflected in the final Statement.  Also last year, the University published its first Student Charter; embracing the entire student experience and defining for staff, according to their individual role, their place in that experience and the standards asked of them.  It is a binding commitment.  There is also a culturally and organisationally significant Business Process Change project underway. This will change not only structures and working practices but attitudes, to ensure that the University is locked into that process of change.

This presents a relevant but brief look at the context to Human Resources Strategy II. the Human Resource is the lifeblood of the University.  That resource is made up of individuals, each with different functions and responsibilities and with disparate attitudes and abilities.  The Strategy is designed to recognise this and to ensure that each individual is able to meet the demands made upon them.  It also places quality of working life on an equal basis with performance and in this way it is hoped that it will enjoy the engagement of all staff to the benefit of themselves and the work of the University.

Ronnie Magee

Director of Human Resources

INTRODUCTION

0.1
HR STRATEGY I

THE BENEFITS OF REWARDING AND DEVELOPING STAFF I
The University of Ulster has benefited considerably from ‘Rewarding & Developing Staff I’ through the development and implementation of its Human Resources Strategy I.  This achieved Full Status and has underpinned the University’s core strategies of Teaching and Learning, Research and Technology and Knowledge Transfer.

HR Strategy I has enabled the University to strengthen and add to its overall human resource practices, procedures and processes.  Specifically the funding has allowed the University to:

(1) Implement phase one of its HR restructuring plan at professional and support level within the Department of Human resources with the recruitment of new staff and with a realignment of these staff to support the University’s Faculties and Departments through the implementation of the HR Strategy.

(2) Introduce new policies such as Sickness and Absence Management, Stress Management and a range of Family Friendly policies to help recruit, retain and motivate staff.

(3) Overhaul existing reward processes such as the Annual Review Process in regard to Promotion and Discretionary Awards for staff and to introduce new reward processes for Contract Research Staff to help recruit and retain high quality staff and to ensure parity of treatment and equality of opportunity between and across staff groupings.

(4) Reward and heighten awareness of the importance of Teaching excellence in the University as well as excellence in Research and Community Outreach via explicit criteria in the University’s Annual Review Process together with separate recognition procedures in the form of Fellowships for Teaching, Research and Community Outreach linked to national awards.

(5) Develop a suite of development programmes for the various categories of staff in the University including Senior Management, Middle Management and a range of support staff; programmes cover management development, CPD courses, ICT, Induction Training, PGCUT for Lecturers, Career development for Researchers, Supervisory Management Courses for Support Staff, ECDL.

(6) Develop a communication strategy for the University to inform staff at all levels of organisational development and strategic direction and to receive feedback on University initiatives.

(7) Address the equality agenda and its component parts of embedding equality proofing/screening processes in the University’s decision-making processes as required by the Section 75 legislation in Northern Ireland and to address the broader equality initiatives in the HE Sector.

(8) Begin to explore Job Evaluation options and plan accordingly for the National framework Agreement.

(9) Explore models for succession planning in order to attract and retain high quality staff and also to devise development programmes internally to equip staff to progress into managerial positions.

(10) Evaluate the University’s Recruitment and Selection processes and to develop an e-recruitment platform to enable applicants to apply for positions on-line and to enable Faculties to develop search mechanisms on a global basis to attract high quality academic staff.

(11) Address performance and under-performance issues and to specifically equip managers with the necessary skills to carry out performance reviews.  Additionally Strategy I has enabled the University to examine the Revised Model Statutes and to plan and prepare for the necessary changes in Ordinances as appropriate.

(12) Review Health and Safety Management Structures in the University and to proactively promote health and well-being as a ‘cafeteria benefit’ to attract and retain staff and improve the work environment.

(13) To raise the profile of Human Resource Management overall in the University and to embed HR strategy and management throughout the University in relation to planning, governance and operational matters.

0.2
REWARDING AND DEVELOPING STAFF 

HR STRATEGY II (UNIVERSITY OF ULSTER)

The University very much welcomes ‘Rewarding and Developing Staff II’ and the indicative funding (approx £3m) over the next two years (2004/05 and 2005/06).  This will help to recruit, retain and develop staff as well as continuing the internal organisational development and modernisation of management structures and processes.

The University recognises that the indicative funding under Rewarding and Developing Staff II is not sufficient to address all the objectives outlined in the new strategy (attached).  But this contribution will help to embed sustainability in the University of Ulster and to help the University to be recognised as an employer of choice in a very competitive HE environment.

HR Strategy I was submitted to HEFCE and the Department of Employment and Learning (DEL) NI almost three years ago under Rewarding and Developing Staff I and as indicated earlier it was granted full status.

The University decided that under Rewarding and Developing Staff II it wished to build on the success and initiative of HR Strategy I and therefore the attached is a new or revised HR Strategy submitted in line with HEFCE and DEL requirements under Rewarding and Developing Staff II.  The University’s Director of Human Resources, Mr R Magee and Pro-Vice-Chancellor for Quality Assurance and Enhancement, Professor D McAlister together with senior staff from their respective areas met to shape the content structure and strategic direction of HR Strategy II to best meet the needs of the University and the requirements of HEFCE and DEL.

The new HR Strategy has been approved and ratified by the University’s senior committee structure including the University’s Council on 7 May 2004 in line with the University’s Governance and Risk Management processes.  It has also been agreed that as with HR Strategy I, the new strategy will be monitored, evaluated and reported on a regular basis by the Director of Human Resources and Pro-Vice-Chancellor (Quality Assurance and Enhancement) up through the senior committee structure of the University to Council.

0.3
STRUCTURE

HR Strategy II builds on the HR Strategy I in content, direction and structure; adopting the same structure of seven sections, all of which are integrated to build a comprehensive and integrated HR Strategy for the University.

The seven sections are:

Section1:
Recruitment and Retention 

Section 2:
Training and Development 

Section 3:
Equality 

Section 4:
Reward and Performance Management 

Section 5:
Managing Under-Performance

Section 6:
Succession Planning

Section 7:
Managing Health and Safety  *

*
The University recognises that Managing Health and Safety is not a specific requirement under Rewarding and Developing Staff I or II.  However, Health and Safety is an integral part of the HR function in the University of Ulster and is very much valued in terms of its work and profile within and without the University and therefore it has been included again by the University in the new Strategy.

HR Strategy II has been specifically written and integrated in such a way that it continues to underpin the University’s core strategies of Teaching and Learning, Research and Technology, Knowledge Transfer and Outreach.  Therefore it sets out to address the needs of the University over the next five years, although the core of activity as reflected in the seven sections will occur over the next three-year period.

Whilst HR Strategy II is designed to address the needs of the University over this time period it also addresses the HEFCE and DEL requirements as well as other national initiatives/agendae, many of which overlap with HR Strategy II to a very large extent, for example:

· The Government White Paper ‘The Future of Higher Education’ (DfES 01/03) and the HEFCE Strategic Plan (HEFCE 03/12) both place an emphasis on the challenges of recruiting, retaining and rewarding high quality teachers and researchers; with the emphasis on reward.  HR Strategy II addresses those challenges in Sections 1, 2, 3, 4 and 6 of the submission.  The Strategy deals with the issue of reward for teachers and researchers, despite the fact that the Golden Hello initiative has not been implemented by DEL in Northern Ireland, and also embraces, inter alia: training and career development; specific recognition schemes in the University of Ulster for teachers and researchers; reduction on reliance by the UU on fixed-term contracts; professionalisation and CPD for support staff.

· The National Framework Agreement poses challenges in relation to the modernisation of pay structures; reward incentives; job evaluation; equality of opportunity and pay audits; training and development (PDPs); harmonisation of some terms and conditions for manual staff; protection of pay; addressing under-performance.  HR Strategy II addresses all of these challenges in Section I particularly but also in Sections 2, 3, 4 and 6.

· The Leadership Foundation together with the Government White Paper and the HEFCE Strategic Plan pose the challenge of Leadership and Management Development (for the HE sector and institutions).  The University has invested heavily in leadership and management development at all levels of the institution and continues to do so in HR Strategy II under Sections 2 and 6 so that current and potential future managers are equipped to continue the success and sustainability of the University.

· Revised Model Statutes continues to pose challenges for the University.  HR Strategy II under Section 5 sets out how this will be addressed to deal specifically with issues of under-performance for Academic and Academic-Related staff.

· Revitalising Health and Safety Strategy (DETR and HSC): UCEA Code of Best Practice, University Health and Safety Management; HS(G)65 Guidance on Successful Health and Safety Management, Turnbull reports on Corporate Governance (Risk Management); Occupational Health Strategy for Northern Ireland; Woolfe Report on Access to Justice.

All these serve to emphasis the importance of robust health and safety management systems in organisations with diverse operations and clearly universities fall into this category.  The University of Ulster has a disparate range of operations across its five sites in Northern Ireland and as indicated earlier Health and Safety is an integral part of the HR function and is given equal strategic importance as with the other six sections in HR Strategy II (whilst recognising it is not a requirement under Rewarding and Developing Staff II).  It can be argued that a safe and healthy work environment is equally important to the attraction, recruitment and retention of high quality staff and serves to promote an organisation as an employer of choice.

0.4 
SUMMARY
The new HR Strategy for the University of Ulster outlined in the attached sections has been drawn-up to continue to support the fundamental aims of the University in terms of its vision and mission to achieve and sustain excellence in all areas of Teaching and Learning, and Research and Technology and Knowledge Transfer and Outreach.

The Strategy represents a very significant investment in staff above and beyond the funding from Rewarding and Developing Staff II over the next number of years.  This recognises the importance of placing staff at the centre of the University’s activities and the unique contribution which they make to the University’s continued success.  This investment, if it makes a return of even only 5% on productivity and delivers the necessary change and modernisation of the University structures for staff, will ensure the continued success of the University in a competitive operational environment and at a time of profound change

The Strategy reflects the importance of diversity and equality of opportunity in helping the University to achieve its objectives whilst complying with ever increasing bureaucratic, regulatory audit and legislative requirements, and in common with the direction of the Government White Paper and HEFCE proposals it is hoped the Strategy itself will not unduly add to such a burden for the University.

Finally, the HR Strategy has targets, impacts and outcomes which are SMART and above all are practicable, achievable and realistic whilst recognising the limited but welcome funding from Rewarding and Developing Staff II.  The University will monitor, report, review and evaluate its progress against the new Strategy, internally through its existing processes and senior committee structure, and externally as required to HEFCE and DEL via the annual monitoring statement.

HEFCE and DEL are asked to approve HR Strategy II for the University of Ulster and to provide the necessary funding so that the strategy can be implemented and momentum can be maintained to achieve the targets of the Strategy and to address the needs of the University and the various other national initiatives/agendae discussed in the preceding paragraphs.

1.0
SECTION 1:  RECRUITMENT AND RETENTION

1.1
Over-Arching Strategic Objectives : Recruitment and Retention Strategy
· To recruit, retain, develop and reward quality, high performing staff to support the University’s Teaching and Learning, Research, Technology Transfer and Outreach strategies to enable the University to fulfil its mission and achieve its vision to be recognised as an outstanding regional University with a national and international reputation for quality.
· To enable the University to develop as an organisation which is recognised regionally, nationally and internationally as a quality employer in respect of terms and conditions of employment, working environment. leadership and creativity, thereby attracting and retaining quality, high performing staff.
1.2 Priority Goals to Support the Recruitment and Retention Strategy

	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	1. Complete new Recruitment and Selection system and Equality Impact Assessment (refer to Section 2.5 & 3.3)


	Sept 2004
	All Staff
	Recruitment and Selection will meet the needs of internal and external stakeholders for improved recruitment of staff; including an EQIA under (NI) Section 75 legislation.

	2. Complete final phase of new Recruitment and Selection processes including e-recruitment pilot scheme for Faculties/Departments.


	Sept 2004
	All stakeholders internal and external
	Improved efficiency in Recruitment and Selection processes in line with the University’s Business Process Change Programme. Increase in number of applicants applying through University Website (currently 40%). Facility to apply on line.



	3. Continue to advertise internationally for post of Senior Lecturer and above.  Including specialist Research posts (RAE 2008) and Teaching and Learning posts to attract high performing quality staff to support core Strategies of Teaching and Learning, Research, Technology Transfer and Outreach.


	2004 Onwards
	All areas
	Senior Lecturer and Professorial posts targeted via search committees.  Use of specialist websites and journals.

Need to equality proof search methodology (refer to Section 3.14)


	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	4. In line with UU Teaching and Learning and Research Strategies and Government White Paper and associated initiatives carry out a review of Career Progression and Reward for teaching posts including UU Recognition Scheme for Outstanding Teachers.


	2004/2005
	All Academic Staff
	Comprehensive review of existing promotion and reward processes for Academic staff, particularly in relation to teaching.  

Produce clear guidelines for staff.

	5. In line with UU Teaching and Learning and Research Strategies and Government White Paper and associated initiatives carry out a review of Career Progression and Reward for Research staff (particularly CRS) including UU Recognition Scheme for Outstanding Researchers.


	2004/2005
	All Research Staff (particularly CRS)
	Comprehensive review of existing promotion and reward processes for Research staff

Produce clear guidelines and criteria for staff and Managers.

	6. Continue with Restructuring Programme in UU for Faculties/Departments to address Succession Planning (refer to Section 6.4) and to continue to address use of Fixed-Term Contracts and Temporary Contracts through reorganisation and rationalisation. 


	2004 Onwards (NB this has been a continuous process for UU over last 3 years)
	All Staff
	The University continues rationalisation and reorganisation of Faculties/ Departments over the next 5 years across all categories of staff.

University substantially reduces dependency on Fixed-Term contracts/ Temporary contracts to reduce to 10% by 2009. 




	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7. Develop a University comprehensive Pay, Reward and Recognition Strategy for all staff to take cognisance of National Framework Agreement arrangements and UU internal stakeholder requirements as well as external relevant factors. 

(i) Implement National Framework Arrangements in relation to Pay Spines

(ii) Develop Premia payments for various categories of staff which are difficult to recruit, in line with National Framework Agreement arrangements and recommendations (refer to Section 3.15).


	2004 – 2006
	All Staff

All Staff

All Staff
	Comprehensive Pay, Reward and Recognition Strategy to encompass new pay spines under the National Framework arrangements, Job Evaluation, Use of Job Premia, ‘Golden Hellos’ (Teaching and Learning and Research), Pay Progression within and between grades, Performance Bonuses and Discretionary Points.

Agree with recognised Trade Unions (Amicus, Unison, Crafts and AUT) structure and details of new pay spines for the different categories of staff and carry out assimilation by August 2006 or before.

Develop and agree Premia payments for various categories of staff.

Ensure transparency and equality and consistency of application across the categories (refer to Section 3.15). 

Develop comprehensive guidelines for same.

Reduce staff turnover in various categories.

Recruitment of high quality staff in areas where uptake has been low.

                                                 


	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7. Continued

(iii)    In line with the Government White Paper and associated initiatives devise and implement ‘golden hellos’ incentives for Teaching and Research only staff to aid recruitment, retention and motivation of same.

(iv) In line with National Framework Agreement review pay for low paid staff including the introduction of a Pay Spine and incentive agreements (refer to Section 3.15).
	August 2004 onwards 

August 2004 to August 2006


	All new Teaching and Research Staff

All Manual Staff


	NB. The HEFCE ‘Golden Hellos’ initiative was not introduced by DEL in Northern Ireland despite the difficulties in recruiting different types of Academic staff.

RDS II funding will be used by UU to rectify this.

‘Golden Hello’ type initiative developed and implemented and Equality Proofed for new Teaching and Learning, Research and Technology Transfer staff (refer to Section 3.12).

 Agree with relevant Trade Unions (Unison and Crafts) a Pay Spine to include progression for Manual workers and new grades by August 2006.

UU to implement the recommendations of external 

Consultant Report re Incentive Scheme for Manual Staff by August 2006.




	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7. Continued

(v) In line with National Framework Agreement review Pay and Grades for Technical and Clerical/Secretarial staff in UU including the use of discretionary points etc.

(vi) In line with National Framework Agreement review Pay and Grades for Academic and Academic-Related staff including use of discretionary points (refer to Section 3.15).

(vii) In line with National Framework Agreement introduce an analytical system of Job Evaluation for all staff by August 2006 for implementation (refer to Section 3.11).


	August 2004 – August 2006

August 2004 – 2006

August 2004 to August 2006 (Development of system)

August 2006 Implementation
	All Technical & Clerical/ Secretarial support Staff

All Academic and Academic-Related staff

All Staff

All Staff
	Agree with relevant Trade Unions (Amicus) the new pay spine for Technical and Clerical staff including use of discretionary points if appropriate by August 2006.

Priority is to reduce the number of different grades in use and introduce a common Team Grade for staff in similar jobs by August 2006.

Agree with recognised Trade Union (AUT) the new pay spine Academic and Academic-Related staff including the use of discretionary points if appropriate by August 2006.

75% of HEIs in UK HE Sector are using or plan to use HERA system of Job Evaluation.

UU has met and agreed with recognised Trade Unions (Unison and Amicus to date) to introduce HERA.

                                                       /…..


	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7.  (vii)  Continued

(viii) Devise Communication Strategy in relation to process

(ix) Devise training programme for key personnel

(x) Implement Pilot Programme

(xi) HERA Scheme used to evaluate all posts within University
	2004

2004

2004 – 2005

August 2006
	All staff with exception of Academic staff

HR Staff/Role Analysts/Trade Unions

HR Staff/Role Analysts/Trade Unions

All Staff
	UU and Trade Unions will agree comprehensive and detailed Project Plan for introduction, trialling, communication and implementation of the Scheme (work has already begun on Draft Project Plan).

Equality aspects of Job Evaluation and introduction and application of the Scheme (refer to Section 3.11)

Deans/Directors/HoS provided with an overview of process.

All staff communicated with and understand principles of HERA Scheme.

All staff involved to be trained by end of March 2005.

Detailed guidance notes to be produced by March 2005.

100+ Benchmark posts evaluated by December 2005.

Job Evaluation Scheme implemented for all posts 2006/07




	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7.  Continued

(xii) In line with National Framework Agreement introduce agreed Protection arrangements for staff whose jobs may be downgraded following Job Evaluation.


	Current and ongoing


	All Staff
	UU has already begun discussions with the recognised Trade Unions (Unison, Crafts and Amicus to-date – AUT yet to discuss) re the protection arrangements under the National Framework Agreement ie all staff whose jobs are downgraded as a result of Job Evaluation will have their pay protected for a period up to a maximum of 4 years.



	8. Keep under review and monitor the suite of packages available to all staff under the University’s Family Friendly Policies to aid recruitment and retention (refer to Section 3.16)
	2004 and ongoing
	All Staff
	Actively promote and encourage Work/Life Balance arrangements via UU Family Friendly Policies to aid the recruitment and retention of quality high performing staff.

Review, monitor and report bi-annually on uptake of various elements of policies.



	9. Continue to develop a range of non-salary incentives to aid the recruitment and retention of quality high performing staff (refer to Section 7.2).


	2004 and ongoing


	All Staff


	HR function together with Finance function and Development Office will continue to examine and offer a range of non-salary incentives to all staff eg Private Health arrangements, Financial Services packages with selected companies eg First Trust Bank/ Bank of Ireland.

Specifically in relation to Managing Health and Safety and the introduction by the University of Stress.    

                                     


	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	9.  Continued


	
	
	Management and Sickness and Absence Management Procedures the University will explore the possibility of offering specific packages to staff through its UU Health Clinic (Podiatry, Physiotherapy, Optometry) and external Counselling services to retain staff in work and to reduce absence.



	10. Development of a Recognition Scheme (non-financial) for non-academic staff in the University (refer to Section 2.4)


	2004 ongoing
	All non-academic staff
	Following the results of the MORI survey on internal communications under HR Strategy I it has been agreed to introduce a recognition scheme (non-financial) for non-academic staff.

UU has established a Working Group to take this work forward.

Scheme will be completed by December 2004 and implemented thereafter on a yearly basis.



	11. To aid the recruitment of quality, high performing staff to support the University’s core strategies of Teaching and Learning, Research and Technology Transfer, Outreach UU will review its Relocation Package of expenses.


	January 2005 onwards
	All staff but primarily Academic and Research Staff
	HR and Finance personnel will reform the package on offer from January 2005.

New relocation package agreed by Senior Management – February 2005 and communicated to staff.




	Priority Goals to Support the Recruitment and Retention Strategy

	Goals
	Timetable
	Targets
	Outcomes

	12. Review the Sabbatical arrangements for Academic staff in the University to attract, retain and support the development of quality, high performing Academic staff in Teaching and Learning, Research and Technology Transfer and Outreach (refer to Section 4.5).


	January 2005 onwards


	All Academic Staff
	Review of Faculty/School criteria re eligibility for consideration for Sabbatical Leave.

Review uptake of Sabbatical Leave (paid and unpaid).

Introduce University wide criteria for Paid and Unpaid Sabbatical Leave for Academic staff to ensure equity of treatment between Faculties/Schools (refer to Section 3.17).



	13. Review Salaried Allowances for PVCs, Provosts, Deans, Associate Deans, Heads of School and Associate Heads of School positions in the University (refer to Section 6.8)


	August 2005 onwards
	All PVCs, Provosts, Deans, Associate Deans, Heads of School and Associate Heads of School
	Review the current range of allowances for this group of staff in light of the HE Sector Practice.

Introduce revised allowances from August 2005 to ensure retention, progression and career path for aspiring Academic Managers.

Build succession planning for Academic Management in the University and encourage as a positive career path.

Provide appropriate staff development (refer to Section 2.1).




2.0
SECTION 2:  STAFF DEVELOPMENT

2.1
Over-Arching Strategic Objectives : Staff Development Strategy

· To provide a framework for allowing appropriate development opportunities that are designed to improve knowledge, skills and attitudes of staff which will enhance personal growth and the effectiveness of individuals, teams and the University in the pursuit of excellence in all of its activities and strategies.
· To facilitate the organisational development of the University in responding to external and internal challenges and to promote a developmental ethos.
· To outline various staff development support plans for each institutional strategy.

2.2
Priority Goals to Support the Staff Development Strategy

	Priority Goals to Support the Staff Development Strategy

	Goals
	Timetable
	Targets
	Outcomes

	1. Supporting the professional development of those in management roles within the University (refer to Section 6.7).

(i) Design and commission a Senior Management Development Programme for academic managers/ leaders PVCs, Directors, Deans and HoS and Provosts.

(ii) Design and commission a programme of support for all managers at Academic-Related Grade 5 level

(iii) The design of a Leadership Profile, aligned to Core Values on which future support programmes would be based. Profile embedded into Job Description and Personnel Specifications

(iv) Maintain all provision related to ILM ie intro cert and diploma


	Implement academic years 2003/04 and 2004/05

Programme designed 03/04 commissioned to run 2nd semester 2004/05

Profile developed 2004/05 integrated 2005/06

Ongoing


	All Senior Officers
	HoS and potential HoS to be selected using agreed criteria derived from generic personnel specification.

Senior Management endorsement of programme then 25% attend first year with 50% year two of implementation. Complete year three.

Framework endorsed by senior management integrated into job descriptions, personnel specifications and appraisal reviews 05/06.

At least one cohort to run on an annual basis.


	Priority Goals to Support the Staff Development Strategy

	Goals
	Timetable
	Targets
	Outcomes

	2. Supporting the professional development of Lecturers and Researchers (ref to Section 6.10).

(i) To implement the agreed CPD framework aligned to institutional policy for all staff engaged in student learning

(ii) To continue to support staff in the pedagogy of learning using an online environment


	To pilot full framework 2004/ 05, review end of year with full implementation 2005/06

Ongoing


	
	Staff aware of all opportunities to CPD in Teaching and Learning. Evidenced through annual Staff Development Audit. Where appropriate Codes of Practice developed in line with policy. All new staff engaged in student learning through appropriate induction and PDP prepared year one as appropriate to staff category 2004/05.

The development of a Code of Practice for E-tutoring by December 2004. The development of a staff development approach supporting the institutional e-learning strategy by December 2004.  50% increase in staff participation on programmes of support at intermediate level 2004/05.

E-learning conference 2004/05 and 2005/06

Stand-alone e-learning module (15 credits at M level) to be written and accredited by SEDA with ILT/Academy approval by end 2004/05.




	Priority Goals to Support the Staff Development Strategy

	Goals
	Timetable
	Targets
	Outcomes

	 2.  Continued

(iii) To continue to deliver programmes that support CRS and the implementation of Concordat.
	Rolling programme updated on annual basis
	
	Annual suite of courses scheduled and run based on needs determined by National Online CRS survey – aim for 45% response rate within the UU.



	3. Supporting the professional development of non-academic staff (refer to Section 6.11)

(i) To maintain deliver NIOCN accredited Effective Office Skills programme in support of Clerical and Secretarial staff

(ii) To articulate CPD frameworks for all professional members of staff – to include professional body requirements


	Ongoing

Frameworks to be articulated end December 2005
	
	10 Staff awarded per year. Line managers perceptions/value evidenced empirically

To ensure all staff are aware of development opportunities provided internally. Schedule of support activity in place for second semester 2004/05.



	4. Supporting more effective communication throughout the institution (refer to Section 1.10)

(i) The development of an Employee Recognition Scheme for non-academic staff
	Schemes to be developed by December 06


	
	Employee Recognition Scheme(s) to be endorsed by senior management and piloted 2nd semester 2004/05




	Priority Goals to Support the Staff Development Strategy

	Goals
	Timetable
	Targets
	Outcomes

	4. Continued

(ii) The articulation of institutional core values

(iii) To design and deliver a programme supporting the development of communication skills for all levels of management (refer to Section 6.7)

(iv) To review and update all appraisal schemes with a view to simplifying/ reducing bureaucracy, assisting with embedding core values and ensuring appropriate tool in aiding implementation of new National Framework Agreement (refer to Section 4.3).

(v) To design/develop and integrate PDP for staff into appraisal cycle.


	Consultation exercise April 04 with values confirmed May

Schedule of activities for 2004 2005 in place by End August 2005

To be complete end of 2005/06

PDP designed by end of 2005/06
	
	Core values to be disseminated to all staff by end academic year 2003/04. Action plan to embed values agreed by Senior Officers and in place for 2004/05. Faculty/ Department / Portfolio communication action plans to be reviewed on ongoing basis.

All training to be completed by June 2005

Scheme(s) agreed by Senior Officers and disseminated to staff by December 2006. All manager briefings to be complete December 2006.

Web based PDP system to be agreed and in place for use by December 2006. All staff briefings to be complete December 2006.



	Priority Goals to Support the Staff Development Strategy

	Goals
	Timetable
	Targets
	Outcomes

	5. Supporting staff amidst the current climate of rapid internal/external changes (refer to Section 1.1).

(i) To design and deliver appropriate Policy Led programmes of support eg Recruitment and Selection on completion of EQIA and policy/ procedural changes. Special training for panel chairs to be developed.


	Delivery to commence 2004/05
	Senior Officers and Lay Members of UU Council
	All Senior Officer and Lay Members of Council to be trained in new procedures by December 2005.


3.0
SECTION 3:  EQUALITY

3.1
Over-Arching Strategic Objectives : Equality Strategy

· To develop and promote best practice in equality across the University.
· To develop and monitor equality policy and practice across the University.
· To ensure the University is in a position to meet and discharge statutory obligations in relation to equality policy and practice.
· To mainstream equality into all of the University’s function.

3.2
Priority Goals to Support the Equality Strategy

	Priority Goals to Support the Equality Strategy

	Goals
	Timetable
	Targets
	Outcomes

	1. Ongoing work in accordance with requirements of Section 75

(i) Produce annual reports on new and revised  policies

(ii) Produce annual reports on implementation of Equality Scheme

(iii) Complete training programme
	2004

Onwards

April/May 2004 and then annually

Annually

Ongoing
	All Staff

Consultees both internal and external – including ECNI

ECNI

All Staff
	Compliance with statutory requirements.  Meet commitments made in Equality Scheme

Completed consultation exercise; submission of reports to ECNI

Reports approved by ECNI annually

All staff will have attending appropriate training session(s)



	2. Implementation of SENDA, including staff awareness training


	2004 – 2007
	All Staff
	Compliance with statutory requirements.  Understanding at all levels of implications of SENDA in UU policies and practices



	3. Completion of EQIA on revised Recruitment and Selection Policy and Procedures (refer to Section 1.1)


	2004


	All Staff
	Implementation of improved policy and procedures and training of all staff concerned


	Priority Goals to Support the Equality Strategy

	Goals
	Timetable
	Targets
	Outcomes

	4. Completion of EQIA on Student Admissions, including Widening Access


	2004/2005
	All prospective students, and staff involved in admissions
	Improved admissions policy and practices



	5.   Introduction of new exit interview system


	Pilot 2004
	Leavers
	Improved staff retention; better feedback on reasons for leaving



	6.   Recruitment of new harassment advisers
	2004/2005


	All Staff
	New group of advisers trained in relation to revised Bullying and Harassment Policy.  All staff made aware of advisers.  Reduced number of formal investigations



	7.   Establishment of LAWN programme committee and programme of events
	2004 onwards
	Female Staff
	Programme committee running LAWN effectively without regular input from Equality Unit.  Established programme of events to encourage female staff to network



	8.   Raise awareness of disability issues in the University
	Ongoing
	All Staff
	Lecture series (Possibly in collaboration with ECNI/OFMDFM) Establishment of Disability Forum.



	9.   EQIA on Student Accommodation Policy
	2005-2006


	All potential students
	Improved awareness of and provision for students’ needs




	Priority Goals to Support the Equality Strategy

	Goals
	Timetable
	Targets
	Outcomes

	10. EQIA on Physical Access for Disabled People


	2005-2006
	Staff, students, visitors etc


	Improved physical access

	11. Introduction of EQIA on job evaluation
	2006-2007
	All Staff
	Equal Pay Audit leading to fair and transparent practices.  Better protection against equal pay claims.  Harmonisation of terms and conditions across all staff



	12. Equality – Proofing of Premia/”Golden Hellos” policy (refer to Section 1.7 ii and 1.7 iii)
	2004-2005
	Potential staff particularly in certain areas eg Nursing, Law, Social Work
	Fair and transparent policy & practices

	13. Carry out Fifth Article 55 Review
	2005-2006


	All Staff
	Article 55 Review and associated action plan approved by ECNI and disseminated within the UU.



	14. Equality Proof Search Methodologies for certain academic posts (see section 1.3)


	2004 onwards
	Academic staff
	Fair and transparent processes

	15. Equality Proof all aspects of National Framework arrangements within the University (refer to Section 1.7  i - vii)


	August 2004
	All Staff
	See section 1.7  i – vii


	Priority Goals to Support the Equality Strategy

	Goals
	Timetable
	Targets
	Outcomes

	16. Monitor and review the suite of Family Friendly Policies to promote work/life balance (refer to Section 1.8)


	Ongoing


	All Staff


	Improved recruitment and retention of high performing quality staff.  Promote work/life balance arrangements

	17. Equality Proof revised sabbatical arrangements (refer to Section 1.12)


	2005
	All Academic Staff
	Fair and transparent processes

	18. Equality Proof revised Annual Review Process (refer to Section 4.2)


	2005
	All Staff
	Fair and transparent processes

	19. Equality Proof revised Allowances and Honoraria (refer to section 4.4) 


	2005
	All Staff
	Fair and transparent process

	20. Equality Proof revised Probationary Procedures (refer to Section 5.2)
	200/05
	All Staff
	Fair and transparent process

	21. Equality Proof revised Grievance and Disciplinary Procedures (refer to Section 5.6)


	2005
	All Staff
	Fair and transparent process


4.0
SECTION 4:  REWARD AND PERFORMANCE MANAGEMENT

4.1
Over-Arching Strategic Objectives: Reward and Performance Management Strategy

· To compensate, reward and recognise excellent performance by staff based on their contribution to University/Faculty/Department goals.
· To ensure that the goals and behaviour of staff are aligned to University/ Faculty/Department goals and priorities via an appropriate system of appraisal and communication.
· The University will develop and implement a comprehensive Pay, Reward and Recognition strategy to attract, motivate and retain quality, high performing staff at all levels of its work force.

4.2
Priority Goals to Support the Reward and Performance Management Strategy

	Priority Goals to Support the Reward and Performance Management Strategy

	Goals
	Timetable
	Targets
	Outcomes

	1. Communicate and promote the development and benefits of new payscales to existing and new staff (refer to Section 1.7(i))


	August 2004 onwards
	All Staff
	All staff recognise and understand the new pay scales and the opportunity for progression and the recognition processes associated with the new scales for rewarding high performance via accelerated increments, use of premia, performance bonuses etc.



	2. Review the existing processes and criteria under the Annual Review Process to recognise and reward high performing staff. Specifically in respect of discretionary pay points, accelerated increments, performance bonuses.


	March 2005 onwards
	All Staff
	Review, revise and communicate the ‘new’ criteria to all staff in relation to discretionary awards.

Equality proof criteria (refer to Section 3.18).

	3. Review appraisal processes for all staff (refer to Section 2.4) and provide a link to support submissions from staff to the Annual Review Process (Promotion for Academic staff, accelerated increments, performance bonuses and discretionary points).


	December 2005


	All Staff
	Scheme agreed by University Senior Management and communicated to all staff.

All managers responsible for appraisal of staff trained by December 2006.

Staff able to submit ‘meritorious’ appraisals with their applications to Annual Review Process for 2006/07.




	Priority Goals to Support the Reward and Performance Management Strategy

	Goals
	Timetable
	Targets
	Outcomes

	4. Review and revise University allowances for staff in acting-up positions; 'honoraria' payments for additional working; examine the possibility of project management allowance for staff undertaking very significant projects on behalf of the University outside their existing role.


	January 2006 onwards
	All Staff Groups
	University will have a series of allowances and honoraria available to staff to undertake different work and to reward flexibility etc.

Honorarium/Allowances will be consistently applied across functions.

Equality proofed by end 2006 (ref to Section 3.19).

	5. Use revised Sabbatical arrangements to reward high performing Academic staff in Teaching and Learning, Research and Technology Transfer and Outreach (refer to Section 1.12).

Consider the introduction of Sabbatical Leave arrangements for staff in support functions (max period 6 months) to reward high performance.


	January 2005 onwards
	All Academic Staff
	Revised Sabbatical arrangements will be consistently applied across Faculties in the University.

Explicit criteria will be utilised to assess Academic staff who may merit Sabbatical Leave to reward high performance in Teaching and Learning, Research Technology Transfer and Outreach.

Criteria will be equality proofed (refer to Section 3.17) and Sabbatical approvals will be monitored and reported on an annual basis.



	6. Undertake a review of the Grade 6 (Professorial Scale) to ensure flexibility to reward high performing Professorial staff in Teaching and Learning, Research, Technology Transfer and Outreach.


	August 2005 onwards


	All Professorial Staff
	Review the Professoriate pay scale by August 2005 against HE Sector benchmarks and public/private sector equivalents.

Build-in flexibility in the pay scale by August 2005 to reward high performance and to aid attraction and retention of these staff.




	Priority Goals to Support the Reward and Performance Management Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7. In line with National Framework Agreement arrangements and the University’s Staff Development principles (refer to Section 2.4) and arrangements ensure PDPs are in place for staff and offer training and development opportunities to high performing staff for meritorious performance.


	December 05 onwards
	All Staff
	PDP to be in place by end of December 2006.

Staff Development function to continue to review and enhance a wide-ranging suite of Training and Development programmes for all staff.

Development of guiding principles for all Line Managers by December 2006 to offer Training and Development opportunities to high performing staff.



	8. Ensure non-academic staff receive recognition for excellence in their work or their contribution to the University through the Employee Recognition Scheme (refer to Section 1.10) and Section 2.4).


	December 2004 onwards
	All non-academic staff
	Employee Recognition Scheme(s) to be completed by December 2004 and agreed by Senior Management.

Scheme(s) to be piloted 2nd semester 2004/05.

	9. Produce, communicate and implement policies, procedures and processes which encourage excellence in performance and adherence to the University’s core values.


	2004/05 onwards
	All Staff
	Core values to be communicated to all staff by August 2004.

Senior Management endorsement of Core Values and embedding of core values throughout the University in 2004/05.




5.0
SECTION 5:  MANAGING UNDER-PERFORMANCE

5.1
Over-Arching Strategic Objectives: Managing Under-Performance Strategy

· To promote and reinforce the alignment of staff goals, aspirations and performance with University/ Faculty/Department goals and priorities.

· To enhance leadership/management capacity at all levels of the University to support employee development and to embed an ethos and commitment to excellence in service provision and to address poor under-performance via robust policies and procedures where necessary.

5.2
Priority Goals to Support the Management of Under-Performance Strategy

	Priority Goals to Support the Management of Under-Performance Strategy

	Goals
	Timetable
	Targets
	Outcomes

	1.  In accordance with the National Framework 

    Agreement arrangements introduce   

    procedures to ensure that poor/under-  

    performance is not 

    rewarded.


	August 2004 onwards
	All Staff
	As part of the discussions with the recognised Trade Unions (Unison, Amicus, Crafts and AUT) re the introduction of the National Framework Agreement and its provision ensure that salary progression is withheld if there is poor/under-performance by a member of staff.

Devise and communicate guidelines to Line Managers to deal with issues relating to salary progression and withholding of increments where necessary.

 

	2. Review and revise the Probationary procedures for all categories of staff to ensure they are both thorough and fair and that the appropriate support is provided to all line managers and to new staff for the proper and consistent implementation of the Probationary procedures (refer to Section 3.20).


	2004/05 for review

2005/06 for implementation
	All Staff

All Staff
	Complete review of probationary procedures for all categories.

Ensure appropriate training guidance and support documentation to all line managers by December 2005.

Ensure HR staff are trained and have documentation to support line managers by December 2005.

Ensure all Research staff have appropriate documentation and are inducted in probation procedures July 2006 onwards




	Priority Goals to Support the Management of Under-Performance Strategy

	Goals
	Timetable
	Targets
	Outcomes

	3. Introduce Probationary processes for all staff appointed to higher graded positions within the University and establish clear performance standards and communicate these for all posts.


	2004/05
	All Staff
	Draw-up and agree probationary procedures for internal appointments for existing staff to higher graded posts with relevant Trade Unions by December 2005.

Senior Management endorses new probationary processes for promotional posts January 2006.

Performance standards for all posts are drawn-up and included with Job Description/Personnel Specifications for posts by January 2006 and are communicated to staff.



	4. HR Department Professional staff are trained and developed and allocated to Faculties/ Departments to support Line Managers to deal with the relatively small number of staff who persistently under-achieve in their work contribution or who warrant action under the University Disciplinary Procedures.


	2004 onwards

March 2005
	All HR Professional Staff

All Line Managers
	Ensure all HR Professional staff are trained and developed to CIPD standards to deal with and support Line Managers in addressing under-performance by March 2005.

Draw-up and communicate guidelines and actions for Line Managers in addressing under-performance by March 2005.

Ensure thorough Induction Programme that all Line Managers are familiar with and competent in identifying under-performance, implementing the relevant procedures and exercising their authority appropriately. March 2005 onwards.




	Priority Goals to Support the Management of Under-Performance Strategy

	Goals
	Timetable
	Targets
	Outcomes

	5. Review the implementation of the University’s Sickness and Absence Management Procedure and its use and impact across the various Faculties/Departments.


	Review the procedure in February 2006
	All Faculties/ Departments
	Assess the impact of the Procedure in terms of the numbers of sickness absence days lost against previous data for specific areas and categories of staff February 2006.

Ascertain the number of return-to-work interviews conducted under the procedure by area and category of staff February 2006.

Where appropriate ensure additional training under the procedure in problem areas March 2006 onwards.



	6. Review the University’s Disciplinary and Grievance procedures against new statutory requirements and ensure consistency and fair treatment under the procedures (refer to Section 3.21).


	Review in 2004/05
	All Staff Categories
	Review the existing Disciplinary and Grievance Procedures for the various categories of staff against the new statutory requirements June 2005.

Where appropriate make the necessary revisions and consult with the relevant Trade Unions to seek agreement June 2005 onwards.

Draw-up and communicate any changes in procedures to staff and management June 2005 onwards.

Provide training to Line Managers in the revisions to any of the procedures and explain their level of authority in the implementation of the procedures.

Equality proof any changes June 2005 onwards (refer to Section 3.21)


	Priority Goals to Support the Management of Under-Performance Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7. Review the Grievance and Disciplinary Statutes and Ordinances of the revised Model Statute and ensure they meet the new statutory requirements and to ensure that the procedures are not unduly bureaucratic and are consistent with the normal processes for dealing with Grievance and Disciplinary Processes.


	2004/05 onwards
	All Academic and Academic-Related Staff
	The University has already begun to review the Model Statutes and communicated with the relevant Trade Union (AUT) on the matter via JNC meeting.

All changes to the ordinances to be consulted on with the AUT.

Grievance and Disciplinary Procedures will be simplified and brought into line with processes for other categories of staff and will reflect LRA guidance and statutory requirements (2004 onwards).

Additional training and new documentation and guidelines to be made available to HR staff and Line Managers and any other staff as appropriate (2004 onwards).

Changes to Statutes and Ordinances in relation to Grievance and Discipline processes and procedures to be incorporated into the University’s Charter, Statutes and Ordinances book (2004/05 onwards).




	Priority Goals to Support the Management of Under-Performance Strategy

	Goals
	Timetable
	Targets
	Outcomes

	8. Review the Industrial Relations Framework in the University against the background of the National Framework Agreement and the issues therein in relation to managing performance, reward and managing under-performance to the benefit of the University and staff.


	2004/05 ongoing
	All relevant Trade Unions and Professional HR staff and Senior Management as appropriate
	Trade Unions understand the need for Management to deal with issues of under-performance in the University, 2004 onwards.

Management engages Trade Unions to re-negotiate the existing Industrial Relations Framework, August 2004 onwards.

Changes to the Industrial Relations Framework and the modus operandi of the existing machinery are agreed and communicated to Senior Management and staff in the University by December 2005.




6.0
SECTION 6:  SUCCESSION PLANNING

6.1
Over-Arching Strategic Objectives : Succession Planning Strategy

· To ensure the University has the appropriate level of staff with the knowledge, skills, abilities and attitude to accomplish the current and future University/ Faculty/Department plans and goals via a robust succession planning process.
· To ensure that staff are equipped to adapt to meet the changing and challenging needs of the University. 
· To enhance leadership capacity throughout the University via an integrated and co-ordinated approach that builds a culture of leadership, continuous learning and commitment to excellence to secure and sustain the success and future of the University.

6.2
Priority Goals to Support the Succession Planning Strategy

	Priority Goals to Support the Succession Planning Strategy

	Goals
	Timetable
	Targets
	Outcomes

	1. Review the structural and professional HR staff set-up within the HR Department to best align it to delivering professional HR services to internal stakeholders (Faculties/Departments).


	Review complete by January 2005
	All HR Professional Staff
	HR Professional staff are re-aligned where necessary to deliver a range of HR services to their allocated internal stakeholder(s). March 2005.

	2. HR Professional staff and Finance Department Professional staff are aligned to provide maximum support to their internal stakeholders regarding Staff profiles and Staff Costings to enable better succession planning by Faculties/Departments.


	March 2005 onwards
	All HR and Finance Professional Staff
	Senior HR Management and Senior Finance Department Management agree the restructuring and realignment of Professional staff to specific internal stakeholders, March 2005.

HR and Finance Professional staff agree frequency of meetings with internal stakeholders and data/ information requirements to enable the stakeholders to plan their staffing and associated costs for the next 3 years.

HR and Finance Professional staff help Faculties/Departments draw-up their Staffing Profiles for projected 3-year period annually and to prepare their staffing bids to the University’s Financial Planning Group (FPG) 2004/05 onwards.


	Priority Goals to Support the Succession Planning Strategy

	Goals
	Timetable
	Targets
	Outcomes

	3. HR Department and Finance Department develop on-line access for Faculties/ Departments to HR database and Finance systems as part of the University’s Business Process Change initiative to allow for better succession planning.


	2005/06 onwards
	All Faculties/ Departments
	Business Process Change (BPC) Group assesses the current access to Finance and HR database and systems, June 2005.

BPC makes recommendations regarding systems and access for Faculties/Departments, December 2005.

	4. HR Department reviews the University’s existing blueprint document to facilitate the planning of restructuring and support to Faculties/Departments (refer to Section 1.6).

 
	Review complete by August 2005
	HR Department
	HR Department updates/replaces existing Restructuring documentation for Faculties/Departments to enable them to plan restructuring effectively and to communicate change and to plan for future resourcing. August 2005.

Managers trained as and when required according to their restructuring proposals. August 2005 onwards.

	5. Restructuring proposals affecting staff, delivery of services, courses etc by Faculties/ Departments to be brought to FPG for approval by PVCs Teaching and Learning and Research and Development and appropriate Directors.


	2004 onwards
	FPG and All Faculties/ Departments
	FPG to approve all restructurings irrespective of size or complexity (2004 onwards).

Planning & Governance, HR and Finance Departments to assess the impact of proposed restructurings and to advise FPG accordingly so as to better plan resources, finance etc (2004 onwards)


	Priority Goals to Support the Succession Planning Strategy

	Goals
	Timetable
	Targets
	Outcomes

	6. FPG to determine the opportunity for further Early Retirement/Voluntary Redundancy programmes in the University to manage staff costs and profiles and to aid succession planning.


	2004 onwards
	All Faculties/ Departments

FPG
	All Faculties/Departments to review their staffing profiles in terms of age, grades, normal retirements etc over the next 3 years and present to FPG (October 2004).

FPG to ascertain viability of 3 year staffing plans against costs, new services/courses, financial performance of Faculties/ Departments, succession plans, student intakes, RAE performance etc (December 2004).

FPG and other Senior University Committees to determine if appropriate the introduction of non-voluntary severance to facilitate change where necessary (June 2005).



	7. Develop and implement quality Management Development programmes for all Senior Officers and Managers in the University to ensure right skills, right people, right profiles are developed to successfully plan and lead the development of the University in the future in accordance with the White Paper and the Leadership Foundation initiative (refer to Section 2.1).


	2004-2006
	All Senior Officers, Deans, Heads of School and appropriate Academic-Related 5 staff
	Senior Management Development Programme development and in place for 2004/05.

Management Development Programme for Academic-Related 5 staff in place 2004/05.

Leadership Profiles developed and embedded for future Management positions in the University (2004-06).




	Priority Goals to Support the Succession Planning Strategy

	Goals
	Timetable
	Targets
	Outcomes

	8. Develop financial incentives within the University'’ overall Pay Reward and Recognition Strategy (refer to Section 1.7 to 1.13 inclusive and Section 4.1-4.6 inclusive).


	2004 to 2009
	All Staff
	The development and effective introduction of the range of incentives outlined in Section 1.7-1.13 and Section 4.1–4.6 over the next 5 years will ensure career paths and succession planning for most managerial positions in the University.



	9. Invest in the recruitment of Academic staff at Reader, Professor level in Teaching and Learning, Research and Technology Transfer to strengthen capability in each of these areas over the next 5 years and for the longer term in the University (refer to Section 1.3).


	2004 - 2009
	Academic Staff
	University is establishing Research Institutes to develop and enhance its research capacity for the RAE in 2008 and beyond and also help develop its Regional Mission in terms of Technology Transfer and Outreach (Research Institutes to be set-up by August 2004).



	10. Develop and implement CPD for all Academic staff involved in Teaching and Learning, Research, Technology Transfer and Outreach to ensure continuity and succession planning (refer to Section 2.2).


	2004+ onwards


	All Academic Staff
	All Academic staff aware of CPD in Teaching and Learning, Research, Technology Transfer and Outreach (2004 onwards).

New Academic staff in Teaching and Learning, Research, Technology Transfer and Outreach are inducted and have PDP development in their first year (2004/05 onwards).

CRS staff are provided with tailored programmes of development to suit their needs (2004/05 onwards).




	Priority Goals to Support the Succession Planning Strategy

	Goals
	Timetable
	Targets
	Outcomes

	11. To develop non-academic support staff and provide a suite of learning programmes including CPD to equip them for future roles in the University (refer to Section 2.3).


	2004+ onwards
	All Non-Academic Staff
	Ensure all non-academic staff are aware of development opportunities including CPD.

Draw-up and implement a schedule of support activity 2004/05.




7.0
SECTION 7:  MANAGING HEALTH AND SAFETY

7.1
Over-Arching Strategic Objectives:  Managing Health and Safety 


Strategy

· To instil the Management of Health and Safety, and defacto Risk Assessment, as a core point of all strategic decision-making process in the University.
· To ensure the University is in a position to meet and discharge its statutory health and safety obligations.
· To promote health and well-being through the continuous improvement of the University work environment.

7.2 Priority Goals to Support the Managing Health and Safety Strategy

	Priority Goals to Support the Managing Health and Safety Strategy

	Goals
	Timetable
	Targets
	Outcomes

	1.  To enhance staff awareness of fire 

     prevention  and precautions.


	2004 – 2006
	All Staff
	Web-based safety awareness training to be provided for all staff.  Additional specific training for staff with specific responsibilities to be provided.



	2. To promote early return to work by provision of rehabilitation services.


	2004 – 2006
	All Staff
	Provide access to rehabilitation services via UU Clinic.



	3. To support staff through the provision of an external counselling service.


	2004 – 2006


	All Staff
	Provide external counselling for staff.

	4. To increase awareness and enhance communication of health and safety issues.
	2004 – 2006
	All Staff and Students
	Implement Health and Safety communication strategy. Implement recommendations of Working Group on Communication with students.



	5. To enhance preparedness and response to major incidents.


	2004 – 2006
	All Staff
	Completion of Major Incident Management Plan and training for staff at senior level.



	6. To improve management of health and safety at corporate level.


	2006 onwards
	Senior Staff
	External Audit of Health and Safety Management Systems.


	Priority Goals to Support the Managing Health and Safety Strategy

	Goals
	Timetable
	Targets
	Outcomes

	7. Promote Healthy Life-Style and Well-being


	2005 onwards
	All Staff
	Project to be run in conjunction with Health and Safety Services, Health Promotion Agency (NI), UU Sports Services (August 2005 onwards).

Diverse programme of events and projects and sporting/ health activities to be offered to all staff (refer to Section 1.9).




� EMBED Word.Picture.8  ���








PAGE  
46

[image: image2.wmf]_1095837101.doc
[image: image1.png]LU

I ]’UNIVERSITY of








