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QUEEN’S UNIVERSITY BELFAST                         

Human Resources Strategy 2011 – 2016 

1.
Introduction

1.1 Personnel

In developing this strategy for the Personnel function the intention is to build on those achievements which have been gained under the previous strategy but significantly to align the work of the department to meet new and different challenges.  The University has high expectations of being recognised as an international institution with a world class reputation for research and education.  It has set out a mission of becoming a world class institution for research and education and to significantly improve performance in research and enhance its standing through increased achievement in the Research Excellence Framework (REF).  The Personnel Department will therefore have an important part to play in achieving these aims particularly in relation to attracting and retaining staff that can make these goals achievable.  It is essential Personnel functions develop to support the sustainability of the University ensuring that we maintain the quality and delivery of services with a motivated, engaged workforce. However it must also be recognised that for the majority of the period for this strategic plan the University will work within an environment of reduced public funding and the stark reality that at least in the short to medium term there will be a need to realign staffing levels with new institutional priorities whilst at the same time achieving reductions in the University paybill. The requirement for ongoing recruitment especially to academic leadership positions must also be taken into account.  The Personnel function needs to be central in supporting and managing the change that is required. It needs to look at how our business can be undertaken in a better way, and continue to manage our resources to ensure future achievements, and promote the University as an exemplar within higher education. Whilst the previous strategy may have emphasised the rewarding and development of staff, this strategy must emphasise the optimum utilisation of resources. Personnel will work hand in hand with line management, staff and the trade unions so that all engage and participate in improving performance through the adoption and implementation of policies and procedures which are fit for purpose, accessible and effective.

1.2 Training and Development

Queen’s staff are central to the achievement of the University’s ambitious corporate objectives. The development of staff to support them in their roles and ensure that future organisational challenges are met will be a key factor in our success. 

Developing knowledge, skills and effective behaviours within academic and support staff will continue to be a priority. These objectives will be achieved by delivering training services in conjunction with proactive guidance and support for individuals and those in a management or supervisory role. This will seek to facilitate a learning culture throughout the University and embed sound principles of Continuing Professional Development.  Human Resources will adopt a partnership approach to deliver a high quality staff training and development service for Queen’s.  This strategy will require engagement from Heads of academic and professional services departments and commitment to identifying and addressing staff development needs.

Although this strategy emanates from the Human Resources  Directorate, training programmes are delivered with the commitment and expertise of colleagues in a variety of Directorates including the Staff Training and Development Unit, Centre for Educational Development, IT Training and Assessment Unit and other support services with a responsibility to train and develop staff.

1.3 Equality and Diversity

In recent past, the University has spent considerable time and resources in tackling historic issues related to community affiliation.  Policies and procedures were reviewed and modified, equal opportunities workshops were held for all staff and major changes in protocols were adopted to enhance the working environment for staff and students alike.  These efforts have resulted in a much changed community background profile in terms of staff and a greatly enhanced working environment wherein all members of staff, irrespective of religious belief or none, enjoy a much more tolerant atmosphere.  These developments were driven by a distinct legislative imperative which was in advance of circumstances pertaining throughout the UK generally. The Vice Chancellor established a Gender Initiative office and appointed a Champion to oversee the implementation of the recommendations of the University’s Women’s Forum. The work of the Gender Initiative over the past ten years has resulted in a greater focus on gender equality issues throughout the University. Additional work has also been undertaken in respect of issues pertaining to disability and sexual orientation through the University’s Disability Forum and the more recently established Lesbian, Gay, Bisexual, Transgendered (LGBT) Network.  

1.4 Occupational Health and Safety

The Occupational Health and Safety Service provides a comprehensive range of professional and technical occupational health and safety support services to Schools and Academic Support Directorates and also provides strategic guidance to senior management of the University in relation to the development and maintenance of effective occupational health and safety policies and procedures. These services are provided to staff and students and include the provision of:

· advice, training and assistance to Schools and Academic Support Directorates to ensure the management of health and safety risks and achieve legal compliance;

· technical support services such as radiation protection, occupational hygiene, noise measurement, ergonomic assessment, biological safety and advice on workplace standards;

· health and safety governance and assurance systems within the University including health and safety policy and guidance, health and safety committees, support, monitoring and audit systems including reporting on health and safety performance;

· occupational health assessment, monitoring, advice and guidance for staff and students;
· vaccination programmes for staff and students relating to potential exposure to blood borne viruses, TB and other infectious agents in placement, employment and travel; 
· assessment and advice on recruitment, sickness absence, disability, fitness to practice, fitness for work, ill-health retirement and pension provision.
It is noteworthy that the structure of the services in Queens, i.e. one in which occupational health and safety services to students and staff are provided by one unit managed by a senior director with overall responsibility for health and safety, is a model which facilitates a number of the initiatives recently developed within the Higher Education and Employment sectors such as ‘Healthy Universities UK’ (HEFCE); ‘Improving Performance through Well-being and Engagement’ (HEFCE);  ‘Working for a Healthier Tomorrow’ (Dame Carol Black, 2008, Department for Work and Pensions) and ‘ Healthy workplace, healthy workforce, better business delivery’ (Health and Safety Executive) and ‘The future of HE provision in the UK – Workforce implications’ (HEFCE).
2. Progress Since the Last Strategy

2.1
Personnel

In addition to addressing the new challenges facing the higher education sector, this Strategy also builds upon the work delivered over the past five years. Considerable progress has been made in the following areas :

· Significant difference in approach to recruiting academic leadership positions;

· Significant improvement on the development of performance management processes;

· Successful implementation of revised grading structures;

· Re-inforcement of relationship between HR and Schools/Directorates;

· Revised processes and procedures that are fit for purpose. 

It is recognised however, that the Personnel function must improve service quality and become an integral part of the institutional framework.

2.2 Training and Development

2.2.1 Identifying and Meeting Development Needs

An extensive commitment to staff development is in evidence annually both at local level within departments and the centrally delivered annual programme.  There is an expectation that staff at every level and category in the university will plan and undertake some form of training and development activity each year. As personal and professional development can take many forms, the amount and method will vary for each individual, however the central programme represents a significant contribution to how these development needs may be met.  Additional support is delivered directly via bespoke interventions and additional support to Schools and Directorates.  Staff are encouraged to engage in agreeing and reviewing development objectives during appraisal processes and address development needs centrally or locally as appropriate.
2.2.2 Key Performance Indicators (KPIs)

Training and development Key Performance Indicators are now considered annually and also include expenditure per staff member and attendance at central training per staff member.  
The total recorded attendances at centrally delivered staff development events has risen from 4151 in 2005-06 to 8675 in 2009-10 with expenditure on centrally delivered training and development rising from £0.991M to £1.281M during the same period.  
Annually the University invests up to £400,000 via the Staff Training and Development Unit towards a combination of financial assistance for staff to attain part-time qualifications and for attendance at short courses and conferences to support them in their current posts and to aid career development.
2.2.3 Administration

Recording and administration of staff development events has been consolidated across a number of key support services using the Human Resources iTrent system and employee self-service.  

2.2.4 Additional University-wide Training and Development Achievements

In recent years a number of notable programmes have contributed to the successful development of staff. These include the Postgraduate Certificate in Higher Education Teaching (PGCHET) for early career academic staff and the extensive Centre for Educational Development CPD short course programme.  

The leadership and management development framework and range of programmes, including Leadership Excellence has been a major step forward in supporting all staff with mid-senior leadership responsibilities. Additional management and supervisory programmes including the Institute of Leadership and Management first line management programme have also been successful.

Supporting fixed-term contract research staff in response to the “Concordat” to support skills and career development of researchers has improved with the support of Research Councils UK funding over the last five years and will remain a training priority.

Clerical skills training and induction have been enhanced and Queen’s has embarked on an initiative to support technical staff via the UK wide higher education technical development scheme (HEaTED).

The University-wide Diversity training programme has established a sound benchmark for introducing online training for staff. And the more practical Enhanced Service Quality (ESQ) workshops acted as a catalyst for departmental efforts to consider and improve their approaches to services and students.

2.3 Equality and Diversity

2.3.1 Commitment

The commitment of the University to the promotion of Equality of Opportunity and Diversity is encapsulated in the mission statement wherein it is stated “….The University promotes the widest possible access to this portfolio of excellence in an environment of equality, tolerance and mutual respect….”  This commitment is recognised beyond the University confines and frequently the University is promoted as an example of best practice in Northern Ireland by the Equality Commission.  
Indeed the University has previously been awarded external recognition in relation to its Gender Initiative and recently in terms of the submissions made to Athena SWAN which resulted in an overall bronze award for the University and 5 silver awards and 2 bronze awards to individual SET (Science, Engineering, Technology) schools.
2.3.2 Benchmarking

When comparing the University with similar universities in the UK, it is very important to note that Northern Ireland has a significantly smaller BME (Black Minority Ethnic) population than Great Britain and a different profile in terms of disability, arising inpart, as a direct result of the impact of more than 30 years of civil unrest. The benchmarking data set out below must be viewed within this overall local context.

	 
	HESA     Staff record *
	QUB
(as at 6 Feb 2010)

	Gender:
	 
	 

	Full-time academic staff (female)
	37.8%
	28.9%

	Professors (female)
	18.7%
	18.3%

	- SET Departments
	14.5%
	14.7%

	- Non-SET Departments
	24.5%
	24.4%

	 
	 
	 

	Ethnicity:
	HESA     Staff record *
	QUB
(as at 6 Feb 2010)

	Black Minority Ethnic
	6.7%
	5.8%

	- Professor
	5.5%
	4.6%

	 
	 
	 

	Disability (Total Staff):
	 
	 

	Those who declared with a disability
	3.0%
	5.3%

	*source: Equality in Higher Education: statistical report 2010
	 

	 
	 

	Please note that HESA does not collect comparable data for Reader/Senior Lecturer or Lecturer


The University also monitors in terms of other S75 characteristics eg community background and sexual orientation. There are no published statistics available for comparison purposes from HESA. The University is the only Russell Group Institution to monitor in terms of sexual orientation. In terms of the extent and level of monitoring activity undertaken, the University would be seen as a sector leader.  

2.4 Occupational Health and Safety

Since its establishment as part of the Human Resources Directorate in 2005 the Occupational Health and Safety Service has, with the support of senior management, led a change of perception of health and safety within the University from that of ‘something which happens in the safety office’ to being an integral part of every activity of the University and every individual, student and staff, in the University community. In particular:

· the integration of Health & Safety management into the senior management functions of the University, including the University Operating Board, Risk Management Committee  and the management structures of every School and Academic Support Directorate;

· the incorporation of Health & Safety as a major responsibility of every Head of School and Director;

· a major revision of the health and safety management structures including the establishment of a new set of Health & Safety Committees which include trade union and student union consultation and which report through the Health and Safety Management Group to Planning & Finance Committee; 

· the occupational health service has been separated from the GP services provided to students, facilitating a focus on purely occupational health matters and the strategic health needs of the University;

· the establishment of a staff counselling service which provides independent confidential support for staff. This is extensively used by staff who seek support on a wide variety of professional issues. However it should be noted that increasingly a number of personal circumstances have also been addressed through the service (eg : bereavement, financial difficulties etc);
· the establishment of a healthy lifestyle programme, through which staff have an opportunity to undergo medical fitness and lifestyle assessments and are given individual feedback on priorities and activities to improve health; this is also linked to the PEC and has improved the uptake of staff membership;
· a workplace well-being survey has been undertaken using the HES Stress Management system, with the production of action plans to address work-related stress and improve communication in every School and Directorate of the University. 
The University has been among the first in the Russell Group to implement such programmes. The professional staff contribute regularly to consultation papers on changes in Health & Safety Regulations and the Senior Medical Officer is a founder and executive member of the Higher Education Occupational Physicians Group and member of the BMA Occupational Health Committee.

3.
AIMS


The aims of the Strategy are set out under the four key HR functions :

3.1
Personnel

The Personnel function will focus on key strategic themes that concentrate on People, Performance, Pay and Professionalism.  The underlying emphasis will be to align our activity with the business needs and organisational objectives of the University.
3.2
Training and Development

A commitment to meeting development needs, creating a learning culture for staff and nurturing talent will be the focus of this training and development strategy which will be an enabler for the University to meet its stretching targets and within the current challenging environment.
3.3       Equality and Diversity

A key strategic goal is the recruitment of female academics to senior positions across the University, particularly to the Professoriate and the Heads of School positions.  It is recognised to achieve this we need to increase the number of female colleagues in the academic talent pipeline starting at Lecturer level and moving up. Additional work will continue to be undertaken in respect of issues pertaining to disability, ethnicity and international diversity.   

3.4        Occupational Health and Safety

The Occupational Health and Safety Service must continue to be responsive to the needs of staff and students while demonstrating the effective use of resources in support of the overall HR strategy, in particular, those elements relating to the recruitment and retention of staff, staff commitment and inclusion, performance and the creation of an agile workforce.

Each section below considers each of these key functions, outlining the objectives and key actions that will be established to realise the aims of the Strategy.

4
Strategic Objectives (Personnel)

4.1
PEOPLE

Strategic Objective 1 : Ensure that the University aligns staffing with business need.


In the immediate years of the period of this strategy emphasis will inevitably centre on the need to align the organisation with available resources.  Due to major changes in funding this will mean concentration on resources through reorganisation, restructuring and recruitment/staff reductions where appropriate.  


SPECIFIC OBJECTIVES

To achieve this, the following specific objectives have been identified:      

(i) The further development of accurate and relevant staffing information which provides management with data on establishment, turnover, cost, staffing profiles etc.

(ii) The alignment of staffing levels with funding over the period particularly in relation to the Academic Plan, culminating in the completion of an implementation plan to realign staffing levels with available funding.

(iii) The development of procedures and processes which are fit for purpose and can effect change eg : Redundancy, Severance, Redeployment, that will enable the University to align its staffing resources to funding.

(iv) The promotion of an Agile Workforce which relies on staff being responsive to business needs, developing flexible skills, being mobile within the organisation, as well as staff and the University being adaptable to alternative working arrangements. This will be evident throughout the University, where an increased number of staff will be exposed to working in other functions, widening their experience and enhancing their skills base to help attain the new institutional priorities. 
(v) The development of career and succession planning processes particularly for academic management positions of Pro-Vice-Chancellor, Dean, Head of School, but also for other key personnel.

ACTIONS

In pursuit of the objectives the University will take the following actions :

(i)
Provision of management reports which will enable Managers to review up to date, accurate management information. 

 [September 2011]

(ii)
Support Heads of School/Directors/Line Managers to manage rightsizing where appropriate.  

 [January 2012]

(iii)
Review impact of removal of Default Retirement Age (DRA) and implications on staffing levels.

        [January 2012]

(iv)
Determine and finalise Voluntary Severance arrangements and compensation.                                                       
 [September 2011]

(v) Review Redundancy Procedures and Compensation Package. 

 [December 2011]

(vi)
Territorial Personnel Officers to develop a business partner approach with Heads of School/Directors, providing professional expertise to assist in the implementation of change (redundancy, severance, redeployment, reorganisation, training and development, promotions etc).   

       [September-December 2011]                                                                           

(vii) Assist Managers to prepare staff for change and to identify skills and competencies required for future.                       

                                                                              [March 2012 onwards]

· Staff should be able to understand how the changes that are occurring in his/her role, team or department relates to the broader strategy of his/her School/Directorate and the University.

· Instil in Managers and Staff the need to widen staff competency skill base and mobility, given we will have reduced numbers required to maintain the same or improved level of service.

(viii)
Investigate alternative working arrangements ie : Reduced Working Week, Condensed Working Week,  Part-Time/Partial Pension Allocation, Term Time Working.                                                                               [Jan – March 2012]

(ix)
Development of cross functional working and the creation of interdisciplinary and cross functional working groups on matters of strategic importance.                                                                               

                                                                                 [Ongoing]
(x)
Investigate and develop a process for succession management at senior levels, identifying high potential individuals, providing challenges and relevant development through eg: training programmes aimed at increasing the size and diversity of the pool of staff with the necessary generic leadership and management capabilities.                                                                                 

                                                                                  [April 2012 onwards]

· Investigate how the University targets the right people for talent management (ie: self selection/management selection);
· Clarify purpose of development/training programmes for specific groups of staff.

4.2
Strategic Objective 2 : Continue to attract staff of the highest calibre, and ensure that high calibre staff develop/progress and are retained by the University.
SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i) The development of recruitment processes which are flexible and creative which can be adapted for specific recruitment campaigns/types of roles.

(ii) The development of recruitment strategies for target markets particularly for difficult to fill subject investment areas.

(iii) The early identification of key staff ensuring their retention. In a small number of instances this may involve looking at Academic Disciplines as well.
ACTIONS

In pursuit of the objectives the University will take the following actions :

(i)
Review the use of recruitment consultants including success rates, proposing and implementing recommendations, which may include using recruitment consultants more in the future.                                                      

                                                                                     [July 2012]

(ii)
Review of Appointments Procedure with particular emphasis on the revision, addition or creation of methods and tools for selection particularly for recruitment of academic staff, demonstrating that this has led to an improvement in the quality of those appointed.                                                 

                                                                                     [December 2012]

(iii)
Review recruitment strategies within Queen’s and identification of best practice in the Sector, demonstrating an increase in the number and quality of appointments (first time), particularly for difficult to fill subject investment areas.

                                                                                      [December 2012]

(iv)
The development of a talent management strategy to explore the following issues :

· Target scarce resources; 

· Different talent pools for different grades;

· Develop a better understanding of our employee profile – by identifying those with the potential to excel/fast track – our ‘pipeline’;

· Achieve the right balance between internal talent development vs external recruitment;

· Identify the most appropriate mechanisms to develop talent, exploring a variety of different development tools : (succession planning, development centres, new role assignments, master classes, corporate projects, senior mentors and work shadowing, further education/qualifications);
· When setting up Working Groups etc, consider involving potential leaders as members;
· Consider the development of a Graduate Management Training Programme on a rotating, fixed term basis (eg: 3 years).
(v) 
Build an enhanced international recruitment and employer profile so that more internationally experienced staff are attracted, recruited and retained. 

[December 2012]

4.3
PERFORMANCE
Strategic Objective 3 : Ensure that staff are fully engaged in working towards University, School and Directorate strategic and operational objectives.

SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i) Staff Engagement 
The involvement of staff in the University is critical to our success and it is vital that our work enables the development of a culture of belonging and engagement.
(ii) The improvement of lines of communication within the University which keeps

all staff fully engaged and informed of organisational objectives and how they are individually affected and can contribute; demonstrated through evidence from staff that they feel fully engaged and informed of organisational objectives.

(iii) The promotion of the importance of Heads of School, Directors and other Managers meeting regularly with their staff in order to keep them properly informed and updated, encouraging meaningful staff engagement and input, engendering a stronger sense of belonging.

(iv) Creation of a ‘one university’ approach which breaks the ‘silo’ mentality.

(v) Ensure that objective setting and appraisal is relevant and specifically aligned to School and Directorate objectives particularly as they might relate to achievement of world class status for research and education, REF returns and general efficient standards and outputs.

(vi) Assess how effective the operation of workload allocation models are across the University.

ACTIONS

In pursuit of the objectives the University will take the following actions :

(i) Develop clear and timely lines of communication which help staff positively deal with change in a new environment. This involves upwards and downwards communication.                                                   
                                                                                      [December 2011]

(ii)
Investigate and evaluate best methods of communications (meetings, briefings, workshops, interest groups) and develop processes which are user orientated and ensure more regular and thorough information.  

                                                                                       [January 2013]

(iii)
Investigate and evaluate means of facilitating Senior Managers improving communication channels within and across Schools and Directorates to enable the sharing of best practice and collaborative working.                                                                         

[Ongoing]

(iv)
Build and sustain teams which share knowledge, skills and values.

         [2014 Ongoing]

(v)
Develop and implement new ways of working and a transparent, open and rigorous approach to problem solving.                                        

                                                                                                       [2014 Ongoing]

(vi) Meetings held with Deans/Heads of School/Directors at the beginning of each appraisal cycle to assist and support them underpin and highlight the important role that appraisers/appraisees have to ensure that appraisal objectives and targets are in line with the School/Directorate Plan and that personal development plans are linked to the overall training programme of the University. Each appraisal meeting should focus both on performance and personal/professional development. Where appropriate to the discipline ensure that enterprise and entrepreneurial activity are included as targets for Academic and Professional colleagues.                                                    

                                                                                                                         [Ongoing]                                                            

(vii)
Review and assess a sample of completed appraisals to ascertain if this process is helping to meet the business objectives of the University.                                                                    

                                                                                            [Jan-Feb 2012] 

 (viii)
Assess output in terms of workload allocation models and check if output is aligned to the appraisal process and key objectives of the institution.                                                                             

                                                                                            [December 2013]                                                                 
4.4
Strategic Objective 4 : Ensure not only that procedures and processes efficiently assist in performance management, but that managers are fully engaged and utilise effectively the suite of performance management procedures available to them.

SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i) Development of high standards and benchmarks reflecting best practice within the Sector and the promotion of normal performance management procedures by every manager.

(ii) Apply a consistent, firm and fair approach in the application of Employment Procedures relating to Probation, Capability/Performance, Absence Management, Grievance, Discipline etc.
ACTIONS
In pursuit of the objectives the University will take the following actions :

(i)
It is evident that there is a need to enhance the business partner approach with Heads of School/Directors through Territorial Personnel Officers enhancing the professional expertise provided to Managers promoting the use of policies and procedures to help them attain their business objectives.                                                  

                                                                                             [Ongoing]

(ii) Develop and deliver a series of performance management workshops to ensure managers and Personnel Officers have the capability to deal with performance management issues appropriately, fairly and consistently.                                                                                                                                                                                                                                                                                                                     

                                                                                                                         [Ongoing]
(iii) Develop and deliver a specific programme for Trade Union representatives 

                                                                                                                   [Ongoing]
(iv) Provide the necessary professional support, advice, guidance and direction to management in the effective implementation of performance management processes.
[Ongoing]

4.5
PAY

Strategic Objective 5 : Create Pay and Reward structures that promote excellence and relate to actual performance.

SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i) Competitive remuneration packages appropriately benchmarked.

(ii) Changing the traditional incremental models relating progression to performance and creating distinctions between excellent and satisfactory performance.

(iii) Developing flexible pay models particularly in relation to high earners, taking into account issues relating to pension.                                           

(iv) Introduce the Total Reward Concept that encompasses all elements of the remuneration package both pay and non pay such as pension, benefits, working conditions, entitlements and facilities.

(v) Investigate and implement the concept of local rewards for excellent performance, contribution and building morale.
ACTIONS
In pursuit of the objectives the University will take the following actions :

(i) Continue to review and benchmark pay using relevant sources eg: N.I. Local Government Comparators, Russell Group, HESA and Hay.                                  

                                                                                                        [Ongoing]                                        

(ii)
Review the possibility of opting out of national pay bargaining negotiations.                                                 

          [2013]
(iii)
Review and assess the issue of linking all pay progression to performance, withholding increments, longer timespans for pay progression.

                       [2014]
(iv)
Examine the potential to link pay to performance.

 [2014]

(v)   Devise Total Reward Statements and improve recruitment literature and contractual documents.                                                                      

                                                                                              [July 2012]
(vi)
Take into account that motivational and valued reward may vary for different individuals and work groups. This could encompass financial and non financial elements which may need a tailored approach to meet local needs and priorities in a consistent and timely manner. The University should be able to celebrate success which quite often, may be about recognition, than reward.                                                                          

                                                                                  [2014]                                                                                                                            
(vii)
To ensure there is an effective balance between central principles and local autonomy in the implementation of performance and reward practices.

 

           [2014]

4.6
PROFESSIONALISM

Strategic Objective 6 : To align the professional personnel function with the key business priorities of Schools and Directorates, fostering a proactive culture which promotes customer focus, adding value to senior and operational management. The Annual Customer Feedback Survey should highlight that Personnel are providing an improved service which is primarily driven by meeting the customer need, rather than purely focussing on process.
SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i)
Continuous service improvement. Personnel staff should be change agents who are business focussed, regarded as credible professionals in their field. Building upon the Annual Customer Feedback Survey Personnel staff should continue to be recognised as experts in their field who add value to business discussions helping managers meet their goals.

(ii) The development of staff engagement processes that allow for two way discussions that deal with critical issues in Schools and Directorates.
(iii) The continued development of Key Performance Indicators to monitor and measure effectiveness in the delivery of service.                                

(iv) Review of the methods and forums of working with the recognised trade unions and evaluate the possibilities of a partnership approach particularly in relation to restructuring and change management.                

ACTIONS
In pursuit of the objectives the University will take the following actions :

(i) the establishment of forums with Schools and Directorates to provide advice and guidance and receive feedback and raise issues on Personnel and wider HR matters.    

                                                                                                   [July 2012 Ongoing]

(ii) Ensure that University performance indicators are at the forefront of sectoral and/or national benchmarks.

     [Ongoing]

(iii) The establishment of additional forums for engagement of all staff across the University. 

                                                                                        [December 2011]

(iv) Development and implementation of structured personal development plans for Personnel staff to develop skills, knowledge, tools and techniques for effective delivery of the Personnel service.                            

                                                                                         [September 2011]

-
Demonstrate that Personnel staff are focused on business goals, both at a strategic and local level;
· Ability to be an agent for change both in respect of a changing Personnel function but also in respect of the significant change the University is undergoing at the same time; 

· Have an in-depth knowledge of the business needs to equip them to meaningfully contribute to strategic debates and initiatives.
5.
Strategic Objectives (Training and Development)

5.1
Strategic Objective 7: Develop programmes of support for priority needs. 

This objective aims to enhance the central programme of staff development by prioritising resource and investment on areas of strategic importance.  Our aim is to support staff to enhance teaching, learning, research and the student experience.
SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i) Enhance Support for Research, Learning and Teaching

The Education Strategy 2011-2016 commits to enhancing the professional development of all staff who teach, supervise or support learning, including the provision of mechanisms that recognise and celebrate exceptional practice. 

(ii) Enhance Effective Management and Leadership through Development

In many sectors it is accepted that business and organisational success is directly linked to the capabilities of leaders and managers. In the University environment, the unique contributions of academic and research excellence will be the key factors in the University’s success; however there are large numbers of staff with management and leadership responsibilities. 

(iii) Provide training and development in support of the pivotal role of the “line manager/supervisor” in implementing University policies and procedures.

(iv) Deliver Additional Focussed support for Schools and Directorates.

ACTIONS
In pursuit of the objectives the University will take the following actions :

(i) Provide staff development for initial and continuing development needs of all those involved in teaching, supervising or supporting students, with content covering the breadth of learning and teaching practice.

                                                                                                                                    [2011-2012]

(ii) Offer up to 13 Teaching Awards a year and put forward up to 3 staff to the National Teaching Fellowship awards.                                                     

(iii) Enhance the programme of training and development for research staff. Building on the programme delivered since 2005, strategic priorities will include:

-
Reviewing provision in line with the Researcher Development Framework and revised research skills funding environment;

-
Implementing priorities for researcher development identified by Queen’s in response to the national Concordat for Research staff;

-
Enhancing researcher career development skills and opportunities;

-
Encouraging School-based development for specific research skills.
                                                                                                           [2011-2012]
(iv) Following introduction of the Queen’s Leadership Framework and development programmes, a separate Management and Leadership Development action plan will be produced by January 2012 which will set more detailed targets for the period 2012-2015 to ensure these initiatives are clearly linked to the stretching goals of the University. The aim will be to:

· set out the evolving context of leadership within the University;

· review the mapping of effective leadership behaviours; 

· provide additional supporting definitions and descriptors to support staff and


underpin Queen’s overall strategy;

· introduce and enhance coaching and mentoring processes for staff;

· link to other Human Resources processes such as performance management, recruitment, development and succession planning;

· review the range of management and leadership development programmes offered to staff;

· support and develop a leadership learning community.                                                                                                                                                                                     

                                                                                                        [2011-2012] 



Annual targets:

Develop and promote clear development opportunities and support programmes appropriate for the following broad staff groups:

-
Senior management teams including Heads of School;
-
Leaders of Research and Education;
-
School Managers;                                   
-
Academic-related managers;                  
-
First line/supervisory management.

The above programmes will combine the staff groups in order to contribute to the One University concept and to promote understanding of different perspectives and the broad context within Queen’s and higher education.

(v) University Schools/Directorates and departments have specific training and development requirements. These may be unique in relation to the academic, research or professional support role provided.  There will also be training and development needed to support the workforce to be flexible and adaptable – fit for purpose for current and future requirements.  
All University training providers will pro-actively establish links to support or advise on training and development initiatives for specific needs which will enhance service quality, the student experience, research objectives and responsiveness to change. 

Annual Targets:

· Achieve annual engagement contact with Deans, Heads of School and Directors to identify, deliver and support training and development in those areas where needs have been prioritised and systematically brought together. This will involve the following activities:

(i) Engage with Schools and Directorates to identify opportunities for support;
(ii) Provide bespoke training and development or advice;
(iii) Improve internal capability and consultancy skills of professional training staff.

5.2
Strategic Objective 8: Develop and deliver a central programme of learning and development support for all staff linked to appraisal processes and identified needs.
This objective aims to ensure the core systems for supporting individuals and departments are in place. This will integrate the overall annual programme of training courses, other events and additional support (including financial assistance) with learning and development needs identified through appraisal processes.  Internal and external training and support mechanisms will be available to support individuals with the requirements of their current roles and with realistic career development.

SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i) Establish effective processes to gather training, learning and development needs arising from appraisal processes.

(ii) Develop, promote, implement and review core annual programme of central training and development events.

(iii) Ensure accurate management and administration of learning and development data, records and reports.

ACTIONS

In pursuit of the objectives the University will take the following actions :

(i) Annual engagement plan and report produced which will inform training and development priorities.                                                                        

                                                                                                               [Annually]

(ii) Core programmes will be in place to support: teaching and learning, research skills, management and leadership, IT skills, corporate induction, health and safety, supporting staff with operational training for University policies and procedures.                                                                                          

                                                                                                               [Annually]

(iii) Review of definition of corporate Key Performance Indicators for learning and development.                                                                                   

                                                                                                               [2011-2012]

(iv) Extend annual reporting to each Directorate and School to include levels of learning and development undertaken. This will include all centrally delivered training and incorporate mechanisms for recording local learning and individual Continuing Professional Development for staff.                                       

[2012-2013]

(v) To promote a learning culture, the University will strive to have in place a stated commitment of a “training contract” with all staff – this will incorporate ongoing learning and development in all its forms, encourage and embed CPD processes.                                                                               

                                                                                                                [2013-2014]

5.3
Strategic Objective 9: Deliver additional projects to improve staff development, demonstrate the value added and the contribution to achieving overall corporate objectives. 

This objective aims to provide a means for staff development to undertake additional staff development projects, in conjunction with other Human Resources or inter-departmental groups.  The purpose will be to ensure that there is a focus on improving how staff development is delivered in a more holistic or less fragmented way.

SPECIFIC OBJECTIVES
To achieve this, the following specific objectives have been identified:

(i) Deliver initiatives to improve staff development with a greater cross-University impact.
(ii) Lead collaboration and improvement projects to improve the learning culture and approach across the University.
(iii) Develop annual training and development evaluation plan.
ACTIONS

In pursuit of the objectives the University will take the following actions:

(i) Report on benchmarking with Russell Group comparator Universities, Irish Universities and other best in class organisations on:

· Management and leadership development;
· Organisation of staff development function;
· Training and development resources;
· Policies and procedures;
· Key performance indicators. 
                                                                                                     [2012 and 2014]

(ii) Enhance mentoring and coaching across the University.
(iii) On-line/e-learning programmes and frameworks for delivery.
(iv) Improve local training support including induction.
(v) Focus on embedding Continuing Professional Development/personal development planning.                                                               
(vi) Establish how training and development activities are contributing to and improving capability and performance of staff.
(vii) Estimate the return on investment made by the University in training and development and guide improvement processes.              
                                                                                          [2011-2015]

6.
Strategic Objectives (Equality and Diversity)   
6.1
Gender 
Significant progress has been made in relation to the number of women occupying senior positions in the management of the University as the following table demonstrates.

	 
	FEMALE
	MALE

	 
	Total
	%
	Total
	%

	Grade 6
	98
	53.8
	84
	46.2

	Grade 7
	171
	57.8
	125
	42.2

	Grade 8
	107
	50.5
	105
	49.5

	Grade 9
	28
	45.9
	33
	54.1

	Grade 10A
	3
	33.3
	6
	66.7

	Grade 10B
	2
	50
	2
	50


Women currently manage 50% of the University’s 8 Directorates.
In academic positions the pattern of representation of women over the past five years has been as follows:

	 
	 
	2006
	2007
	2008
	2009
	2010

	 
	 
	Total
	%
	Total
	%
	Total
	%
	Total
	%
	Total
	%

	Lecturer
	Female
	254
	45
	253
	45
	249
	47
	259
	47
	243
	47

	
	Male
	310
	55
	312
	55
	282
	53
	293
	53
	272
	53

	SenLect/Reader
	   Female
	84
	26
	92
	28
	103
	29
	103
	30
	92
	28

	
	Male
	241
	74
	234
	72
	245
	71
	241
	70
	240
	72

	Professor
	Female
	28
	14
	35
	16
	35
	15
	38
	16
	39
	18

	
	Male
	168
	86
	187
	84
	199
	85
	194
	84
	173
	82


The University seeks to increase the number of female senior academics and women in senior academic leadership positions; DRs (21, 26.9%), DEs (9, 29%), and Heads of School (3, 15%). To achieve this goal, and on the basis that Heads of School are recruited from DRs and DEs, the University will develop the skills of female DRs and DEs in leadership skills, thus enabling them to put themselves forward for selection as Heads of School at the appropriate juncture (leadership and development course refers).  
The Athena SWAN Charter recognises and celebrates good employment practice for women working in science, engineering and technology (SET) in higher education and research. Specific support will be afforded to female academics working in the various SET schools and non-SET schools under the expanded SWAN initiative to encourage them to apply for promotion during the annual promotions process.  Promotions criteria will be re-examined to ensure that there are no inbuilt barriers to female advancement. Special arrangements have also been put in place for those female academics returning to work after childbirth.
  
Family friendly/work life balance policies and procedures will also be monitored and reviewed as necessary to ensure they are effectively supporting the university’s aspiration to provide all support necessary. 
SPECIFIC OBJECTIVE
To achieve this, the following specific objective has been identified:

Strategic Objective 10: Increase the number of female senior academics and maintain the level of women working in senior management positions.
ACTIONS

In pursuit of this objective the University will take the following actions :
	(i) Maintain the gender balance at Director level.

	[Ongoing]


	(ii)       Develop and deliver a specific mentoring programme for female DR’s and DE’s to enable them to apply for the posts of Heads of School as they become available.
	[2011-2013]


	(iii)       Establish a programme of targeted training for the DRs and DEs.
	[2012]


	(iv)       Increase the number of female Heads of School to 25%.
	[2015]


	(v)        Increase the number of female professors to 25% of the total

            Professoriate.

	[2016]


	(vi)       Review and refocus the work of the Queen’s Gender Initiative.
	[2011-2012]


	(vii)       Submit all schools with a Bronze award for a Silver Swan award.
	[2011]


	(viii)      Achieve a Silver SWAN award for the University.
(ix)       All SET schools to have achieved a Silver Swan award.                                        
	[2012]
            [2014]

	(x)        Roll out the SWAN model to non-SET schools.
	[2012]


6.2
Ethnicity/International Diversity

The University employs more than 600 staff from outside the UK and Ireland.  These staff are drawn from more than 80 different nationalities.  For a University which seeks to play a role on the international stage, the manner by which international staff are treated is critical and to this end, the University will seek to ensure that all possible support is afforded to staff from outside the UK and Ireland, to include the development of necessary structures and protocols to ensure they are welcome and made to feel welcome and importantly that they are aware of the sources of support available to them.

SPECIFIC OBJECTIVE

To achieve this, the following specific objective has been identified:

Strategic Objective 11: Ensure the University is recognised as an international institution, measured by a diverse workforce in terms of international and ethnic background.

ACTIONS

In pursuit of this objective the University will take the following actions :
	(i)    Identify a steering group for BME staff.
	      [October 2011]


	(ii)    Establish a series of focus groups of international staff to

       ascertain their perception of their working environment

       within the University.

	[November  2011]

	
	

	(iii)    Link with the Student Vice President Equality and Diversity

         to explore possible cultural awareness raising activities.

	     [Autumn 2011]


	(iv)     Establish a programme of cultural awareness raising events.
	        [Mid - Late 11]


	(v)     Establish a group of “international ambassadors”, a cadre of international staff, committed to QUB, who would be in a position to assist with the recruitment of international staff to QUB.

	        [Ongoing]


6.3
Disability
The University has currently 195 members of staff who have declared a disability to the University.  This represents 5.3% of the University’s workforce.  The figure or % increased as a result of the re-monitoring exercise undertaken in September 2010.  In recent years, significant practical support has been afforded to staff with a disability, including practical day to day support and improved access to facilities provided across the University campus, at a total cost of £8m plus.  

There is room for further improvement.  Whilst the University is ahead of those within the HE sector, in terms of the % of staff who have declared themselves as having a disability, more practical measures will be undertaken.

In addition to the internal supports established for staff, the EO Unit will co-ordinate a programme of placement opportunities for individuals with a disability.  All efforts will be made to retain those staff with a disability and the current supports already in place will be maintained. The University will implement the provisions of its current Disability Action Plan, approved in November 2010.

SPECIFIC OBJECTIVE

To achieve this, the following specific objective has been identified:

Strategic Objective 12 : Ensure that we actively encourage applicants and staff to declare disabilities and put in place supporting arrangements for them.
ACTIONS

In pursuit of this objective the University will take the following actions :
	(i) Encourage staff to disclose whether or not they have a 

disability, through re-monitoring the workforce, with a view to increasing the number of staff known to have a disability.

	 [2016]

	(ii)    Support staff with disabilities working at the University.

	 [Ongoing]

	(iii)    Carry out the duties contained within the University’s revised 
Disability Action Plan.

	[2011-2012]

	 

(iv)    Establish a placement programme of work experience opportunities for disabled persons. 


	  [2011]

	(v)     Retain, where possible, staff who develop a disability during the course of their employment.

	  [Ongoing]

	(vi)    Promote awareness of disability issues and advocate the adoption of policies which ensure those with disabilities play an active part in all aspects of the University.

	  [Ongoing]


6.4
Statutory Compliance

In Northern Ireland there is a strong statutory requirement to comply with Fair Employment legislation and the provisions of S75 of the Northern Ireland Act 1998. The record of the University in this area is very strong and the University is recognised as being an example of good practice in this regard. 
The last University Article 55 report revealed that the University was, in general, providing Fair Participation in employment to both communities in Northern Ireland.  

SPECIFIC OBJECTIVE

To achieve this, the following specific objective has been identified:

Strategic Objective 13: Provide Fair Participation in employment for members of the two main religious communities in Northern Ireland.
ACTION

In pursuit of this objective the University will take the following action :

	(i)      Ensure that the University complies with its statutory duties on 

         fair employment legislation in respect of the annual Fair

         Employment return to the Equality Commission and the Triennial Article 55 report on Fair Employment :
· Article 55 report approved by Standing Committee

and submit to Equality Commission;
· Fair Employment Return submitted to Equality Commission.
	  [Nov 2011]
  [June 2012]


	(ii) Undertake the necessary affirmative action measures arising from the Article 55 review. 
	  [2011]


6.5
S75 of the Northern Ireland Act 1998

The University was required to bring forward a revised Equality Scheme by 1 August 2011.  Following this end it is necessary to conduct an `Audit of Equality Effectiveness’ throughout the University and this work will be undertaken in September/October 2011 via a series of meetings with senior management.  The University will also consult with its consultees and stake holders on the results of the Audit of Equality Effectiveness. 
SPECIFIC OBJECTIVE

To achieve this, the following specific objective has been identified:

Strategic Objective 14: Ensure that the University is compliant in terms of S75.
ACTIONS

In pursuit of this objective the University will take the following actions :

	(i)      Produce and publish the revised Equality Scheme.

	  [August 2011]

	(ii)     Complete Audit of Equality Effectiveness.

	[September 2011]

	(iii) Develop S75 Action Plan.
	     [October 2011]

	(iv)     Review progress of the scheme on a yearly basis to ensure adherence to published targets.
	     [Annually]




6.7 Diversity Awareness Training

Strategic Objective 15: Ensure that all staff are aware of their responsibilities in terms of equality of opportunity and diversity.
ACTION

In pursuit of this objective the University will take the following action :

	(i)        Ensure all new recruits to the University’s workforce undertake the mandatory Equality and Diversity training course either by e-learning or workshop sessions.
	    [Ongoing]



	(ii)        Continue to deliver E/D training in respect of recruitment, supervision, sabbatical officers and induction.

	    [Ongoing]



	(iii)       Update the e-learning course as required.
	    [Ongoing]



	(iv)       Deliver a senior management training course on Equality and Diversity.
	    [Spring 2012]


7.
Strategic Objectives (Occupational Health and Safety)

The reduction of illness and injury and the maintenance of a health working environment requires a great deal of routine on-going activity targeted at risk reduction and illness prevention; examples include major vaccination programmes, interval screening of potentially exposed individuals, sickness absence intervention, accident investigation and continuous safety auditing. 
These activities will continue to occupy the majority of time of occupational health and safety staff however the following strategic objectives reflect developments in the service required in order to respond to the changing higher education environment and to improve our services to students and staff.

7.1
Occupational Health

Strategic Objective 16: Enhance services which support the effective retention of staff and students through a range of health promotion and positive health programmes, including relevant physical and mental health issues.
ACTION

In pursuit of this objective the University will take the following actions:

(i) Review the activities of the staff counselling service and make recommendations for improvements.




                                                                                                                    

                                                                                             [December 2011]

(ii) Expand the current health promotion programme for staff relating to improved health awareness including smoking (eg : cancer awareness, fitness programme) exercise, mental health, breast and prostatic cancer.



                                                      

                                                                                              [July 2012]
(iii) Develop and implement a staff alcohol awareness programme and an associated drugs and alcohol policy.                                                                                         

                                                                                              [July 2014]

(iv) Develop a policy on rehabilitation back to work after sickness absence.

                                                                                                                     [July 2012]

(v) Develop an enhanced clinical student TB screening programme, in response to the abolition of the N.I School programme in 2005.
                                                                                              [October 2011]
7.2
Strategic Objective 17: Enhance co-operation with local healthcare providers to improve services to students and staff.
ACTION

In pursuit of this objective the University will take the following actions:
(i) Establish a forum to improve communication and understanding with local GPs in order to improve communication regarding student needs.
             

                                                                                             [July 2012]

(ii) Enhance links with local mental health service providers including the Belfast Trust statutory and voluntary organisations.                                            

                                                                                             [July 2013]

7.3
Strategic Objective 18: Develop services to support the effective recruitment of staff.
ACTION

In pursuit of this objective the University will take the following actions:

(i) Review the contribution of OH to the assessment of fitness for work, assessment of disability and recommendations about reasonable adjustments to work.
                                                                                               [July 2012]
7.4
Strategic Objective 19: Ensure the quality of occupational health services
ACTION

In pursuit of this objective the University will take the following actions:

(i) Develop a programme of audits of activity to ensure adequacy of provision and effectiveness of interventions.
                                                           

                                                                                               [July 2012]
(ii) Achieve accreditation by external quality assurance program such as that undertaken by the Faculty of Occupational Medicine.     
            

                                                                                               [July 2014]

7.5
Safety Service

Strategic Objective 20: Ensure that the strategic importance of health and safety is recognised by all senior management, that ownership of health and safety responsibilities is recognised and accepted, and that strong leadership is shown in promoting health and safety.
ACTION

In pursuit of this objective the University will take the following actions:

(i) Bespoke training targeted at senior management on governance and management responsibilities in conjunction with a review of Health and Safety Policy, Procedures and Committee structures.

                                            

                                                                                                  [July 2012]
(ii) Programme of internal Health and Safety Audits.

                

                                                                                                 [Ongoing]

7.6
Strategic Objective 21: Assist Schools and Academic Support Directorates to develop their local safety management systems and achieve full statutory compliance and adopt best practice.
ACTION

In pursuit of this objective the University will take the following actions:
(i) Provision of generic safety management documentation (local policy and arrangements, risk registers and management plans, generic risk assessments etc).





                         

                                                                                                 [July 2011]

(ii) Focussed support provided for lower performing Schools.
                

                                                                                                 [Ongoing]

(iii) Deliver more bespoke training to Schools and Directorates.
                

                                                                                                 [Ongoing]

(iv) Development of local audit and inspection systems within School and Directorate.


                                                                                                 [July 2013]

(v) Improve Safety Service website and create a Safety Service SharePoint. 
                                                                                                 [July 2014]

7.7
Strategic Objective 22: Ensure health and safety services are professional, cost effective and provide value for money
ACTION

In pursuit of this objective the University will take the following actions:

(i) Review the future provision of Radiation Protection and Occupational Hygiene Services.

                                                                                                 [July 2012]
(ii) Benchmarking of service provision with comparator institutions.            

                                                                                                 [July 2013]

(iii) Development of the on-line health and safety training and training management systems.


                                                                                                 [July 2015]

(iv) Development of on-line systems for the management of controlled substances (eg. chemical weapons and explosives precursors etc). 
            

                                                                                                 [July 2012]

8.
Summary of Strategic Objectives 2011-2016

	No.
	Strategic Objective



	1
	Ensure that the University aligns staffing with business need.



	2
	Continue to attract staff of the highest calibre, and ensure that high calibre staff develop/progress and are retained by the University.

	3
	Ensure that staff are fully engaged in working towards University, School and Directorate strategic and operational objectives.

	4
	Ensure not only that procedures and processes efficiently assist in performance management, but that managers are fully engaged and utilise effectively the suite of performance management procedures available to them.

	5
	Create Pay and Reward structures that promote excellence and relate to actual performance.



	6
	To align the professional personnel function with the key business priorities of Schools and Directorates, fostering a proactive culture which promotes a customer focus, adding value to senior and operational management. The Annual Customer Feedback Survey should highlight that Personnel are providing an improved service which is primarily driven by meeting the customer need, rather than purely focussing on process.

	7
	Develop programmes of support for priority needs. 

	8
	Develop and delivering a central programme of learning and development support for all staff linked to appraisal processes and identified needs.

	9
	Deliver additional projects to improve staff development, demonstrate the value added and the contribution to achieving overall corporate objectives. 

	10
	Increase the number of female senior academics and maintain the level of women working in senior management positions.

	11
	Ensure the University is recognised as an international institution, measured by a diverse workforce in terms of international and ethnic background.

	12


	Ensure that we actively encourage applicants and staff to declare disabilities and put in place supporting arrangements for them.


	13
	Provide Fair Participation in employment for members of the two main religious communities in Northern Ireland.

	14
	Ensure that the University is compliant in terms of S75.


	15
	Ensure that all staff are aware of their responsibilities in terms of equality of opportunity and diversity.



	16
	Enhance services which support the effective retention of staff and students through a range of health promotion and positive health programmes, including relevant physical and mental health issues.



	17
	Enhance cooperation with local healthcare providers to improve services to students and staff.

	18
	Develop services to support the effective recruitment of staff.



	19
	Ensure the quality of occupational health services.



	20
	Ensure that the strategic importance of health and safety is recognised by all senior management, that ownership of health and safety responsibilities is recognised and accepted, and that strong leadership is shown in promoting health and safety. 



	21
	Assist Schools and Academic Support Directorates to develop their local safety management systems and achieve full statutory compliance and adopt best practice.



	22
	Ensure health & safety services are professional, cost effective and provide value for money.
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