What Investors in People means to you and the University

Investors in People (IiP) is a process which assesses if an organisation is getting its strategy right, enhancing employee engagement, improving management effectiveness and evaluating what's working best so it can continuously improve performance. We have been assessed as meeting this standard in the previous five assessments, starting in 1996 when we became the first HEI to be accredited in the U.K.

This year’s IiP assessment will take place from 17th to 19th October. The Assessor will choose about 10% of the University’s staff on a random basis to interview. The assessor (not the university) will choose the sample to reflect the composition of the university’s workforce by age, gender, length of service, role et c. Information given to IiP for this process does not include names. The interviews generally last 30 minutes and are completely confidential. If you are chosen for interview, you will be given a few days’ notice and you can book a place to suit your diary on a shared Excel file. 

This note may help in your discussion but remember that you will be asked to give examples based on your personal experience and remember…... 

It is the University that is being assessed not you as an individual.
There will be no trick questions nor are there any right or wrong answers
Interviews are held entirely in confidence
Any notes which are taken by the Assessor will be destroyed within 12 months of the visit

The IiP standard is used to judge whether we do what we say we do by asking you. It’s as simple as that. 

If the Assessor agrees that we meet the Standard we retain our IiP status (but we don’t receive any additional funding - the “investor” in this case is the University). 

	Core Principles of IiP
	
	Indicators

	PLAN
	Develop strategies to improve performance.
	Business strategy, Learning & Development Strategy, People Management strategy, Leadership & Management Strategy 

	DO
	Take action to improve performance.
	Management effectiveness, Recognition & reward, Involvement and empowerment, Learning and Development 

	REVIEW
	Evaluate and improve performance.
	Performance measurement, Continuous improvement 

	
	
	



DEVELOP STRATEGIES TO IMPROVE PERFORMANCE 

Business Strategy

All members of staff are encouraged to contribute to the Strategic Plan which is currently under review. The Vice Chancellor attended Team and Departmental meetings in early 2011 to hear staff’s thoughts on what the new strategic plan should include, everyone was encouraged to email him with suggestions if they couldn’t make it to meetings and then over 100 members of staff were invited to take part in a Strategic Plan conference which was held in June 2011. Departments have regular Awaydays where objectives and development needs are discussed on a departmental level to form the link between the Strategic Plan, the Department and the individual. 

In March 2011, the Vice Chancellor invited all staff to participate in the discussion on the University’s new Strategic Plan. As part of this process he visited University teams, departments and Institutes to hear their views about the new University Strategic Plan.  As well as these discussions the University held two conferences in June 2011 – one for representatives of partner organisations and one for staff and student representatives. 


Learning and Development Strategy

The Learning, Teaching and Assessment Strategy (developed 2010/11) relates directly to the University’s strategic objective of providing an outstanding student experience. The Academic Development Practice Unit support practitioners by promoting an excellent experience requires effective mechanism to promote appropriate curriculum design, management and quality enhancement. The Unit therefore actively engages in helping departments to develop new programmes, take on new initiatives and use monitoring and enhancement processes. 
The appraisal system is the main way in which individuals’ learning and development needs are gathered. These are then co-ordinated by Heads of Departments who plan to meet these either within the department or advise Personnel so they can be addressed by the university’s many training providers. Staff can access training and development activities which are co-ordinated and promoted through the Staff Homepage on the university’s intranet. As part of their probation, academic staff must undertake the university’s PG Cert in Learning & Teaching in HE if they do not have sufficient teaching experience at a higher education level

All support staff without a first degree can undertake a degree at the university whilst working. Both qualifications are free for staff. 


People Management Strategy 

All departments had an AwayDay to look at how they would fulfil their part of the new Strategic Plan. Policies and procedures apply to all members of staff – from appraisal, to flexitime, mentoring to the staff development policy. The university has a Diversity and Equality Committee and other interest groups (e.g. The Foster Care Group) which try to address the many facets of working life for staff. 


Leadership & Management Strategy


A major development in the last 3 years has been the work of the Leadership Development Project which offers the Leadership Certificate Programme which is offered to all staff and runs twice a year, the Academic Course Leaders Masters Module and a comprehensive Leadership & Coaching programme. 

Management development at all levels has been increased and improved so that development is available for first-time as well as more senior managers. Managers are trained in certain key areas e.g. Recruitment and Appraisal. The revised appraisal scheme encourages the appraisee to make clear to their manager what support they will need from them to meet their goals. The university is currently working on a Staff Development Framework which will define individual entitlements to and university expectations of staff development. 

TAKE ACTION TO IMPROVE PERFORMANCE 

Management Effectiveness

Probation procedures have been improved to ensure regular and open contact between manager and probationer. Managers appoint a mentor for their staff to help them in the first few months. Heads of Departments and team leaders meet at regular intervals. Managers are encouraged to take part in management development training to improve their skills e.g. “Managing for Engagement” and “Improving Performance”. In addition, the Leadership and Development Project Team was established in September 2008 with the aim of delivering a variety of development events and qualifications including the Leadership Development Programme leading to a SEDA/University award), the Academic Course Leaders level 7 Masters module (also 10 sessions) plus a number of lunchtime and short programmes aimed at staff currently in, or aspiring to, leadership roles.

Recognition and Reward

Employees can increase their salary by an additional/contribution increment(s), a one-off payment, and/or for team- based awards through the promotion schemes for both academic and support staff. The Director of Personnel advises staff each year when the schemes open and invites applications. In addition, academic staff can apply for a Teaching Fellowship and promotion to Senior or Principal Lecturer and all staff can apply for project leave. This year alone, 4 colleagues were promoted from Lecturer to Senior Lecturer, 88 individual colleagues have been awarded additional or contribution increments or a ‘one off’ salary award and 37 colleagues have made up teams who have been awarded a ‘team award’.

At a university-wide level there are garden parties and Christmas events plus long service rewards and thank-you emails from the Vice Chancellor. All staff are invited to celebrations. The university’s e-magazine ”News and Views” keeps everyone up-to-date and spreads good news about employees’ achievements. 

Involvement and Empowerment.

Departments hold frequent team meetings – particularly following events like the Vice Chancellor’s Advisory Group meetings.  Staff are invited to take part in university committees and to join the Board of Governors. 

The Vice Chancellor regularly emails all staff seeking their suggestions on what they want to keep and what they want to change in the university. All staff meetings have been held over the past few years on topics such as the City Campus site, the plans for the St John’s campus, “The Year Ahead” progress report, a Travel Plan debate and, in response to media articles and general debate, the Vice Chancellor convened a meeting to advise staff on the University’s financial situation and the outlook for 2011-12 and 2012-13. The university’s e-magazine ”News and Views” keeps everyone up-to-date and spreads good news about employees’ achievements and there is also a Weekly News Round-up email to all staff. 

In addition, external information is shared with all colleagues, for example the recent Quality Assurance Agency Institutional Audit.

 
Learning and Development.

From joining the university (or being appointed to a new role within the University) staff are encouraged to think about their development needs from the very beginning of their role through their induction, the mentoring process, their probationary period and through the appraisal system on an on-going basis. A range of development opportunities is offered to all staff through the University’s recently-introduced on-line booking system. In addition, Institutes fund attendance for academic staff at conferences and other development events. The University encourages all staff to undertake a first degree which is currently free. Development opportunities are available to part-time as well as short-term staff and colleagues at partner colleges. 

Recent developments have been a 2-day Mental Health First Aid Awareness course for all Security Staff in recognition of their responsibilities for students during out-of-office hours and weekends. 


EVALUATE AND IMPROVE PERFORMANCE 


Performance measurement

At the end of the year, information is collated from training and development providers throughout the University about what development has taken place and is presented to the Personnel Committee and the Vice Chancellor’s Advisory Group. Heads of Departments and Institutes evaluate constantly the performance of their staff through the appraisal process and other reporting measures e.g. student and customer satisfaction surveys, formal and informal meetings. 

The recent National Student Survey highlighted students’ requirements for faster and more consistent feedback from lecturers. In answer to this, the Registry department is piloting a scheme with some departments where feedback is uploaded electronically (in text and/or audio files)as opposed to the current paper-based system and will assess it’s impact later in the year. Since the pilot, the system has been enhanced as a result of the comments from staff to improve the speed and the process for uploading the feedback. It will be reviewed at the end of the academic year determine if it has been successful for students and staff.

Continuous Improvement

Management structures are kept under review and are changed to meet shifting demands – examples being academic departments, Registry Services and ILS. Policies and procedures are kept under review and schemes are piloted to improve them – this has led to changes in the staff development policy, the appraisal scheme and the introduction of improving performance procedures. To improve consistency and reliability of leadership management and practice, a Staff Development Framework has been developed and piloted which defines the professional behaviours, skills and knowledge required of staff at all levels in the University both for the present and the future. This will give a basis for measuring and monitoring effectiveness at all levels.

The results of the Student Learning Experience Conference held in November 2010 were shared with all staff. The outcomes identified “an ambitious agenda for change at the University designed in response to issues raised by the students.” Some of the outcomes have been introduced already e.g. Academic Tutors and Academic Course leadership programme (September 2011) and others will follow in 2012/13.

As the overall environment facing the Higher Education sector has changed very significantly since the last time the Strategic Plan was written , the University it was time to begin work on a new University Strategic Plan for the period 2012-2017.
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