Report to Staffing Committee – 9 June 2011

Human Resources Annual Report

1.
Purpose of the Report
1.1 This report highlights the main Human Resources issues and key achievements in 2010/11. It is the first time that an annual report has been published on the work of the University’s Human Resources Department. The report makes recommendations in respect of the future measurement of HR performance. 
2.
Background
2.1
Aberystwyth University recognises the key role staff play in delivering the strategic aims and aspirations set out in the University’s mission statement and strategic plan.  The Human Resources strategy strives to support the University’s overall strategy and to facilitate an environment in which all staff can achieve their potential in order to deliver excellent teaching and research and provide effective and efficient services.  This is underpinned by the HR operational action plan which details the team objectives, thus aligning organisational, team and individual performance, the latter through the performance review scheme, which has been piloted in the Human Resources Department.
2.2
In 2008 a joint report by the Universities Personnel Association (UPA) and Chartered Institute of Personnel Development (CIPD) was published entitled ‘Leading HR for high performance in higher education’. This report informed the HR Strategy, which emphasises the need to develop an effective HR service through a business partner model; build organisational capability; enhance staff performance; strengthen equality and diversity and attract and retain talent.    
3.
Key HR initiatives
3.1
Initiatives in 2010/11 have focused on the areas outlined in paragraph 2.2.
· The business partner model has been strengthened through focused work with managers and trade unions on all aspects of the employment relationship, particularly employee case work.  Policies and procedures to support this work have been progressed;

· The implementation of the Framework Agreement for the Modernising of Pay structures has continued, with the first window of appeal nearing completion. Policies and procedures resulting from the Agreement have been completed. Role profiles have been completed and agreed with the trade unions;  

·  Developing managers through AU leadership programmes has contributed to the building of organisational capability; 

· The development of pilot performance review schemes in 7 departments has led to a shift towards a performance culture and all departments will develop a performance review scheme in 2011/12; 

· The national picture in respect of pay and pensions has been problematic and the University has proactively managed the outcome of the national dispute; Comprehensive consultation took place with staff  in respect of the changes to the USS Pension Scheme, thus complying with our legal obligations; 
· The Equality Scheme has been successfully embedded in the University through a comprehensive range of communication tools;    
· The HSE stress survey and the Robertson Cooper Well-being survey have been piloted. This will enable the University to consider the approach it wishes to take forward in respect of employee well-being; 
· Working closely with the Communications Team, employee engagement strategies are being developed.  
3.2
Collaboration in respect of sharing HR services with Bangor University has continued through the sharing of staff development practice.  Both Universities have trained ACAS mediators, building therefore, on each University’s capacity to share mediators if required.  Sharing legal advice and disseminating information from courses and events has led to reduced spending in these areas.  Discussion is well advanced in respect of developing joint e-recruitment. 
3.3
The HR Profession Shared Services Steering Group (Welsh Public Services) has been set up in response to the need to consider sharing some services on a geographical as opposed to sectoral basis. The work of this Group is the subject of a separate report to this Committee meeting.
4
Departmental highlights: Equality and Diversity
4.1
The role of Disability Champions was launched and a network of over 30 co-ordinators has been developed, including the delivering of regular training and networking events;

4.2
Promotion of the Equality Scheme in equality presentations, training and newsletters has been extensive.  Engagement with other public bodies, including Coleg Ceredigion, has led to the sharing of good practice; 
4.3
An Equality Scheme video was developed and released and the link on the web pages has been accessed over 3000 times.  The video, which is disseminated at staff induction events and student open days, was shortlisted for a Heist Award;
4.4
The requirements and ethos of the Equality Act 2010 have been widely diseminated;

4.5
The diversity e-learning tutorial has been updated to include the provisions and the Equality Act, 
and face to face training delivered to those staff with limited access to computers;

4.6
An LGB and T staff network group has been set up and the University has engaged with Stonewall to explore ways of providing further suppprt to the group;

4.6
The role of Equality Champion has been developed and launched;

4.7
Through the Equality Impact Assessment Task Group, a central repository for 
University policies and procedures has been set up;

4.8
The Equal Opportunities and Diversity Committee ensures that the University complies with its statutory requirements and proactively supports the University’s commitment to embed equality issues in all its activities.
5.
Human Resources
5.1
Enhancement of the business partnership model which provides direct HR support for departments. A consultation with stakeholders is being led by the Deputy Director of HR  to assess the impact of this model and identify potential areas for improvement;

5.2
A review of recruitment processes has taken place and new and more streamlined arrangements for interview panels have been introduced; 
5.3
A review of the Probationary Appointments Committee structure and the introduction of revised arrangements have led to greater efficiency in the scrutiny of probation arrangements.
5.4
Revised arrangements for staff CRB checks have been introduced which are now processed through the HR Department;

5.5
Streamlining of support for HR related committees and communication with the trade unions has led to greater efficiency in terms of the progression of issues;
5.6
HERA stage 1 appeals (127 appeals) have been completed together with the role profiles required for the second window of appeals;

5.7
There has been considerable support for departmental case work in respect of grievance, dignity and respect at work and disciplinary cases;

5.8
15 HR policies and procedures have been developed;

5.9
Staff sickness monitoring arrangements have been revised, including return to work interviews and occupational health support;

5.10
Staff training for departments requiring support with HR issues has been delivered. These have been particularly successful in the Residential and Hospitality Services Department;
5.11
Continued support for addressing well-being issues, including the introduction of the HSE stress pilot survey and the Robertson Cooper Well-being survey to be reviewed by the Stress  Management Steering Group.

6.
Staff Development
6.1
The Effective Leadership Programme was delivered to three cohorts of 38 University Heads of Departments and Deputies, with participants evaluating the impact of the programme very highly.

6.2
The modular leadership programme was offered to aspiring managers and attended by 13 staff, again the evaluation by participants was very positive; 
6.3
The development and support of Performance Review pilots in 7 departments has been a key part of the work of the team, leading to recommendations in respect of a framework for a University scheme in 2011/12;

6.4
A review of staff induction procedures, including revisions to the format of the corporate induction event and development of a web page for new appointees has taken place. This is in response to feedback from new staff at the corporate induction events;

6.5
An in-house staff development programme offering over 150 short courses has been supported. 

6.6
The criteria and processes for the AU Learning and Teaching Fellowship Scheme have been re-designed;

6.7
Three strong applications for the National Teaching Fellowship Scheme have been supported, the outcome of which will be known in July;

6.8
Support has been given to IBERS in the development of team culture, based on Belbin team roles;

7.
Recommendations
7.1
Performance in strategic non-financial areas can be difficult to measure. In respect of HR, one way would be through the development of key performance indicators. It is proposed to pilot a HR dashboard in two academic departments and two service departments in 2011/12. 
7.2
Staffing Committee is asked to note the Annual Report 2010/11 and receive a report on the outcomes of the pilot dashboard in 2011/12.
