Resource Materials on Governance - Human Resources


WEB RESOURCES FOR HR STRATEGY

1.  
Example illustrating shared responsibility for implementing HR initiatives

Strategic goal: To develop and implement a comprehensive performance management scheme

	Action required to achieve goal
	By whom

	Agree the underlying principles of the scheme
	HR with senior management

	Consult with trade unions on underlying principles
	HR

	Develop detailed assessment and reward framework including small scale pilot exercise
	HR with input from line managers and IT colleagues

	Consult with trade unions on detailed framework
	HR

	Formulate IT plan to support new scheme
	IT with HR

	Secure sign off for governance and contractual purposes
	HR with senior management

	Formulate implementation plan, to include sub-plans for training, communication and IT
	HR with Staff Development and IT

	Implement IT sub-plan and test
	IT with HR

	Train line managers
	Staff Development with HR

	Communication events and publicity for staff
	HR, Staff Development and internal communications

	“Go-live”
	Line managers with HR support

	Review
	HR with senior managers


2.
Self-assessment of people management

HEFCE funded the development (by the Universities Personnel Association and the SCOP Personnel Network) of a people management self-assessment tool (SAT) specifically for the HE sector.  The tool and a guide for senior managers and governors are available on the Council's website
.  

The tool has been designed so that the different dimensions can be assessed individually, in groups, or all in a single exercise, depending on institutional priorities and the use to which the outcomes of the assessment are to be put.  An important aspect of the people management SAT is the requirement for independent validation of the outcomes, to ensure that the process is thorough and robust.  

Case Study 1 

In 2005, a large research-intensive university adopted a new strategic framework and in February 2006 a new HR Director was appointed.  Together with the timetable for applying for the mainstreaming of RDS2 funds, this meant that it was an opportune time to undertake a comprehensive assessment of people management capability in the institution.  The university used the People Management SAT as the basis for analysing progress in achieving the objectives of the existing HR strategy and to inform the development of a revised strategy.  The investment of time and effort was considerable – it took 9 – 12 months to complete the self-assessment, but it was considered to be worthwhile.  The extensive consultation that was undertaken served a dual purpose – as well as providing data for the people management self-assessment, views were gathered on the university’s restructuring proposals.  A revised five-year HR strategy was approved by the University Council in 2007.  The SAT methodology will be used to conduct annual reviews of progress against the objectives set out in the strategy, overseen by the SAT Review Group, chaired by the Deputy Pro-Chancellor.  The outcomes of these annual reviews will be reported to the executive management group, with a report to Council every third year.   
There are other methods of self-assessment in use in the HE sector including:

Investors in People (IiP) – a national quality standard which sets a level of good practice for improving an organisation's performance through its people.  It was developed in 1990 and comprehensively revised in 2004.  The standard is based on three key principles, with 10 "indicators" grouped under them.  The process of seeking IiP accreditation often leads directly to improvements in employee engagement and morale as a result of the emphasis on the effective communication of clearly defined strategies.  The real value of IiP is that it encourages organisations to look at investment in the training and development of the workforce in a strategic way.  However, relatively few HEIs have secured IiP accreditation at an institutional level, as would be required to ensure equivalence with completion of the People Management SAT.   

European Foundation Quality Management (EFQM) Excellence Model - the model, which was launched in 1992 and has been regularly updated since, has been designed for use in a number of ways.  For example, as a tool for self-assessment, as a guide to identify areas for improvement, and as a means of benchmarking against other organisations.  The emphasis on outputs and gap analysis means that it is well-suited to a continuous improvement approach.

Case Study 2

A large post-1992 university adopted a revised HR strategy in 2007.  The process of developing the strategy had been very thorough and highly consultative and it was considered that undertaking a separate self-assessment exercise for the mainstreaming of RDS2 funds would be an unnecessary duplication of effort.  The submission to HEFCE comprised, therefore, a three-page submission describing the process whereby the revised HR strategy was developed with three appendices:

· The revised HR strategy, as approved by the Board of Governors

· A document summarising the key issues identified by the self-assessment process leading to the development of the revised strategy

· A paper considered by the Employment Committee , demonstrating senior management approval of the approach  

ISO 9000 – the standards were introduced in 1987 and updated in 2000.  The emphasis is on documenting end-to-end processes and demonstrating compliance with pre-determined standards to ensure the delivery of consistent quality services.  The focus on process rather than outputs has led to some criticism that ISO 9000 is not well-suited as an aid to continuous improvement. 

Balanced Scorecard (BSC) - a management tool rather than a quality standard.  It was first promoted in the early 1990s and is designed to help managers to focus on strategic issues and the implementation of business strategy.  Each organisation adopting the tool builds its own scorecard by grouping performance measures around four "perspectives": financial, customer, internal process and learning and growth.  The benefit of the tool is that inter-relationships between the various aspects of the business are easier to see and this promotes a more holistic approach to the development of business strategy.  However, the applicability of the tool to the assessment of people management within an organisation will depend on the weight given to HR factors in the design of the scorecard.

� http://www.hefce.ac.uk/lgm/hr/selfassess/
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