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1.
Introduction to the Organisation

Canterbury Christ Church University began as a teacher training college in 1962 and after 43 years of development and expansion, gained university status on 1st August 2005.  The Archbishop of Canterbury was appointed its first Chancellor, endorsing the close association with the Church of England.  This transition has involved changes in approach for all staff groups, including significant growth in the University’s teaching and research provision.  It now operates from five sites across Kent and Medway, providing over 800 courses in academic and professional fields and carrying out collaborative work with education, police and nursing organisations nationally and internationally.
It provides a range of vocational and academic courses organised into five Faculties; Health and Social Care, Salomon’s Centre in Tunbridge Wells, Education, Business and Science, and Arts and Humanities.  There are currently 14,600 students, 49% of whom are part-time.

The University employs 1422 staff, of whom 968 are full-time, 454 are part-time and 79 are sessional staff.  Senior management is provided by a Senior Management Team of 9 comprising the Vice Chancellor, a Senior Pro-Vice Chancellor, Pro-Vice Chancellor (Academic), Strategic Director (Resources) and five Pro-Vice Chancellors, as Deans of each Faculty.  The management structure is supported by an Academic Board and a committee structure, overseen by a Governing Body of 24, mostly independent, members.  

As Canterbury Christ Church University College, the University first gained recognition as an Investor in People in 2001, and successfully completed their first review in 2004 using Internal Review.  A team of 9 Internal Reviewers from a wide range of functions were again used for a Review in May 2007, and were trained and accredited to carry out the Review in conjunction with the Managing Assessor.  154 people were interviewed by the Internal Reviewers and 16 by the Managing Assessor.  This was their first Review since gaining University status and the first using the current version of the IIP Standard. At that Review it was found that whilst they were meeting the evidence requirements for indicators 1, 2, 3, 4, 6, 7, 8, and 9, there was insufficient evidence within Indicators 5 and 10 (5.3, 5.4 and 10.3). The University was therefore given ‘Retaining Recognition’ status and an Action Plan was drawn up to address the areas where there was insufficient evidence.  

For this follow up Review, a planning meeting took place on 13th November 2007 with Barbara Berkeley-Hill, Staff Development Officer, where there was a discussion on the progress made by the University against the agreed Action Plan.  It was also agreed at this meeting that interviews for a follow up Review should take place by five of the Internal Reviewers during week commencing 28th January 2008 and on 5th and 6th February 2008 for the Managing Assessor.  28 people were selected by the External Assessor to be interviewed by the Internal Review team and a separate group of 12 was selected for interview by the Managing Assessor.  Barbara Berkeley-Hill left the University in December 2007 and the co-ordinating role for the Review was taken up by Tracey Bell-Reeves, from the Staff Development Office.

This Review has shown that that there have been significant improvements in the communication and implementation of the Leadership Model and that staff interviewed could see evidence of its implementation, for example:

· Departmental restructures and clarification of roles and responsibilities

· The appointment of permanent Heads of Departments

· More effective communication within teams and from the Senior Management Team  
· People also commented on improvements to the timing, completion and motivational impact of the performance appraisal process

· A greater awareness of the University’s expectations of its people managers
· Greater collaboration in setting individual and team objectives and a stronger awareness of how they fit into the Strategic Plan for the University
The university continues to satisfy the criteria for authority and autonomy required by Investors in People.
2 Summary of good practice

Overview
· There is a general recognition that the University has exciting challenges ahead and that people want to be part of its future success
Performance planning processes (Supporting Indicator 1)
· Planning processes are robust and established.  There is greater awareness about how the strategic aims are to be achieved and greater clarity on how individuals and teams can contribute to them
Strategic Learning and Development Planning (Supporting Indicator 2)
· University planning for learning and development can be seen to be linked to the strategic objectives of the University; for example: 
· The broadening and deepening of curriculum content to attract more students

· The introduction of the Leadership Model to achieve consistency of people management in a framework which is relevant to everyone and supports the culture and values of the University
The Leadership Model (Supporting Indicators 4 and 5)
· The Leadership Model is providing a broad based framework to establish the University’s own style and culture of management and leadership in line with its overarching values.  Managers are now using the Model to plan, deliver and review the activities of their departments and it is an exemplar model that other Higher Education Institutions could follow 
· The implementation of the Model has raised expectations among all staff groups at all levels and it will be important that improvements made over recent months are maintained and developed
Personal responsibility for performance and development (Supporting Indicator 7) 

· People have a real sense of responsibility for achieving their own objectives and those of their department, and this includes them taking responsibility for their own learning and development needs.  In teaching, Peer review is helping in this and team solutions to curriculum changes, for example, are common practice across all Faculties 
3 Further Opportunities to Improve
The following points do not need to be addressed for IIP purposes, but are suggestions for improvement based on the feedback from the Review interviews
Communication

· There are some issues over communication between the different campuses and keeping everyone feeling as if they are being involved in changes that can affect their own workloads.  More relevant communication that reflects local implications would be welcomed at campuses outside Canterbury  

Sharing good practices (Indicator 3)
· As identified above, there are some excellent people management practices around the University and efforts should continue to ensure that these are shared widely between different Faculties/Directorates
Learning and development planning (Indicator 2)
· People could be made more aware of the expected impact from proposed learning and development on their department and on the University as a whole.  Managers could improve this by ensuring that this discussion takes place when development activity is agreed, along with qualitative or quantitative success criteria so individuals can evaluate the development from their own performance 

Evaluation of learning and development (Indicator 9)
· Departments and Faculties could strengthen the evaluation element of specific learning and development activities in relation to their impact on the achievement of University objectives
· Managers in some departments, including Human Resources and the Learning and Teaching Enhancement Unit, have used the criteria defined within the Leadership Model to seek feedback from their own teams on their leadership skills.  More departments may like to consider this as a means of reviewing their own leadership style and capability  
It could be helpful to use IiP Interactive.  This is a free, online business support tool that is designed to help identify strengths and development areas against the Investors in People Standard, and has links to free information and resources including a library with many guides, examples and templates that you can download and customise. This includes advice on areas such as Strategic Planning, Effective Management, Developing People, Culture and Communication, and Managing Performance, which link directly to the Investors in People Standard.  You can visit www.investorsinpeople.co.uk to register and use this service.

It could also be helpful to visit Quality South East’s website on a regular basis to maintain a view of the developments around the Investors in People Standard and for details of workshops and events across the region. Visit www.qse.org.uk for more information. 

Check if any of the Health & Safety information available on the HSE website could be useful in maintaining both your compliance and staff awareness. Your Health & Safety Representative might consider if there are any issues that should be addressed.  Visit www.hse.gov.uk for more information. 

Useful sources for defining Leadership and Management capabilities include the Institute of Leadership and Management.  Visit www.management-standards.org and www.businesslink.gov.uk for general business information and links to the DTI Inspirational Leadership Index.

Consider interactive training packages to continue to develop the IT skills and knowledge of your staff.  Try www.learndirect.co.uk for ideas: a good number of these courses are either free of charge or reasonably priced.

For some useful information on the area of Employee Consultation, visit www.acas.org.uk, which has free information and downloads.
For general business advice and employment legislation, incorporating DTI ‘best practice’, the following website might be useful: www.businesslink.gov.uk. 

If you would like further advice tailored to your own particular circumstances and needs to assist you in line with the findings of this report, Quality South East’s Advisory Service will be more than happy to assist.  For further information please visit www.qse.org.uk or contact Jane Morgan at: jane.morgan@qse.org.uk or telephone: 01329 822077. 
4 Conclusion and recommendation
This follow-up Review indicates that Canterbury Christ Church University is once again meeting all the evidence requirements for Investors in People. There is much to be celebrated in its policies and practices related to the Investors in People Standard, and the progress made over the last 8 months.  This recommendation has been endorsed by the IIP Recognition Panel and recognition will be awarded on condition of ongoing review. 
The maximum period between Post-Recognition Reviews is three years.  However, it is Quality South East’s policy to maintain contact with you between reviews.  This is done via regular e-bulletins, and contact from Quality South East and your Assessor.  The first contact from your Assessor will normally be in about six months’ time, principally to find out how you are progressing with the Assessor’s suggested opportunities to improve, and to see if you need any further support.

The next planned contact by your Assessor will be August 2008. 
5.
Panel Feedback
‘I fully support that assessor’s recommendation - congratulations.’
I would like to thank everyone who has been involved in this Review, particularly the Internal Reviewers, who have carried out their role so effectively, and the selected interviewees, whose contribution was so valuable.  I wish the University well in the future.
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Signed:
 

Investors in People Assessor

Date:
7th February 2008
5 Findings against each Indicator of the Standard

	Developing strategies to improve the performance of the organisation.

An Investor in People develops effective strategies to improve the performance of the organisation through its people.


1.
A strategy for improving the performance of the organisation is clearly defined and understood.  

1.1 
Top managers make sure the organisation has a clear purpose and vision supported by a strategy for improving its performance.  
· The University has a clearly defined strategy for 2006-10, which includes a summary of achievements from the previous Strategic Plan and aims and priorities for the medium term future  
· A Corporate Planning Statement and Annual Monitoring Statement define the financial and action plans for the current year and are used to monitor progress against agreed objectives

1.2 
Top managers make sure the organisation has a business plan with measurable performance objectives. 
· Each Senior Manager produces a plan of action for their areas of responsibility which supports the objectives of the Strategic Plan.  This is disseminated into departmental plans, compiled by Heads of Departments.  These include objectives relating to teaching excellence, sustainability, student numbers and student satisfaction 
1.3 
Top managers make sure there are constructive relationships with representative groups (where they exist) and the groups are consulted when developing the organisation’s business plan
· There is a Joint National Consultative Committee (JNCC) which meets every three months with the Vice Chancellor and includes representatives from the major unions, including UNISON and University and College Union (UCU).  Discussions include consultation on the Strategic Plan and staffing issues affecting members’ interests

·  In addition there is a biannual Staff Conference where staff input to the content and progress of the Strategic Plan is discussed and developed, and the Vice Chancellor conducts open meetings at each campus to share developments and progress of the plan

1.4 
Managers can describe how they involve people when developing the organisation’s business plan and when agreeing team and individual objectives.

· Managers gave examples of the Staff Conference for involvement in the Strategic Plan and there are University-wide publications such as Fountain, which provides updates on plans and achievements

· There are also Faculty, Departmental and university-wide Committee Meetings which provide opportunities for everyone to contribute to their own and team objectives and make suggestions for future improvements

· People are encouraged to offer suggestions in these meetings which will help achieve departmental objectives and provide guidance for their own personal objectives
1.5 
People who are members of representative groups can confirm that top managers make sure there are constructive relationships with the groups and they are consulted when developing the organisation’s business plan
· The UNISON representative was able to confirm that JNCC meetings take place quarterly and include a discussion on the content of the Strategic Plan.
· He also confirmed that he is also able to meet the Vice Chancellor as and when specific issues arise on which he seeks clarification, and cited negotiations on changes to employment contracts, as an example

· He also confirmed that Staff Conferences take place, which are open to all employees

1.6
People can explain the objectives of their team and the organisation at a level that is appropriate to their role, and can describe how they are expected to contribute to developing and achieving them.

· Those interviewed are aware of the broad aims of the University and gave examples of enhancing the student experience, the sustainability of the University through increased student numbers and enhancing the reputation of the University in the sphere of higher education
· They also described their involvement in team and departmental plans which are linked to student achievement and internal/external audit requirements

· Some comments included:

· ‘We are ensuring safety and security for all members of the community’ (Resources Directorate)
· ‘I’ve linked up with a colleague at an external conference and identified a new area of research, which is helping me develop a new M.Sc. course’ (Health & Social Care Faculty)
· ‘Our aim is to help the trainees to become as well equipped as possible for the job they will be entering and to provide support to them when in schools.’ (Education Faculty)
· Examples were also given of how staff contribute to developing objectives in programme management meetings, in submitting ideas to increase student retention and attendance at faculty committees. (Arts and Humanities Faculty)
--------------------
2.
Learning and development is planned to achieve the organisation’s objectives.  
2.1 
Top managers can explain the organisation’s learning and development needs, the plans and resources in place to meet them, how these link to achieving specific objectives and how the impact will be evaluated.

· University learning and development needs are derived from actions defined within the Annual Monitoring Statement and budgets are allocated across Faculties and their departments.  These are linked to the development of specific programmes and are evaluated against Strategic objectives such as student recruitment, performance and satisfaction

· Key staff development priorities include Leadership and Management training, the integration of Student Services, curriculum development and improving learning and teaching excellence
· There is a wide-ranging staff development programme including IT training, an Assessment Centre for the diagnosis of leadership skill needs as well as coaching and mentoring within departments and teams
· Courses are reviewed annually to ensure compliance with national and local objectives and standards, and curriculum and personal development opportunities  for staff are also identified from these
· Examples of resources and opportunities that are available include:

· Mentoring and networking support for research projects
· Post graduate qualifications

· National Vocational Qualification (NVQ) programme available for support staff 
· Leadership Assessment Centre for current and aspiring managers
· Attendance at conferences and seminars

· As well as using student performance as a measure of impact, the reputation of the University and its ability to recruit academics from other institutions, are also used as measures of the impact of learning and development

2.2 
Managers can explain team learning and development needs, the activities planned to meet them, how these link to achieving specific team objectives and how the impact will be evaluated.
· Managers described how they devise learning plans for their teams as a result of the requirements for their department plans, including programme changes, response to student feedback and the personal development needs of their team members
· These are evaluated against their impact on team objectives including student results, enhanced research profile of the department and the reputation of individuals in academic networks

· They also described the access their teams have to the staff development programme and the continuation of academic study and qualification         
2.3
People can describe how they are involved in identifying their learning and development needs and the activities planned to meet them.

· Most people interviewed gave examples of team/peer review, performance appraisal and student feedback, as means of identifying their own learning and development needs and how these would be delivered
· They also confirmed their access to the Staff Development Programme and the courses that deliver their development needs

· Shadowing, coaching and mentoring are also commonly used as means of delivering the development

· Some examples included:
· Attending the Team Leader development programme
· Health and safety training and risk assessment
· Work-based learning degree
· Attendance at conferences

· Visits to other institutions

2.4 
People can explain what their learning and development activities should achieve for them, their team and the organisation.

· There were many examples of individuals’ expectations from learning and development and their expected impact on them and their teams

· Some examples included:

· ‘I visited other institutions to get ideas for improving our own  programmes’

· ‘We had a departmental session looking at new assessment processes so we could improve student success’ 
· ‘I will be doing the leadership and management training to help me recognise different styles of management’
· ‘I will have coaching from my HOD [Head of Department] to improve my bid writing skills.’
-------------------
3.    Strategies for managing people are designed to promote equality of opportunity in the development of the organisation’s people.        

3.1 
Top managers can describe strategies they have in place to create an environment where everyone is encouraged to contribute ideas to improve their own and other people’s performance. 
· Senior managers gave examples of the Vice Chancellor’s open meetings on the Strategic Plan, Staff Conferences to review and plan University performance and the appraisal process, to which all staff are invited to participate

· There is also a range of opportunities including a variety of Committees, where people from all staff groups can engage in cross-faculty discussion of common issues 
· Senior managers also described regular staff meetings, focus groups and web-based methods to broaden the access for all staff to contribute ideas
· The University website ‘Staffnet’ has been developed to advise all staff groups of staffing related matters including development opportunities
· There is a strong ethos of equality and diversity, endorsed by a comprehensive policy statement, that is applicable to students and staff alike

3.2
Top managers recognise the different needs of people and can describe strategies they have in place to make sure everyone has appropriate and fair access to the support they need and there is equality of opportunity for people to learn and develop which will improve their performance. 

3.3 
Managers recognise the different needs of people and can describe how they make sure everyone has appropriate and fair access to the support they need and there is equality of opportunity for people to learn and develop which will improve their performance

· Senior managers and Line Managers/ Heads of Departments confirmed that opportunities for learning and development are available to everyone regardless of their role within the University and some examples were as follows:

· the appraisal system is available to all 

· records of meetings being circulated to those who could not attend 

· following up on individuals who have not engaged in development activities for a while (Education Faculty)
· Hosting faculty and team meetings at locations other than Canterbury
· Staffnet website
· Managers also encourage a culture of personal responsibility for identifying and sourcing development needs of their teams, and support applications that are submitted this way
3.4 
People believe managers are genuinely committed to making sure everyone has appropriate and fair access to the support they need and there is equality of opportunity for them to learn and develop which will improve their performance.
· The majority of people interviewed feel that there is fair access to development opportunities and gave the following examples:

· notices circulating to inform of courses available 

· seminars or conferences, which everyone has the opportunity to apply for

· appraisals to discuss personal development needs

· team meetings where development needs are discussed 
· Some comments included:

· ‘I never expected to have new career at this point in my life and it is wonderful to have my knowledge and skills recognised at my age’
· “I really value the opportunities I have had here and feel it is great that we all get to do things’
· ‘I want the people we employ on short term contracts to go away with more than they came in with.’
· ‘Even though I’m part time and work at [campus site], most courses are run three times a year and I can normally find one that I can attend’
3.5
People can give examples of how they have been encouraged to contribute ideas to improve their own and other people’s performance.
· People interviewed feel that their ideas are welcomed in their team and there are opportunities to improve their own and others’ performance.  The examples included:

· Encouragement for 5 colleagues to register for PhD (Business and Sciences Faculty)

· Shadowing colleagues in other departments

· Development of training packs on software packages for staff

· ‘Cross campus peer review works really well as a means of developing links between us.  We learn a lot from each other’ 
· ‘Working closely with staff from another campus has developed a sense of connectedness’
· ‘The team uses regular peer review mechanisms’
--------------------
4.
The capabilities managers need to lead, manage and develop people effectively are clearly defined and understood.  

4.1
Top managers can describe the knowledge, skills and behaviours managers need to lead, manage and develop people effectively, and the plans they have in place to make sure managers have these capabilities. 
· Senior managers referred to the recently introduced Leadership Model and the capabilities defined within it.  They are aware of the four categories of Leading People, Collaborative Leadership, Strategic Leadership and Stewardship and the behaviours defined for each category.  They find the section on ‘contra-indicators’ particularly useful, which identify examples of negative behaviour in each category, to provide a context of the behaviour they should avoid
· They also referred to the Development Centres that are provided for Senior Managers and Heads of Departments, to provide a leadership skills assessment profile and to identify leadership development needs that they may need to address
· Leadership and management skill needs are also identified through the appraisal process and can be linked to professional qualifications including NVQ level 3 and Diploma in Management Studies, as well as the informal routes of coaching and mentoring
· New appointments to managing roles are allocated a mentor with strong leaderships skills in the identified development areas

· Typical examples of their views of management practice in the University include providing strategic direction, developing staff to achieve department and University goals and feedback on performance at all levels.
· Some comments included:

· ‘The University has made it very clear, for the majority of academic roles, such as Programme Director, Professional lead, Module Leader and Cohort Leader, who is responsible for what’

· ‘It’s about making difficult decisions and about dealing with difficult people with tact and diplomacy’
4.2
Managers can describe the knowledge, skills and behaviours they need to lead, manage and develop people effectively.
· Line Managers, Heads of Departments and Programme Managers reiterated the skills described above and include listening constructively, being a role model and communication as important skills needed for the effective management of their teams
· They also confirmed that the Leadership Model is used as a framework of good practice and to identify their own leadership development needs through appraisal and day-to-day performance monitoring

4.3
People can describe what their manager should be doing to lead, manage and develop them effectively.

· People interviewed were aware of the Leadership Model and everyone was able to describe the skills needs for effective management
· Some examples included:

· Being a role model

· Listening to individual views

· Acting on agreed actions

· Trusting the team to work autonomously, but being available for support, when needed

· People are also aware of the Staff Development programme, where skills at all levels of management can be developed

· Some comments on an effective manager included:

· ‘My manager should be a pathway to development, for me and the department’
· A manager should be professional but relaxed – and be prepared to roll up their sleeves and help when needed!’

--------------------
	Taking action to improve the performance of the organisation.

An Investor in People takes effective action to improve the performance of the organisation through its people.


5.    Managers are effective in leading, managing and developing people.  
5.1 Managers can explain how they are effective in leading, managing and developing people.  





· Managers gave examples of how they are effective including:
· Coaching and supervision to help improve performance

· Trusting people to carry out their responsibilities with minimum supervision

· Involvement and consultation on departmental plans and feedback on progress, as a team and individually

· Departmental and team meetings to keep people aware of development within the team and across the University
· 360˚appraisal (Salomon’s) to gain feedback on management practice
· They also confirmed that they were using the Leadership Model to monitor and assess their own leadership skills and identify development needs

5.2
Managers can give examples of how they give people constructive feedback on their performance regularly and when appropriate. 
· Managers were able to give examples of providing constructive feedback on performance including:

· Individual performance appraisal to review and plan individual performance

· Team meetings to keep people up to date with progress against departmental plans and communicate developments that affect the team

· Informal one-to-one conversations in order to keep people up to date with the impact of their own performance and offer suggestions for improvements
5.3 People can explain how their managers are effective in leading, managing and developing them.  
· Everyone interviewed was aware of the Leadership Model and understood the required capabilities of their manager.  Some examples were as follows:
· They felt they were given a clear sense of direction and were kept informed of priorities by openly and regularly discussing strategic and operational plans through team meetings, one-to-one discussions and project updates

· Clear decisions are coming out of team leader meetings that are now held regularly and with agendas that come from and feed back to strategic plans

· Support for research grants

· Some comments included:

· “The Leadership Model has given us a very clear picture of what the University expects from managers”

· “I feel I know I have the authority to make decisions at last”

· “Having an appraisal with my manager has meant that I am able to seek advice and support”

5.4 People can give examples of how they receive constructive feedback on their performance regularly and when appropriate.  

· Everyone interviewed confirmed that appraisal meetings were taking place annually, with several interim informal discussions in between, to monitor progress towards objectives

· Team meetings were also taking places on a weekly fortnightly or monthly basis across all Faculties and departments, as well as ad hoc discussions when they were thought appropriate

· Coaching by managers or mentoring by experienced colleagues is also integral to the staff development process, and many people interviewed commented on their effectiveness in focussing on individual developmental needs

· Some comments included:
· “My formal feedback all comes through appraisal and I have a six month review.  But even at our ad hoc sessions she always acknowledges my input.  We have a weekly diary catch-up meeting but her door is always open”

· “[My manager] listens, praises and considers my ideas; she’s calm and is always open to discussion.  It’s a very empowering relationship.  She provides confidence and is always prepared to listen.”

· “I am always clear about how well my manager thinks I am doing”

--------------------
6.    People’s contribution to the organisation is recognised and valued.   

6.1
Managers can give examples of how they recognise and value people’s individual contribution to the organisation.  
· Managers gave examples of how they recognise people’s contribution through formal and informal methods and some of these included:

· Staff academic awards recognised at University degree ceremonies

· Performance appraisals and reviews

· Informal thanks and congratulations for specific successes such as articles published, via notes, e-mails, telephone calls

· Highlighting an individual or team success through a newsletter or a mention in staff meetings

· Trusting people to carry out tasks as recognition of their competence

· Offering higher level personal development or encouragement to apply for a more senior role

6.2 
People can describe how they contribute to the organisation and believe they make a positive difference to its performance.  
· People interviewed were able to give many examples of how they contribute to the success of their department and the University. Some examples included:

· Producing innovations to particular programmes which resulted in increased student recruitment

· Raising the University profile through published work and achieving national recognition
· Helping and supporting colleagues to raise teaching standards across Faculties

· Providing administrative backup to teaching staff, which has enhanced student feedback ratings 

· A member of the Estates Department was elected to the Board of Governors in 2006 and values the opportunity to make his own contribution 
6.3 
People can describe how their contribution to the organisation is recognised and valued.

· People interviewed were also able to confirm thanks from managers for work completed and having individual or team performance mentioned in staff meetings or the University newsletter

· Some comments included:

· ‘I was rushing to get my programme proposal finished. One senior colleague thanked me and said that although the programme was currently small she considered it to be very important.’
· ‘We always get appreciation for the effort put in during registration’
· ‘I have had a lot of good things said to me by other staff in the department and from students. They always say thank you’
--------------------
7.
People are encouraged to take ownership and responsibility, by being involved in decision-making.  

7.1 
Managers can describe how they promote a sense of ownership and responsibility by encouraging people to be involved in decision-making, both individually and through representative groups, where they exist.
· Managers encourage involvement in decision-making by devolving responsibilities as far as possible.  This can be seen at all levels in the University where suggestions for changes are welcomed from everyone and ratification is then fed upwards through the department or Faculty.
· Further examples of peoples’ involvement include:
· Profession specific issues are devolved to Professional Leads, whenever possible
· Individuals are given the responsibility to lead on specific aspects of the Faculty Plan, and are required to present updates at staff meetings

· Department and Faculty meetings to discuss progress and invite suggestions for improvements
7.2 People can describe how they are encouraged to be involved in decision-making that affects the performance of individuals, teams and the organisation, at a level that is appropriate to their role.  
· There were several examples of people’s involvement in decision making and some of these included:


· Involvement in the University-wide project team introducing new IT systems

· ‘We discuss programme changes as a team and specific responsibilities are handed out.  Individuals are then responsible for making the changes happen and reporting back on progress’ 

· ‘I feel that I am allowed a lot of input into the decisions that are taken, especially through the tutor meetings.’
7.3
People can describe how they are encouraged to take ownership and responsibility for decisions that affect the performance of individuals, teams and the organisation, at a level that is appropriate to their role.
· There were several examples of people taking ownership of decisions and some of these included:
· ‘After ‘Blackboard’ training I was encouraged to lead on implementation within the department’

· ‘I need to make my own decisions as the manager is not located on the same site.  I am able to make things happen quicker this way’

· ‘I really enjoyed getting my teeth into that project’
· ‘I am trusted to get on with my job and only need to refer to my Line Manager, if I have a query or problem’
--------------------

8.    People learn and develop effectively.  

8.1 
Managers can describe how they make sure people’s learning and development needs are met.

· Managers gave examples of performance appraisal, follow up reviews and team meetings, where they can check the progress of agreed development
· There is a culture of personal responsibility for sourcing and meeting development needs and managers also offer monitoring or coaching as additional means of following up
· Managers also gave examples of the different means available for development, such as short courses, external networking and internal collaboration with experienced people.  There has also been a marked increase in coaching and mentoring across all Faculties, which is enhancing the Staff Development programme.  The progress made during these activities is also reviewed at one-to-one and team meetings

8.2 
People can describe how their learning and development needs have been met, what they have learnt and how they have applied this in their role. 
· People were able to give examples of their learning experiences.  Some examples were as follows:
· When an event was being organised, the person responsible undertook risk assessment training in order to ensure that potential hazards had been prepared for.  As a result the person felt more confident that foreseeable problems had been covered

· ‘In order to complete my Masters degree and with the commitment from the University to do this, my time was freed up. I was able to draw on my studies when developing the cancer practice programme for students’
· I went on a child protection course, which helped my understanding so that I could help students understand the course content’
· ‘I did some IT training with the help of a colleague and learned better ways of preparing material.  This has meant better engagement for students and I’m more confident in using IT in my teaching’  
8.3 
People who are new to the organisation, and those new to a role, can describe how their induction has helped them to perform effectively.  
· There is both central and local induction training for people new to the University, which has been greatly enhanced over recent years  
· A mentor is allocated to new starters to the University and internal transfers or promotions to enable quicker assimilation to a new role
· Induction training for those taking on a new role was generally provided effectively at local level, and often involved shadowing during a hand over period and an introduction to people and systems integral to the role

· Some examples included:
· ‘When I started I visited all the departments that we come into contact with so I could understand how we work together.  I made some useful contacts and have been able to get things done much quicker than if I had been starting from scratch’
· ‘Induction has been a very positive experience. I have received support and consideration.  I am picking up skills all the time and when the systems changed we were asked about what we wanted and how this could help us do our job better’

· ‘I had detailed conversations with the Dean, I met with the VC, I was directed to HR, Finance and the SDO.  I was given lots of information and my key training issues were identified as pertinent to my role’

· Other specific experiences for both new staff and those changing role included:

· Attending university induction events 

· Access to other support including mentoring

· Head of Department Induction day

--------------------

	Evaluating the impact on the performance of the organisation.

An Investor in People can demonstrate the impact of its investment in people on the performance of the organisation.


9.    
Investment in people improves the performance of the organisation.  
9.1
Top managers can describe the organisation’s overall investment of time, money and resources in learning and development.
· Senior Managers were able to identify budget allocation for staff learning and development, both for their Faculty or Directorate, and in many cases budgets are devolved to individual departments
· Training, development and research time is included in the discussion of individual development planning and considered by Heads of Departments when developing timetables and planning programme schedules

· In one Faculty all staff are given an annual allocation of 6 days for their own development 

9.2
Top managers can explain, and quantify where appropriate, how learning and development has improved the performance of the organisation. 
· Strategic priorities are underpinned by staff learning and development and staff progress on the ground was monitored at an SMT/Governor residential conference  Senior Managers reported on the specific developments against each priority and spoke of what happening to meet each one    

· Senior Manager recognise that continual learning is integral to the purpose and values of the University and the achievement of strategic goals depends upon raising skill and knowledge levels

· There were several examples of how learning and development has improved performance within the University, including:

· External audits, such as OFSTED, have highlighted improvements to teaching, and internal audits have identified increased student numbers, wider ranges of programmes available and improved student results, with the skills and knowledge of staff as a contributory factor

· Workshops on assessment methods have been implemented resulting in improved feedback from students, external examiners and stakeholders. 

· Where staff have undertaken NVQs, their confidence has grown and they have progressed to supervisory level, resulting in enhanced self esteem within the team
9.3 
Top managers can describe how the evaluation of their investment in people is used to develop their strategy for improving the performance of the organisation. 
· A review of staff learning and development activity is used to inform future developments in relation to staff development and incorporated into subsequent Human Resource Strategies.  These have included a review of terms and conditions for sessional staff, improved transparency of promotion criteria and an increase in the influence of the Staff Forum to encourage upward feedback
· The evaluation of the quality of Leadership and Management has resulted in the production of a Leadership Model which has been rolled out to all staff in a management role with the objective of achieving consistent levels of performance in this field

· In one Faculty the annual faculty staff development report is used to identify how learning and development activities have addressed targets.  These outcomes are then used to map progress and plan future development needs
· One Manager commented: 

· ‘We have probably reached the point where staff need higher level and very specific skills delivered departmentally rather than generically through a core programme. Informal networks will become increasingly important rather than classroom-based workshops – an emphasis on project work and the pooling of skills’

9.4 
Managers can give examples of how learning and development has improved the performance of their team and the organisation.  
· Managers were able to give examples of improved performance in their teams, such as:
· The integration into the curriculum of new knowledge gained as a result of involvement in national and international level projects
· Focussing on customer care has had an impact on the promotion of the services available to students and the requirements of external and internal review bodies
· A conference that looked at more effective ways of working with parents resulted in the development of web pages specifically for parents and improvements to work with the Admissions and Recruitment departments.
9.5 
People can give examples of how learning and development has improved their performance, the performance of their team and that of the organisation.

· There were many examples of how individuals have improved their performance as a result of their learning or development.  Some of these include:
· ‘I had some Blackboard training and I can do it now!  It’s helped me make my teaching materials more accessible to students’
· ‘Effective communication training has helped me turn my aggressive tendencies into assertive behaviour’
· ‘Regular discussion in small teams means we all know what needs to be done.  We respond much more quickly now’
· “The IT courses here are very good and helped me manage my job better’
· ‘After I completed my PhD I was invited to write a book’
· My attendance at a Conference  led to us securing a major project’
--------------------
10.
Improvements are continually made to the way people are managed and developed.  
10.1
Top managers can give examples of how the evaluation of their investment in people has resulted in improvements in the organisation’s strategy for managing and developing people.  
· Senior Managers were able to give examples of plans that are in place to improve the way people are managed and developed.  Some of these included:
· The Leadership Model has been devised by consulting with managers across the University to gain their commitment to follow it in their own practices.  This has resulted in more consistent people management practices across the University and opportunities to share good practices
· Greater delegation of resource management, to make managers more accountable for their own income generation and expenditure

· Greater use of internal review processes to maintain a continual focus on improvements to practices 
10.2 
Managers can give examples of improvements they have made to the way they manage and develop people.  
· Managers were able to give examples of improvements they had made to managing and developing their teams.  Some examples included:
· Recruitment and selection training has improved the consistency and quality of people’s experience when joining the organisation

· One line manager  has made a determined effort to be more visible and accessible to his staff and to demonstrate that he understands and values their work

· The Staff Development Committee in the Education Faculty has made staff development more focused and in line with Faculty plans

· ‘Introducing a new structure has given us the opportunity for more consultation across the department and avoids a silo approach to working’
10.3 People can give examples of improvements that have been made to the way the organisation manages and develops its people.  
· People were able to give many examples of improvements to the management and development of people since the last Review in May 2008.  Some examples included:

· Appraisals are systematically embedded and interim reviews are now included which have caught development opportunities or issues earlier
· More systematic approach to sharing ideas and developments through a variety of cross- departmental groups and disciplines with ideas going up and down the structure

· Individuals are participating in University mentoring training and then supporting induction and mentoring in department

· The development and implementation of the Leadership Model is seen as a demonstration of improved Leadership capabilities – for example through the encouragement of collaboration between staff.  This has been applied to senior staff and Heads of Departments and there was a desire to see it move down to other leaders below this level 
· Some departments have conducted a survey of staff views on the Leadership Model criteria for effective leadership.  This has raised managers’ awareness of their own abilities and behaviours in this field and helped identify where further development is needed 
· The new contribution element of the appraisal system is having a positive impact upon people’s attitude towards monitoring their performance and feeling they can influence success for themselves, their department and the University
Clare Talbot

Investors in People Managing Assessor

7th February 2008
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