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HUMAN RESOURCE STRATEGY 2009-2011
1.
BACKGROUND AND INTRODUCTION

The RVC’s Human Resource Strategy is to recruit, develop, reward and retain the best possible staff locally, nationally and internationally, in order to achieve its mission to enhance its global reputation as an outstanding independent veterinary college.
The Strategy underpins this mission in two main ways:-

· support for the growth and development of teaching, research, clinical and other commercial activities;
· development of the College’s intellectual, professional, managerial and technical capability.
It interacts and is compatible with other College strategies, including those for Learning and Teaching, Research, Widening Participation, Finance, Estates and Clinical Services.
The Strategy assumes continued funding in the region of £550,000 year on year, following the lifting by HEFCE in 2006/07 of the conditions formerly associated with the Rewarding & Developing Staff initiatives.
It has been developed and will be implemented against a background of consolidation in HR as work continues to improve transactional efficiency whilst contributing strategically to the life of the College.  An appropriate balance between these, sometimes competing, demands will need to be found during its lifetime.  For this to be achieved, core staffing levels within the function, and the funding to support them must be maintained.
This is the College’s fourth HR Strategy, building on those for 2001-04, 2004-07 and 2007-09.  However, it is the first of these to be fully aligned with the strategic planning activities of the institution as a whole, having been developed following completion of the College’s 2009-13 Corporate Plan.

2.
BUSINESS CONTEXT

The College continues to develop in response to changing academic and commercial needs, and the HR Strategy takes account of the need to support the planning and implementation of such change. 

2.1
The Internal Context
Turnover in 2007/08 was £58.35m.  In the same year, 55.2% of the College’s expenditure related to staff costs.  This comparatively low figure for the sector, is expected to increase to 58% over the lifetime of this Strategy as costs associated with the implementation of the 2006/09 National Pay Award are absorbed.  The College currently employs 775
 Staff on open-ended or temporary, full or fractional contracts (179 academic, 69 research, 297 clerical and professional, 167 nursing and technical and 63 Ancillary).  This represents an increase in staff numbers since 2007 of 18%.  
These figures illustrate the transition the College has made during the period of the last HR Strategy from a small to a medium sized HEI.  Expansion has been driven by organic growth and restructuring as the College has responded to changing demand for veterinary and para-veterinary education, as well as demand for its clinical and other commercial services.  Such growth does not occur without impacting on the roles and motivation of staff.  Over the lifetime of this strategy, HR will need to work collaboratively with other functions and outside bodies to ensure that leadership, management and communication processes are in place to effectively manage the College’s continuing development.  The actions listed under priority areas B, C and D show how this will be achieved.

2009-11 is likely to be a further period of change for the College as it reviews its provision in response to developing market needs.  The HR function will need to manage the contractual implications of any restructuring for the staff affected (as it did between 2007-09).  Simultaneously, actions listed under priority areas A, B and C of the strategy, show what will be done to ensure that appropriately skilled staff can be deployed to deliver the College’s developing portfolio.

Other aspects of the College’s growth and development which impact on this strategy include the results of the recent Research Assessment Exercise, which occurred during the lifetime of the last Strategy, and in which the College enhanced its research reputation, rising to the top veterinary school in England.  The HR Strategy must also take account of the on-going consequences of the reform of Governance and the College’s commitment to securing Degree Awarding Powers from the University of London.  The actions listed under priority areas D and C respectively show how this will be supported by HR.

There has been significant progress in the development of the College’s Estate since 2007, and the new 2009-18 Estates Strategy sets out ambitious plans for the years ahead.  These have not yet impacted on the contractual status of staff, but this could change in the future and also require effective communication processes if they are to be implemented successfully.

2.2
The External Environment

In terms of the wider context in which the College will have to operate during the lifetime of this Strategy, the 2009-13 Corporate Plan describes the challenges presented by an increasingly complicated world, many of which have direct or indirect HR implications.
Although the outcome of the next General Election is uncertain, the College must expect continued exhortation, in the short to medium-term, to widen participation, engage with local communities and business, and to support economic development.  Any change to the cap on top-up fees as a result of the government review expected in 2010 will have far reaching implications, one of which will be the greater requirement to understand that students are customers with increasing expectations in terms of academic and non-academic provision.  The actions listed under priority areas B and C show how HR will support the College in responding to this challenge.
Whatever the outcome of the Election, the full effects of the economic downturn on public expenditure will be felt soon afterwards.  Higher Education will not escape from this, and after a long period of growth, HEFCE funding is likely to decline during the lifetime of the strategy – possibly by up to 2.5% year on year.  Industrial Relations in the sector will be affected by this change, as is already illustrated by the unpredictable approach being taken by the University and College Union (UCU) to the 2009-10 National Pay Award.  The HR Strategy will need to take account of this and ensure that the benign local IR climate is sustained.  The actions listed under Priority Area D show how this will be achieved, most critically through Actions D1 and D12, through which the employment policy framework and staff consultative processes will be modernised.

Although London will remain a dynamic hub for economic activity, the global economic downturn could affect the ability of home and international students to fund their studies (at a time when the latter are increasingly important to future growth in student numbers).  It is difficult to predict what the financial outcomes of these developments might be, but the containment of costs, including staff costs, and managing the consequences of any failure to do so will become increasingly important in the lifetime of this Strategy.  The actions listed in Priority Areas A, B, D, E and F show how this will be supported.
Fuelled by the internet, the pace of Globalisation will remain undiminished.  As new institutions emerge, particularly in developing countries, competition for the best students and staff will intensify.  However, the scope for international collaborations, both at the individual and institutional level, will increase.  The first HR implications relating to the College’s International Strategy will begin to emerge as it starts to solidify, for example in respect of the proposed new joint BSc in Veterinary Nursing with Hong Kong Polytechnic University.  Actions listed under Priority Areas A and E show how these will be supported.
The operational consequences of RVC’s commitment to promote sustainable development and attempt to reduce the environmental impact of its operations will need to be managed.  The College will need to demonstrate that it understands the impact of climate change, particularly in its work with developing countries, but also to respond to opportunities as they arise, for example, the shift in its research aims towards vector borne diseases.  Actions listed under priority areas B and C show how these will be supported.

The College faces significant challenges as it responds to major demographic change in this planning period.  The number of 18 year olds is set to fall by 4.6% by 2020, at the same time as the population as a whole continues to expand.  New markets must be developed among mature, part-time, work-based and distance learners, and work patterns of staff may need to change to support this.  The College must also continue to address the need to increase participation by men.  Typically, student cohorts on professional veterinary degrees across Britain are now 80% female.  This will increasingly affect the gender balance of academic and clinical staff (support staff are already predominantly female), with further implications for the management of work patterns, career progression, equality and diversity; and indeed the culture of the institution as a whole.  Actions listed across all six priority areas show how this will be achieved.
Finally, the legislative and regulatory demands on the College are likely to grow still further in this period.  RVC must continue to ensure it engages both with the spirit and the letter of the legal requirements placed upon it, for example in respect of the 2009 Single Equality Bill.  At the same time, the difficult task of balancing financial, strategic and operational priorities with this commitment must be maintained.  Actions listed across all six priority areas show how this will be supported.
3.
DEVELOPMENT OF THE 2009-11 HR STRATEGY
This HR Strategy represents both:-

· a further iteration of work begun when the College undertook a detailed self-assessment of its HR practices, using the HEFCE People Management Self-Assessment Tool in 2006;
· a direct outcome of the institutional strategic planning process associated with the production of the 2009-14 Corporate Plan.
The executive body of the College, the Senior Management Group (SMG) gave its commitment to the HEFCE Self Assessment Tool in January 2006.  It agreed to be guided by its outcomes in determining how best to allocate funding to future HR Strategies and other people management initiatives. The outcomes of the self-assessment were endorsed by Academic Board and Council in May and June 2006 respectively.
Completion of the Self Assessment led to consolidation of the special funding associated with HEFCE’s Rewarding & Developing Staff initiative from 2007/08 onwards.  It also determined the detailed commitments set out in the 2007-09 HR Strategy, which was structured around the following priority areas:-
A
Pay & Reward
B
Staff Recruitment
C
Leadership, Management and Staff Development
D
Employee Relations and Performance Management
E
Equality & Diversity
F
HR Information
Simultaneously, the HR function was reorganised to facilitate the delivery of the new strategy.  This involved a move towards specialisation, institution-wide, in the priority areas. There was also a redirection and strengthening of resource in staff development and HR Information, both of which were highlighted as areas of particular need by the Self Assessment process.
The HR Team have monitored progress with the delivery of HRS objectives at series of periodic reviews throughout the lifetime of the 2007-09 HR Strategy, and the results communicated to SMG via regular HR quarterly reports.  This process culminated in a full review of the Strategy in November 2008, which identified those objectives which had been fully delivered, and those where further progress was still required.  The latter were then carried over as priorities for inclusion in the 2009-11 HR Strategy.

The planning process for the development of the 2009-13 Corporate Plan began in the spring of 2008, at the first of three special SMG awaydays.  Participation by the Director of HR in this process ensured the Plan was informed by HR considerations, and that, in turn, the development of the HR Strategy reflected future organisational priorities.  As part of the development process, more than 60 middle and senior managers were invited to help identify priorities for the Plan at a two day awayday in May 2008.  A wider consultation process, involving all members of staff was conducted via the College intranet.
The Corporate Plan seeks to deliver the College’s mission to enhance its global reputation as an outstanding independent veterinary college through the following strategic aims:-

1
Excellence in the Student Experience

2
Excellence in Education

3
Excellence in Research

4
Excellence in Clinical Service

5
Excellence in Business Engagement & International Activity

6
Excellence in Community Engagement

The seventh strategic aim is Enabling Excellence across the six other areas.

Underpinning these strategic aims are a series of objectives relating to each of them.  In February 2009, HR Managers met to review and link these objectives to the priority areas of the emerging 2009-11 HR Strategy.  Inevitably this was not appropriate in every case, but in many it was, and this is illustrated in the programmes of action set out below.

The Senior Management Group agreed the 2009-11 HR Strategy at its meeting on 5 May 2009, and submitted it to Academic Board and then Council for consideration and approval at their meetings on 3 and 16 June 2009 respectively.

The rest of this Strategy sets out the College’s programme of action for developing its HR agenda for 2009-2011.
The College’s Mission, Values, Strategic Aims and Objectives are set out in Appendix 1 & 2.
4.
CURRENT POSITION AND PROGRAMME OF ACTION FOR 2009 -2011
	PRIORITY AREA A:
Pay & Reward




	Lead Manager:   HR Manager, Operations & Reward



	This area of the Strategy supports the following strategic aims of the 2009/13 Corporate Plan:



	1.2  Optimising the quality of the student experience educationally and socially by providing variety and depth of learning environments and social amenities

2.1  Developing and effectively delivering a portfolio of programmes appropriate to the whole veterinary team

2.4  Across all programmes, developing learning and teaching approaches in line with the Learning, Teaching and Assessment Strategy and in support of outcomes based assessment relevant to modern clinical, scientific and business professionals

3.1  Incentivising high performing researchers to lead multi-disciplinary teams such that each research group holds at least one programme grant
4.3  Developing strategic alliances with partner organisations and practices to enhance clinical service as well as the educational and research activities of the College

5.3  Promoting the RVC as a leading provider globally of innovation in the veterinary sciences
7.1  Attracting developing and retaining the people the College needs to deliver its strategic and operational objectives

7.5  Ensuring the delivery of a high quality Estate that contributes to the College’s vision for excellence

7.6  Developing integrated information services appropriate to the College’s mission and the demands of its students




	Current Position for Priority Area A


	The strategic aims listed above demonstrate that the key link between this area of the HR Strategy and the objectives of the Corporate plan is the extent to which the various elements of the College’s total reward package can be used to attract and incentivise talent across all areas of its academic and non-academic activity.

The central plank of this package is the single basic pay spine implemented in 2006 under the Framework National Agreement.  Assimilation onto the new spine was achieved at a cost of 2.1% of the total pay bill, which was 1% less than the national average; and despite the significant growth in staff numbers since then, staff costs have decreased slightly, from 55.5% in 2006 to 55.2% in 2008.  However, this trend will be reversed in the lifetime of the strategy as the full effects of the 2006/09 National Pay Award continue to be felt.  Against the backdrop of deterioration in the national economy and the financial position of the HE sector, it is essential that further inflationary national pay settlements are avoided in 2009 and 2010, and the College has made clear its position in this regard to UCEA (the Universities & Colleges Employers’ Association).
The short-term consequence of this could be industrial unrest as UCU and possibly others seek to pursue unrealistic pay claims and related agenda.  This will need to be managed carefully if damage to staff morale is to be avoided.  More significantly in the longer-term, if reward is to support effectively the strategic aims set out above in a period when national pay settlements will be much smaller than staff have become used to, the College will need to be even more creative than it has been in developing and applying its own locally determined variable pay structures.
Much of the College’s efforts in this area during 2007/09 were focussed on the development of a Bonus Scheme linked to performance appraisal.  However, although such a scheme was agreed with the trade unions in 2007, it became apparent that this was insufficiently congruent with the culture and values of the institution.  Attention therefore shifted in 2008 to a full-scale review of the College’s remuneration policy, the results of which were considered and approved by the SMG in February 2009.  The review provides for a more coherent and strategic approach to:-
· recognition for exceptional performance;

· providing incentives for hard work and achievement;

· responding to market pressures when necessary.

Implementation of the review will be the key activity in this area of the strategy throughout 2009/11, but it will need to be supplemented by further work to extend the range of flexible benefits for staff, and to emphasise the value of existing non-pay benefits such as pensions, to develop a coherent offer which aids retention and supports recruitment in difficult economic times.  Use will be made of data provided by UCEA and the Educational Competencies Consortium, as well as bespoke data obtained by the College.

For the first time, this HR Strategy will also impact directly on the quality of the student experience as policies and initiatives are developed which promote student employment to the benefit both of students and the institution.
Finally, all this work will be taking place against the backdrop of continuing demographic change in the sector generally and the veterinary profession specifically, therefore an Equal Pay Audit and consideration of its outcomes will be another major area of activity in 2009/10.  .


Programme of Action:
Priority Area A
	
	PAY & REWARD

Action
	Timescale
	Responsibility

	A1


	Subject to outcomes of pay modelling process, implement Recommendations of Remuneration Policy Review as approved by SMG 6 February 2009 relating to all locally determined variable pay arrangements at RVC.
	Implementation on-going through to October 2010
	Director of Finance

Director of HR
HR Mgr Ops & Rwd

All HR Managers

	A1a
	Agree ToR and establish ‘Special Reward Panel’ (SRP) comprised of Principal, Asst Principal, DoF, DHR to be responsible for all decisions on reward outside contractual entitlements.  Other SMG members ex-oficio members of SRP.
	September 2009
	Director of HR

	A1b
	HR to report quarterly to SRP on scope and cost of grade changes determined by HERA and academic promotions boards.
	September 2009
	HR Mgr Ops & Rwd

HR Mgr Recruitment
HR Mgr Info & Equality

	A1c
	Introduce Staff Recognition Scheme for Grades 1-6 in compliance with HMRC dispensations.
	September 2009
	Special Reward Panel

HR Mgr Ops & Rwd

	A1d
	Retain the principle of RVC Team Bonus to be paid annually to staff as a fixed, non-consolidated, lump-sum with amounts to be varied year on year, according to organisational performance and affordability.
	December 2009
	Special Reward Panel

	A1e
	Responsibility for award of lump-sum payments for exceptional effort to be transferred from the December Annual Review to the SRP and made quarterly on the recommendation of the Service Director/Head of Department.
	December 2009
	Special Reward Panel

HR Mgr Ops & Rwd

	A1f
	Extend basic salary ranges to reward those people whose skills and experience have developed beyond the norm for the job, but whose posts do not justify a higher grade under HERA.  Use extended salary ranges thereafter to recruit, retain and motivate key staff.  Payments to be non-consolidated but retained for as long as justified by performance or work undertaken.
	January 2010

On-going thereafter
	Special Reward Panel

HR Mgr Ops & Rwd

HR Mgr Recruitment

HR Mgr Info & Equality

	A1g
	Use market premia to enhance base pay, determined by the SRP on recommendation of Head of Department, where in exceptional circumstances College wishes to recruit or retain an outstanding member of staff (funded from within departmental budgets or a special fund).
	January 2010
	Special Reward Panel

HR Mgr Ops & Rwd

HR Mgr Recruitment

	A1h
	Replace the Academic Clinicians’ Salary Supplement Scheme with two separate non-consolidated allowances for achievement in research and commercial activity, awarded annually by the SRP on the recommendation of the VP-R and Director of Clinical Services Division respectively, subject to available funds and on-going delivery of an appropriate teaching load.
	October 2010
	Special Reward Panel

HR Mgr Ops & Rwd

HR Mgr Info & Equality

	A1i
	Consider whether continued use of Module/Strand Leaders’ Allowance is justified once A1e to A1h above have been implemented, and if not, whether they should be withdrawn.
	October 2011
	Special Reward Panel

HR Mgr Ops & Rwd

	A2
	Communicate implementation of Remuneration Policy Review recommendations to staff as they are delivered.
	
	Special Reward Panel

HR Mgr Ops & Rwd

	A3
	Continue to apply ACSS and Module/Strand Leaders’ Allowance Scheme pending full implementation of Remuneration Policy Review recommendations.
	October 2010

October 2011
	Special Reward Panel

HR Mgr Ops & Rwd


Programme of Action:
Priority Area A Cont’d
	
	Pay & Reward

Action
	Timescale
	Responsibility

	A4
	Develop strategy for effective utilisation of UCEA, ECC and bespoke commercial market intelligence which systematically informs pay and grading, recruitment and retention decisions and which underpins on-going job evaluation.

	October 2010

October 2011
	Special Reward Panel

HR Mgr Ops & Rwd

	A5
	Conduct Equal Pay Audit to substantiate equity and transparency of RVC Pay & Grading Structure.
Outcomes resolved
Repeat on completion of implementation of Remuneration Policy Review.
	December 2009

July 2011
July 2011
	Special Reward Panel

HR Mgr Ops & Rwd

HR Mgr Info & Equality

	A6
	Establish coherent approach to provision of existing, and development of additional, non-pay benefits to aid attraction via enhanced ‘recruitment proposition’ and retention via better appreciation of College’s ‘total reward package’ , eg  childcare vouchers, final salary pension, flexible working policies, work/life balance, cost-neutral benefits, where possible with other local employers.
	July 2010 and on-going
	HR Mgr Ops & Rwd

	A7
	Deliver new RVC induction programme co-ordinating with actions under Priority Areas B & C to enhance developmental aspect of programme, extending through probation for non-academic staff (B6 and C6 refer)
	October 2009
	Director of HR

HR Mgr Ops & Rwd

	A8
	Deliver new RVC Peer Review Scheme for academic staff co-ordinating with actions under Priority Area C to enhance developmental aspect of scheme (C12 refers).
	October 2009
	Director of HR

HR Mgr Ops & Rwd

	A9
	Review academic probation and promotion processes including simplification of RVC and UoL regulations and improvements to administration of proposals and outcomes.  Ensure effective communication with affected staff and co-ordination with developmental changes implemented under Priority Areas B & C (B6 and C7, C8, C19 refer).
	October 2010
	Director of HR

HR Mgr Ops & Rwd

	A10
	Identify best practice from home and abroad, and liaise appropriately with HMRC and other agencies to develop an effective policy for the employment of students as temporary staff.
	October 2009
	HR Mgr Ops & Rwd

	A11
	Develop and extend the ‘Casual Bank’ established in 2009 as a source of temporary clerical, and potentially nursing staff and promote this service to managers as a cost-effective alternative to agency staff.
	January 2010
	HR Mgr Ops & Rwd

	A12
	Operational Processes:
· Standardise and simplify all post recruitment documentation to ensure accessibility to non-HR specialists;

· Use ITrent System and on-going development of HR intranet site to further streamline administrative processes and extend the range of e-HR services to staff;

· Develop and implement on-going administrative support to SRP
	October 2009
then on-going
	HR Mgr Ops & Rwd

	A13
	Use BOSS software to develop on-line exit questionnaire and processes to monitor and evaluate the information obtained.
	December 2009
	HR Mgr Ops & Rwd
HR Mgr Info & Equality

	A14
	Facility time for trade union officials value of funding to be kept under review for period of the strategy in the light of the financial position of the College and the volume of work required.
	On-going
	Principal

Director of HR

	A15
	Support the establishment of the RVC Office in Hong Kong and other international developments such as the Joint BSc in Veterinary Nursing at Hong Kong PolyU with HR advice and guidance as appropriate.
	On-going
	Director of HR
HR Mgr Ops & Rwd


	PRIORITY AREA B:
Staff Recruitment




	Lead Manager:   HR Manager, Recruitment



	This area of the Strategy supports the following strategic aims of the 2009/13 Corporate Plan:



	1.1 Developing a range of facilities for improved support of the student experience and effective delivery of the Learning, Teaching and Assessment Strategy

2.1  Developing and effectively delivering a portfolio of programmes appropriate to the whole veterinary team

2.4  Across all programmes, developing learning and teaching approaches in line with the Learning, Teaching and Assessment Strategy and in support of outcomes based assessment relevant to modern clinical, scientific and business professionals

3.3  Building capacity (through new appointments) in bioinformatics and quantitative biology to develop core support for a ‘systems biology’ approach

3.5  Building capacity in animal welfare to ensure this discipline is integrated into the College’s programmes adding value and promoting these through outreach activity

4.1  Consolidating the RVC’s position as the leading European centre of veterinary clinical excellence, influencing and adapting to the changing needs of both the veterinary profession and the community in general

5.3  Promoting the RVC as a leading provider globally of innovation in the veterinary sciences

7.1  Attracting developing and retaining the people the College needs to deliver its strategic and operational objectives

7.2  Ensuring that the College continues to welcome and support people from diverse backgrounds across all sections of the community

7.5  Ensuring the delivery of a high quality Estate that contributes to the College’s vision for excellence

7.6  Developing integrated information services appropriate to the College’s mission and the demands of its students




	Current Position for Priority Area B


	The strategic aims listed above demonstrate that the key link between this area of the HR Strategy and the objectives of the Corporate Plan is the extent to which, having harnessed the College’s total reward package to effectively attract talent; information and processes can be developed which systematically recruit the right people for the right jobs, without falling foul of anti-discrimination legislation.
Increased resources have been directed towards staff recruitment since 2007, and as a result the improvement in transactional efficiency which was a key requirement of the last HR Strategy has been achieved.  The College has developed a reputation for leadership and innovation in the use of information technology in recruitment which will be built upon in 2009 with the introduction of an electronic shortlisting process.

Although administration was, rightly, the main focus of activity during 2007/09, progress was nevertheless made with many of the other lessons learned from the 2006 Self Assessment.  It will be important in the lifetime of this strategy that this process continues.  As the workforce stabilises as expansion slows down and pressure on budgets increases, recruitment activity will decline, but that which remains will become more targeted and strategic in nature.

To support this, the complete lack of recruitment related management information, which was a key weakness of the previous HR structure has been addressed.  The strengthening of HR IT capability in 2007-09 will provide a platform for the better use of market intelligence and workforce planning in 2009-11.

At the same time, the progress already beginning to be made in enhancing and establishing a common level of capability among recruiting managers across the College via the HERA based training programme implemented as part of the Management Toolkit (see Priority Area C below) must be maintained and built upon.

As the importance of making the right recruitment decisions increases at every level of the organisation, the need to ensure that new recruits are supported and effectively inducted into the organisation will grow.  Improvements in the College’s induction processes during the last strategy were not as easy to achieve as anticipated, but these will be completed in 2009, and thereafter the developmental aspects of induction, and eventually probation, will increase as the flow of information between recruitment, operations and staff development is improved.
Finally, the legislative and regulatory framework surrounding staff recruitment can be expected to further develop during the period of the Strategy.  Co-ordination of activity under Priority Area E will be required to comply with the statutory equality duties and other anti-discrimination legislation.  Work will also be undertaken to ensure that the College implements effectively the requirements of the UK Borders Authority, the Criminal Records Bureau and the new Independent Safeguarding Authority.


Programme of Action:
Priority Area B
	
	STAFF RECRUITMENT

Action
	Timescale
	Responsibility

	B1
	Further develop and implement HERA based competency framework for recruitment so that it becomes established across all areas of the College by the end of the Strategy:-

· Adapt National Role Profiles for use in the recruitment of academic and research staff and co-ordinate with administrative and developmental aspects of activity listed under Priority Areas A & C 

· Use ECC HERA Toolkit to improve non-academic staff recruitment through:-

· enhancement of job and person specifications;

· further improvements in processes and efficiency through integrated IT applications.
	July 2011
July 2010

December 2009

December 2009
	HR Mgr Recruitment
HR Mgr Info & Equality

	B2
	Continue to embed ‘Recruitment Toolkit’ as RVC’s principle tool for enhancing management capability in recruitment.  Incorporate into development planning for all managers.  Ensure first that:-

· there is at least one trained member on all recruitment boards and panels;

· then that Toolkit training is compulsory for all recruiters..
	January 2010

July 2011
	HR Mgr Recruitment



	B3
	Establish ‘Recruitment Network’ utilising appropriate technology to engage with trained managers in development of future recruitment strategy.
	December 2009
	HR Mgr Recruitment



	B4
	Ensure effective utilisation of UCEA, ECC and bespoke commercial market intelligence to inform recruitment strategies where appropriate.
	January 2010 and on-going
	HR Mgr Recruitment

HR Mgr Info & Equality

	B5
	Develop strategies to exploit market intelligence using search committees, commercial agencies, etc to attract right candidates to senior academic and support roles at RVC, and in particular to address any difficulties in attracting clinical, research  and international talent.
	January 2010 and on-going
	HR Mgr Recruitment

HR Mgr Info & Equality

	B6
	Review academic recruitment processes including simplification of RVC and UoL regulations relating to appointments boards.  Ensure effective co-ordination with administrative and developmental changes to academic probation implemented under Priority Areas A & C (A9 and C19 refer).
	July 2010
	Director of HR

HR Mgr Recruitment



	B7
	Review current recruitment advertising in support of Corporate Identity to establish an effective, flexible, recruitment proposition responding as necessary to the outcome of the 2009 review of Marketing & Communications.  Co-ordinate with activity under Priority Area A to promote the full value of the College’s total reward package to prospective recruits (A1a – A1i, A2 and A6 refer).
	July 2010
	Director of HR

HR Mgr Recruitment

HR Mgr Ops & Rwd
HR Mgr Info & Equality

	B8
	Continue to develop e-recruitment system to enhance candidate management, administration and, in particular, reporting.  Use information obtained to enhance attraction strategies, support succession planning and monitor the cost-effectiveness of different recruitment media.
	September 2009 and on-going
	HR Mgr Recruitment

HR Mgr Info & Equality

	B9
	Develop and implement new RVC induction programme co-ordinating with actions under Priority Areas A & C to (A7 and C7, C8, C19 refer) deliver the operational and developmental aspect of programme.  In particular, ensure that new recruits from home and overseas are supported through expansion and development of the new starters’ pages of the HR website.
	December 2009
	HR Mgr Recruitment

HR Mgr Info & Equality


Programme of Action:
Priority Area B
	
	STAFF RECRUITMENT

Action
	Timescale
	Responsibility

	B10
	Develop processes to ensure that needs of new starters identified during the recruitment process are incorporated into development planning in the new induction and probation processes to be implemented under Priority Areas A & C (A7 and C7, C8, C19 refer).
	July 2010
	HR Mgr Recruitment



	B11
	Liaise with colleagues in Academic Support & Development to establish and maintain effective relationships with the UK Borders Agency and retain RVC’s A rated licence for Tier 1 and Tier 2 of the Migrant Workers’ regulations.
	September 2009 and on-going
	HR Mgr Recruitment



	B12
	Develop accessible advice and guidance, and support new recruits from overseas navigating the Migrant Workers’ regulations to ensure that the College’s strategic staff recruitment needs are met.
	October 2009 and on-going
	HR Mgr Recruitment



	B13
	Liaise with colleagues in Academic Support & Development and the University of Hertfordshire to establish and maintain effective mechanisms for Criminal Records Bureau checking of new and existing staff.
	October 2009 and on-going
	HR Mgr Recruitment



	B14
	Monitor the developing profile and activities of the new Independent Safeguarding Authority to ensure the College complies with any new regulation and that any associated bureaucracy is kept to a minimum.
	October 2009 and on-going
	HR Mgr Recruitment



	B15
	Develop effective processes for management of grading reviews for support staff using HERA
	October 2009 and on-going
	HR Mgr Recruitment



	B16
	Review effectiveness of HERA as the College’s job evaluation tool and consider any necessary adjustments.
	July 2011
	HR Mgr Recruitment




	PRIORITY AREA C:
Leadership, Management & Staff Development



	Lead Manager: Director/Assistant Director of HR



	This area of the Strategy supports the following strategic aims of the 2009/13 Corporate Plan:



	1.1  Developing a range of facilities for improved support of the student experience and effective delivery of the Learning, Teaching and Assessment Strategy

1.2  Optimising the quality of the student experience educationally and socially by providing variety and depth of learning environments and social amenities

2.1  Developing and effectively delivering a portfolio of programmes appropriate to the whole veterinary team

2.4  Across all programmes, developing learning and teaching approaches in line with the Learning, Teaching and Assessment Strategy and in support of outcomes based assessment relevant to modern clinical, scientific and business professionals

3.1  Incentivising high performing researchers to lead multi-disciplinary teams such that each research group holds at least one programme grant

4.1  Consolidating the RVC’s position as the leading European centre of veterinary clinical excellence, influencing and adapting to the changing needs of both the veterinary profession and the community in general

5.1  Increasing the revenue from commercial activity and robustly protecting intellectual property where appropriate

6.2  Ensuring that the College’s commitment to equality of opportunity is reflected fully in the recruitment, admission and subsequent support of students from all backgrounds in support of widening participation 

7.1  Attracting developing and retaining the people the College needs to deliver its strategic and operational objectives

7.2  Ensuring that the College continues to welcome and support people from diverse backgrounds across all sections of the community

7.4  Working together and in collaboration with others to achieve excellence and release potential 

7.5  Ensuring the delivery of a high quality Estate that contributes to the College’s vision for excellence




	Current Position for Priority Area C


	The strategic aims listed above demonstrate that the link between this area of the HR Strategy and the objectives of the Corporate plan is the extent to which, having attracted the right talent through effective deployment of the College’s total reward package and recruitment processes, excellence is enabled across all areas of its activity through a relevant and coherent staff development agenda.

The Self Assessment process identified staff development as the area in greatest need of improvement in the previous HR Structure.  Although it did not prove possible to sustain an initial increase in staff development resources for the lifetime of the 2007/09 HR Strategy, significant progress has still been made.  Enhancement of IT improved the accessibility, uptake and monitoring of the off-job programme; but most notably, the Management Toolkit has provided a common framework for growing capability and confidence in basic management skills such as recruitment, appraisal, motivation and resolving performance issues since its launch in 2007.  Over the period of this strategy, new modules will be added in areas such as diversity, financial management and absence management.  The Toolkit will also be developed specifically to support enhancement of the student experience and the commercial objectives of the Clinical Services Division through for example, modules in customer care.
Looking forward, the adaptation of the Education Competencies Consortium’s HERA Toolkit for recruitment and training purposes will provide a common framework of management standards which will become the foundation of personal development, management and (non-academic) succession planning for the College.  Underpinning this work will be further enhancement of the appraisal process.  The decision not to progress with the College Bonus Scheme in 2008 reduced the need to make fundamental changes to the scheme documentation, allowing the focus to shift towards improving appraise and appraiser capability through the Management Toolkit.  This must be progressed further in 2009/11, and after a period of consolidation, the time will also be right to review again the effectiveness of the documentation.

Despite an integrated approach to academic and non-academic development, work needs to be done in 2009/11 to ensure that the professional development needs of academic staff are fully met through effective collaboration between HR, Academic Development and the LIVE Centre.  Over the period of this strategy, the new MVetEd will replace KLI as the primary source of initial professional development for new academic staff.  From 2009, the new Peer Review scheme will need to be supported; an effective mentoring scheme introduced; and the academic CPD framework delivered, partly through an overhaul of the probation process, which will also require co-ordination with the HR Operations Team.  Across HE, momentum is building for the development of flexible career pathways which reflect the needs of the modern academic.  RVC must respond to this trend, building on work already undertaken as well as other models of best practice as they emerge.  This will be the major element of HR strategy in Priority Area C right up to, and beyond 2011, reflecting the critical importance of teaching capability to the delivery of the College’s strategic objectives.
The College has made an important commitment to actively support the principles of the 2008 Research Concordat.  Implementation of the College’s Code of Practice on the Concordat will be co-ordinated by HR, in collaboration with the Research Office and the Graduate School, and support for the professional development of early career researchers will be fully integrated into the staff development programme.
The aim is that over the course of this strategy, the College will be able to confidently apply for IiP accreditation.


Programme of Action:
Priority Area C
	
	LEADERSHIP, EMPLOYEE DEVELOPMENT & TRAINING

Action
	Timescale
	Responsibility

	C1
	Continue to ensure that all development activity is clearly linked to achievement of departmental or College strategic objectives.
	On-going
	Director of HR

Asst Director of HR

	C2
	Develop better approaches to needs analysis of appraisal outcomes and ensure this informs delivery of generic programme.
	On-going

	Asst Director of HR

	C3
	Deliver an increasingly relevant and effective generic programme of off-job training which meets the needs of all staff groups.
	On-going
	Asst Director of HR

	C4
	Continue to improve communication/presentation of programme –  hard copy and electronic.
	On-going
	Staff Dev Adviser

	C5
	Continue to exploit information technology to enhance delivery and accessibility of generic training programme, e.g. through on-line booking and evaluation processes.  In particular, ensure this feeds into effective management reporting which informs future provision.
	On-going
	HR Mgr Info & Equality
Staff Dev Adviser

	C6
	Develop and implement ‘Welcome to RVC’ induction programme providing effective support for new starters.  To include:-

· ‘What’s in it for Me’ session covering contractual flexible benefits 

· ‘Induction Handbook’ covering RVC history and strategic objectives, Teaching, Research, Clinical and International aspirations, HR/Estates/LISD/Finance and element tailored to recruiting dept
· ‘New Manager’/’New Academic’ Programme including introduction to development planning.
Co-ordinate with actions under Priority Areas A & B to deliver the operational aspects of programme (A7 and B9 refer). 
Link academic elements of the programme to the CPD framework for academic staff (C 19 refers) 
	October 2009
	Director of HR

Asst Director of HR 

	C7
	Build on development of HERA framework for recruitment to clarify and define expectations of non-academic managers and use to extend development planning into non-academic probation processes.

Develop ‘Probation Toolkit’ for non-academic staff, and  utilise this to embed personal development planning at RVC

Consider implications of process for participation of new employees in appraisal process
Co-ordinate with actions under Priority Areas A & B to deliver the operational aspects of programme (A7 and B10 refer).  
	October 2010
	Director of HR

Asst Director of HR

	C8
	Further develop HERA framework to review appraisal ensuring it supports improved personal development planning at all levels of the organisation, underpinning effective succession and career planning for all management levels.
	July 2011
	Director of HR

Asst Director of HR

	C9
	Continue to enhance and improve RVC Management Toolkit as key management development tool for the College.  Link it more closely to Corporate Plan objectives in Enhancing the Student Experience and Community Engagement with additional modules covering financial management, customer service and valuing difference.
	July 2011
	Director of HR

Asst Director of HR

	C10
	Ensure that College Vision and Mission informs development of generic training programme, the Management Toolkit  and other staff development activity.  Collaborate with Marketing in enhancing organisational communication, combating negativity and enhancing employee engagement.
	July 2011

	Asst Director of HR

	C11
	Build on experience with, eg, on-line diversity learning modules, to further develop e-learning and increase use of technology in staff development. Use other informal learning methods, eg coaching/mentoring, project work,  etc.
	July 2011
	Asst Director of HR

HR Mgr Info & Equality


Programme of Action:
Priority Area C
	
	LEADERSHIP, EMPLOYEE DEVELOPMENT & TRAINING

Action
	Timescale
	Responsibility

	C12
	Support delivery of new RVC Peer Review Scheme for academic staff through provision of initial and on-going training, coaching and guidance.  Co-ordinate with actions under Priority Area A to support reporting and operational management of scheme (A8 refers).
	October 2009
	Director of HR

Asst Director of HR

	C13
	Use outcomes of 2009 Mentoring Review to develop and deliver a Mentoring Scheme that meets the needs of new academic staff and their mentors.
	October 2009
	Director of HR

Asst Director of HR

	C14
	Continue actively to promote, encourage and reward teaching excellence through HEA membership as part of probationary process.
	On-going
	Asst Director of HR

	C15
	Support the development and implementation of the new MVetEd in collaboration with LIVE and Academic Development as the primary source of initial professional development for new academic staff.
	July 2011
	Director of HR

Asst Director of HR

	C16
	Continue to fund two cohorts per year on KLI Programme until MVetEd is fully operational.  Evaluate and feedback effectiveness of KLI in meeting diverse needs of RVC academic staff.
	July 2011
	Director of HR

Asst Director of HR

	C17
	Encourage further applications for National Learning & Teaching Fellowships and consider linkages with outcomes of Remuneration Policy Review (A1a – A1i refer).
	On-going
	Asst Director of HR

	C18
	Support review of academic probation processes including simplification of RVC and UoL regulations under Priority Area A above, ensuring effective integration of programme with delivery of the academic CPD Programme and contributing to communication with affected staff (A9and C19 refer).
	October 2010
	Asst Director of HR

	C19
	Beyond induction and probation, ensure CPD programme informs development planning at every stage of the academic career through effective linkages to appraisal and promotion processes.
	July 2011
	Asst Director of HR

	C20
	Establish Project Group to review best practice across the HE sector at home and abroad Combine to devise and implement a workable, light-touch structure of flexible pathways for academic career progression encompassing different approaches to teaching, research and clinical activity.
	July 2011
	Director of HR



	C21
	In collaboration with the Research Office, Graduate School and academic departments, devise and implement an effective Code of Practice for the implementation of the Concordat to Support the Career Development of Researchers.
	October 2009
	Director of HR



	C22
	Ensure that early career researchers at the College are supported in establishing their own career development networks and, in particular, integrate researcher development into induction and appraisal processes and the generic training programme.  The latter to include specific support for researcher career planning.
	July 2010
	Asst Director of HR

	C23
	Conduct a ‘Mock Assessment’ in preparation for an application for the Investors in People award in the lifetime of the next HR Strategy.
	July 2011
	Director of HR

Asst Director of HR


	PRIORITY AREA D:
Employee Relations and Performance Management




	Lead Manager:   Assistant Director of HR



	This area of the Strategy supports the following strategic aims of the 2009/13 Corporate Plan:



	4.2  Integrating clinical services, undergraduate and postgraduate education and clinical research

4.3  Developing strategic alliances with partner organisations and practices to enhance clinical service as well as the educational and research activities of the College

5.1  Increasing the revenue from commercial activity and robustly protecting intellectual property where appropriate

5.3  Promoting the RVC as a leading provider globally of innovation in the veterinary sciences

7.1  Attracting developing and retaining the people the College needs to deliver its strategic and operational objectives

7.2  Ensuring that the College continues to welcome and support people from diverse backgrounds across all sections of the community

7.4  Working together and in collaboration with others to achieve excellence and release potential 

7.5  Ensuring the delivery of a high quality Estate that contributes to the College’s vision for excellence




	Current Position for Priority Area D


	The strategic aims listed above demonstrate that the link between this area of the HR Strategy and the objectives of the Corporate plan continues to be the need to enable excellence by ensuring that managers have the confidence and capability, as well as the tools to effectively deal with their performance, conduct, capability and change issues.  
The centralisation of responsibility within HR for employee relations over the course of 2009/11 facilitated this by ensuring a consistent, proactive and enabling approach was established across the College.  This was further refined from 2008 through the integration of operational, policy and staff development responsibility under the Assistant Director of HR.
The Employment Law context and regulatory framework for HR in HE has continued to develop rapidly.  The strategy continues to direct appropriate resources to the support of an on-going review of employment policies and procedures, ensuring that the College continues to meet its legal obligations.  However, this will be done in a way that balances the need for compliance with the need to enable managers to manage.  So the same procedures will be simplified wherever possible.  An assertive approach continues to be taken to the tackling of poor performance both as it arises, and as it is identified through probation and appraisal.  This approach will be further enhanced and developed for the benefit of all employees.
During the last HR Strategy the ER Team supported a number of significant organisational change projects, for example the restructuring of the Biological Services Unit.  Such activity is likely to increase in 2009/11 as the College continues to improve its services to students and clients, for example through the establishment of the new Library & Information Services Division.  Increased financial pressure could also lead to structural rationalisation, and in such an environment an approach which places equal emphasis on compliance and delivery will be important.

The importance attached by the College to attitude surveys has been a key feature of previous HR Strategies because of the comprehensive range of benchmark data they provide.  Survey outcomes have implications for the physical estate of the College as well as its management culture, remuneration and marketing strategies.  The need to give priority to consultation with staff on issues such as the Remuneration Policy Review, new statutory equality policies and reviews of KLI, induction and mentoring during the last strategy meant that the general attitude survey planned for 2009 was delayed, but this will be undertaken before the end of this strategy, and its results fed into the next one.


Programme of Action:
Priority Area D
	
	EMPLOYEE RELATIONS & PERFORMANCE MANAGEMENT

Action
	Timescale
	Responsibility

	D1
	Complete Employment Policy Review covering discipline, performance, grievance, incapacity and redundancy to ensure legislative compliance, simplification, accessibility and harmonisation.

Reform S18 and S27 of College Charter & Statutes to guarantee academic freedom and incorporate outcomes of policy review as regulations under a revised Statute 18 submitted to UoL and Privy Council for approval prior to implementation.
	September 2009
UoL and Privy Council processes completed by July 2011
	Director of HR

Asst Director of HR

	D2
	Continue to deliver strategies in support of the enhancement of management capability across College to effectively manage conduct, poor performance, incapacity and change.
	On-going
	Director of HR
Asst Director of HR

	D3
	Continue to fund Care First Employee Assistance Programme.

Review Effectiveness and uptake of scheme and adjust accordingly
	On-going

July 2010
	Asst Director of HR

	D4
	Maintain and develop effective information flows within HR to ensure that potential  probation, performance, incapacity and grievance issues are speedily identified and appropriately 
	On-going
	Asst Director of HR

 Mgr Ops & Rwd

HR Mgr Info & Equality

	D5
	Incorporate management of disciplinary and performance issues into performance appraisal process for all managers.
	July 2011
	Asst Director of HR

	D6
	Further embed ‘Resolving Issues’ and ‘Dealing with Discipline’ modules of Management Tookit as principle management tools which support timely resolution of disciplinary and performance issues.  Develop module on absence management.
	On-going
September 2009
	Asst Director of HR

	D7
	Enhance off-job and on-line skills training based on ‘Management Toolkit’ and incorporate into development planning for all managers.
	August 2010
	Asst Director of HR

 HR Mgr Info & Equality

	D9
	Work towards target of 3% sickness absence levels through review of management of absence policy and better training/support for line managers.
	January 2010
	Asst Director of HR

 Mgr Ops & Rwd

	D10
	Collaborate with Estates to review effectiveness of interface with Occupational Health services and consider benefits of alternative approaches. 
	January 2010
	Asst Director of HR

	D11
	Lead the development of initiatives to promote the HEFCE Well-Being Agenda at the College.
	July 2011
	Asst Director of HR

	D12
	 Review effectiveness of current collective bargaining structures and develop strategies to enhance engagement with trade unions.  Consider alternative approaches to effective employee engagement
	July 2010
	Director of HR

Asst Director of HR

	D13
	Tender for, commission and implement staff survey.  Review results in collaboration with other HR sections and senior managers across college to inform development of future strategies.
	July 2011
	Asst Director of HR

	D14
	Support implementation of new Library and Information Services Division and other change processes which occur during the lifetime of the strategy.
	September 2009
	Asst Director of HR


P

	riority Area E:
Equality & Diversity



	Lead Manager:  HR Manager Information & Equality



	This area of the Strategy supports the following strategic aims of the 2009/13 Corporate Plan:



	6.1  Promoting the RVC’s engagement with the wider community locally, nationally and internationally

6.2  Ensuring that the College’s commitment to equality of opportunity is reflected fully in the recruitment, admission and subsequent support of students from all backgrounds in support of widening participation 

7.1  Attracting developing and retaining the people the College needs to deliver its strategic and operational objectives

7.2  Ensuring that the College continues to welcome and support people from diverse backgrounds across all sections of the community

7.4  Working together and in collaboration with others to achieve excellence and release potential 

7.5  Ensuring the delivery of a high quality Estate that contributes to the College’s vision for excellence




	Current Position for Priority Area E


	The strategic aims listed above demonstrate that the link between this area of the HR Strategy and the objectives of the Corporate plan is the developing need to embed and integrate diversity into the mainstream activities of the College.
This need was identified as a key outcome of the Self Assessment process, but has ironically been inhibited over the lifetime of the 2007/09 Strategy by the torrent of legislation and regulation in this area which resulted unavoidably in a reactive dash for compliance at the expense of initiatives more tailored to the specific needs of the College, for example the link between disability and Fitness to Practice, and the developing gender imbalance in the veterinary profession.
Nevertheless, the consultation processes associated with the Public Duties provided an opportunity to develop approaches to Diversity at the College which both secured compliance and began to make it more relevant to the working lives of employees, for example through the developing programme of Equality Impact Assessments.

In 2007/08 HR Strategy monies were used to fund a Project Team to support the establishment of the College’s Equality Strategy Working Group which is chaired by the Assistant Director of Clinical Services, administered from the Principal’s office, and brings together representatives from every area of the RVC.  This is an important development because it will enable the integration of diversity strategy and policy relating to staff, students and clients as best practice now advocates.

The integration of responsibility for E&D and Management Information within HR from the beginning of this strategy will enhance the capability of the function to support this agenda, but if it is to be fully realised effective collaboration between the Widening Participation, Registry and HR functions will be essential.



Programme of Action:
Priority Area E
	
	EQUALITY & DIVERSITY
Action
	Timescale
	Responsibility

	E1
	Continue to actively promote the work of the Equality Strategy Working Group as the forum for the development of E&D policy and the monitoring of its implementation across the College.  Ensure that the ESWG is fully integrated with the strategic development of the Student Experience, Community Engagement and people agenda of the institution.
Conduct programme of staff communication to highlight the role and range of responsibilities of the ESWG.
	On-going
December 2009
	ESWG

HR Mgr Info & Equality

	E2
	Lead on employment related aspects of on-going delivery of College Gender Equality Scheme, monitor and report progress against targets in Action Plan to ESWG, Council and wider community.
	On-going
	ESWG

HR Mgr Info & Equality

	E3
	Lead on employment related aspects of on-going delivery of College Disability Equality Scheme, monitor and report progress against targets in Action Plan to ESWG, Council and wider community.
	On-going
	ESWG

HR Mgr Info & Equality

	E4
	Lead on employment related aspects of on-going delivery of College Race Equality Policy & Plan, monitor and report progress against targets in Action Plan to ESWG, Council and wider community.

Review and revise policy and plan ahead of implementation of Single Equality Scheme (E refers).
	on-going

April 2010
	ESWG

HR Mgr Info & Equality

	E5
	Review Policy on Age Discrimination in light of outcome of forthcoming case law decisions (e.g. Heyday)
	April 2010
	ESWG

HR Mgr Info & Equality

	
	Consult on, finalise and implement new anti-discrimination policies covering sexual orientation and religion or belief.
	July 2010
	ESWG

HR Mgr Info & Equality

	E6
	Consult staff on purpose and effectiveness of Equal Opportunities policy framework, consult on and implement changes which make diversity meaningful to staff.  Develop a ‘Single Equality Scheme’ in line with HEFCE Guidance within the lifetime of the strategy.
	July 2011
	ESWG

HR Mgr Info & Equality

	E7
	Monitor effectiveness of process in place to support maintenance of ‘Two Ticks’ award and revise practices accordingly.
	April 2010
	HR Mgr Info & Equality
HR Mgr Recruitment

	E8
	Re-launch new on-line diversity training package with effective communication process, and develop and implement effective monitoring, evaluation and feedback mechanisms.
	September 2009
	HR Mgr Info & Equality

HR Mgr Recruitment

	E9
	Deliver the outcomes which emerged from the 2008 Equality Impact Assessment of HR processes and procedures.
Conduct a further Impact Assessment in HR within the lifetime of the strategy.

Support the effective roll out of the Impact Assessment process across the College under the leadership of the ESWG.
	April 2010
July 2011

On-going


	ESWG

All HR Mgrs

	E10
	Continue to promote the College’s Dignity at Work Procedure as the principle means of resolving Harassment & Bullying issues for staff and students.  Develop and extend the network of Harassment Advisers.
	On-going
	Asst Director of HR

HR Mgr Info & Equality


Programme of Action:
Priority Area E
	
	EQUALITY & DIVERSITY
Action
	Timescale
	Responsibility

	E11
	Review current diversity monitoring mechanisms and communication processes, to integrate reporting on staff, students and clients.  Through ESWG enhance reporting to SMG and Council.
	December 2009
	ESWG

HR Mgr Info & Equality

	E12
	In response to the changing gender profile of the veterinary profession and other demographic developments, consult staff, and revise existing and develop new policies and other approaches which meet the needs changing workforce.  Balance these needs with the on-going organisational imperative of maintaining operational efficiency.
	July 2011
	HR Mgr Info & Equality

Asst Director of HR

	E13
	Collaborate with the Registry to develop new approaches to protect the mental health of staff and students.
	July 2010
	HR Mgr Info & Equality

	E14
	Continue to fund appointment of Cleaner/Porter post in Estates as part of College commitment to Disability Equality
	On-going
	Director of HR


	PRIORITY AREA F:
HR Information




	Lead Manager:   HR Manager Information & Diversity



	This area of the Strategy supports the following strategic aims of the 2009/13 Corporate Plan:


	1.1  Developing a range of facilities for improved support of the student experience and effective delivery of the Learning, Teaching and Assessment Strategy
1.2  Optimising the quality of the student experience educationally and socially by providing variety and depth of learning environments and social amenities

2.1  Developing and effectively delivering a portfolio of programmes appropriate to the whole veterinary team

3.1  Incentivising high performing researchers to lead multi-disciplinary teams such that each research group holds at least one programme grant

4.1  Consolidating the RVC’s position as the leading European centre of veterinary clinical excellence, influencing and adapting to the changing needs of both the veterinary profession and the community in general

6.1  Promoting the RVC’s engagement with the wider community locally, nationally and internationally

6.2  Ensuring that the College’s commitment to equality of opportunity is reflected fully in the recruitment, admission and subsequent support of students from all backgrounds in support of widening participation 

7.1  Attracting developing and retaining the people the College needs to deliver its strategic and operational objectives

7.2  Ensuring that the College continues to welcome and support people from diverse backgrounds across all sections of the community

7.4  Working together and in collaboration with others to achieve excellence and release potential 

7.5  Ensuring the delivery of a high quality Estate that contributes to the College’s vision for excellence

7.6  Developing integrated information services appropriate to the College’s mission and the demands of its students




	Current Position for Priority Area F


	Although the transactional aspect of HR IT will always be important, the recognition of its strategic significance and the decision to resource it accordingly has been fully vindicated during the period of the last HRS.  The structure of the HR Team recognises HR IT as the ‘glue’ holding all the other areas of the function together, and through which its contribution as a whole to the life of the College can be magnified. The strategic aims listed above demonstrate this in that the link between this area of the HR Strategy and the objectives of the Corporate Plan is that it has become an ‘enabler’ of initiatives across the full range of the RVC’s activities.
This will continue to be achieved over the lifetime of this strategy in three main ways:-

·  exploitation of the new ITrent system and available reporting tools to produce the management information necessary for informed strategic and operational decisions about people;
· Development of the HR website externally as a tool for marketing the College as an employer of choice, and internally as a source of services and information for staff;
· Development of electronic solutions to administrative issues which both improve efficiency and increase the flow of information.
Sections A to E of this Programme of Action demonstrate how improved IT has enhanced capability in all other areas of HR.  In Priority Area A this has been through the introduction of ITrent and the consultation on the Remuneration Policy Review; in Priority Area B it has been through the seamless implementation of e-recruitment; in Priority Area C the introduction of electronic booking processes; in Priority Area D through better flows of information on casework; and in Priority Area E through consultation on the development of the statutory equality polices and the extension of monitoring and reporting to the ESWG.  Under Priority Area F itself, credible management reporting about people has been introduced for Heads of Department, SMG and Council, and the HR website is the third most visited section of the College intranet.
Over the lifetime of this strategy we will continue to build on these improvements, through, for example better provision of e-HR self service for staff, further refinement of e-recruitment, integration of staff and student diversity reporting and development of management tools such as activity profiles for academic staff.  At the same time, the emphasis will shift towards better integration of the various systems within and outside of HR so that administration and management information is further improved and better utilised.



Programme of Action:
Priority Area F
	
	HR INFORMATION

Action
	Timescale
	Responsibility

	F1
	Continue to review and improve IT capability within HR, so that it underpins the effectiveness of the function across all Priority Areas.
	On-going
	HR Mgr Info & Equality

	F2
	Conduct Data Integrity Exercise during course of implementation of ITrent.
	October 2009
	HR Mgr Info & Equality

	F3
	Continue to develop, implement and review effective HR management reporting at College and departmental level which enhances strategic decision making; as well as meeting the requirements of regulatory bodies such as HEFCE, HESA, ECU and CEHR.
	On-going
	HR Mgr Info & Equality


	F4
	Following Phase 1 implementation of ITrent HR/Payroll system, deliver Phases 2&3 to achieve optimal management reporting, transactional efficiency within HR, and e-HR services to managers and staff within the lifetime of the strategy.
	July 2011
	HR Mgr Info & Equality

HR Mgr Ops & Rwd

	F5
	Provide technical and analytical support for delivery of Remuneration Policy Review and Equal Pay Audit under Priority Area A (A1a-A1i and A5 refer).
	October 2010
	HR Mgr Info & Equality

All HR Mgrs

	F6
	Work with the VPs T&R and academic HoDs to develop workable ‘activity profiles’ for academic staff which support the delivery of Remuneration Policy Review recommendations, as well as the wider teaching, research and clinical objectives of the College.
	July 2011
	HR Mgr Info & Equality



	F7
	Improve and re-launch HR Website on both College intranet and the internet as:-

· a key source of HR information internally which supplements e-HR services for managers and staff;

· a key source of information and support for job applicants and new starter which enhances the College’s recruitment proposition.
· a source of information on HR procedures and processes in compliance with Data Protection, Freedom of Information and anti-discrimination legislation;

· an effective bridge between the College and regulatory agencies such as UKBA, CRB and ISA. 
	January 2010 and on-going
	HR Mgr Info & Equality

All HR Mgrs

	F8
	Exploit existing technology (e.g. BOSS) to enhance accessibility of training programme and, in particular, the monitoring and review of the off-job training programme (C5 refers).
	July 2010 and on-going
	HR Mgr Info & Equality

Staff Dev Adviser

	F9
	Enhance performance management through development and implementation of effective flows of information within HR and between HR other functions and line managers (D4 refers)
	On-going
	HR Mgr Info & Equality

All HR Mgrs

	F10
	Provide technical support for on-going monitoring and enhancement of e-recruitment processes to improve administrative efficiency, develop management reporting and supports job evaluation process (B8 refers).
	July 2011
	HR Mgr Info & Equality

HR Mgr Recruitment

	F11
	Provide technical support for standardisation of administrative processes within HR which ensure efficient, consistent and accessible administration of transactional HR activity across the College (A10 refers).
	July 2010
	HR Mgr Info & Equality

HR Mgr Ops & Rwd

	F12
	Review and improve audit trails within HR and between HR and Payroll (A10 refers)
	December 2007
	HR Mgr Info & Equality

HR Mgr Ops & Rwd

	F13
	Review and enhance Diversity Compliance monitoring and reporting for external bodies such as HEFCE and HESA, as well as ESWG, SMG and Council (E11 refers).
	July 2008
	HR Mgr Info & Equality




APPENDIX 1

The RVC’s Mission & Values
	THE COLLEGE’S MISSION



	We will enhance our global reputation as an outstanding independent veterinary college by:

· Improving the quality of the student experience educationally and socially

· Delivering excellent education through the best methods and progressive practice

· Undertaking research of international quality in focussed areas of global significance for animal and human health

· Improving animal health and welfare by the provision of outstanding clinical activity across animal species

· Engaging with the business community and exploiting our novel ideas

· Promoting public health and supporting society through the study of the relationships between people, animals and food

· Engaging fully with local, national and international communities and all our stakeholders




	THE COLLEGE’S VALUES



	Staff and students of the Royal Veterinary College will:

· Act with integrity, honesty, and informed courage of conviction

· Be committed to, and exercise responsibility for their own personal, academic and professional development

· Show fairness, professional impartiality and diligence

· Value diversity across disciplines, cultures and expertise

· Be explicit and straightforward, compassionate and respectful in their dealings with fellow staff and students, clients and visitors

· Accept responsibility for their actions

· Accept and take due account of feedback, given in whatever form

· Demonstrate a caring attitude and high ethical standards towards animals

· Respect the College’s physical environment and property

· Aim for excellence in educational endeavours




APPENDIX 2

The RVC’s Strategic Aims & Objectives
	1.  Success in developing excellence in the student experience will be achieved by:



	1.2 Developing a range of facilities for improved support of the student experience and effective delivery of the     Learning, Teaching and Assessment Strategy
1.3 Optimising the quality of the student experience educationally and socially by providing variety and depth of learning environments and social amenities

1.4 Recruiting and effectively supporting the most talented applicants to all courses from all backgrounds



	2.  Success in enhancing excellence in education will be achieved by:



	2.1  Developing and effectively delivering a portfolio of programmes appropriate to the whole veterinary team
2.2  Offering education in basic business skills and an introductory level of entrepreneurship training

2.3  Across all programmes, consolidating outcomes based approaches to curricular design, with emphasis on    relevance, reliability and variety of assessment

2.4  Across all programmes, developing learning and teaching approaches in line with the Learning, Teaching and Assessment Strategy and in support of outcomes based assessment relevant to modern clinical, scientific and business professionals

2.5  Disseminating best educational practice through publication of educational research results



	3.  Success in enhancing excellence in research will be achieved by:


	3.1  Incentivising high performing researchers to lead multi-disciplinary teams such that each research group holds at least one programme grant
3.2  Prioritising multi-disciplinary research programmes that address questions from molecule to the patient or population level drawing widely on academic expertise across the College

3.3  Building capacity (through new appointments) in bioinformatics and quantitative biology to develop core support for a ‘systems biology’ approach
3.4  Consolidating existing and initiating new partnerships complementary to the College’s strengths, ensuring the RVC is an equal in such partnerships

3.5  Building capacity in animal welfare to ensure this discipline is integrated into the College’s programmes adding value and promoting these through outreach activity

3.6  Integrating musculoskeletal, cardiovascular and developmental biology research by developing a multi-disciplinary programme focusing on the effect of lifestyle on health, encouraging comparative biomedical approaches

3.7  Developing research on Biodiversity and Conservation of species within the existing framework of Reproduction research

3.8  Developing innovative educational research programmes which explore the knowledge economy based paradigm shift in learning, and set standards and develop model curricula for veterinary and para-veterinary education



	4.  Success in enhancing clinical activity will be achieved by:



	4.1  Consolidating the RVC’s position as the leading European centre of veterinary clinical excellence, influencing and adapting to the changing needs of both the veterinary profession and the community in general

4.2  Integrating clinical services, undergraduate and postgraduate education and clinical research

Developing strategic alliances with partner organisations and practices to enhance clinical service as well as the educational and research activities of the College

4.3  Achieving a significant growth in caseload (first opinion and direct referrals) driven by major investment in targeted services and facilities 

	5.  Success in developing excellence in business engagement and international activity, including international student recruitment, will be achieved by:



	5.1  Increasing the revenue from commercial activity and robustly protecting intellectual property where appropriate
5.2  Developing the London BioScience Innovation Centre as a world leading focus of interactions between life scientists and the business community
5.3  Promoting the RVC as a leading provider globally of innovation in the veterinary sciences

5.4  Implementing a targeted increase in undergraduate and postgraduate international student recruitment



	6.  Success in developing excellence in community engagement will be achieved by:


	6.1  Promoting the RVC’s engagement with the wider community locally, nationally and internationally

6.2  Ensuring that the College’s commitment to equality of opportunity is reflected fully in the recruitment, admission and subsequent support of students from all backgrounds in support of widening participation 


	7.  Success in enabling excellence will be achieved by:



	7.1  Attracting developing and retaining the people the College needs to deliver its strategic and operational objectives
7.2  Ensuring that the College continues to welcome and support people from diverse backgrounds across all sections of the community

7.3  Creating the infrastructure that will enable the College to achieve global pre-eminence in veterinary and para-veterinary education, research and clinical service

7.4  Working together and in collaboration with others to achieve excellence and release potential 
7.5  Ensuring the delivery of a high quality Estate that contributes to the College’s vision for excellence

7.6  Developing integrated information services appropriate to the College’s mission and the demands of its students

7.7  Ensuring long-term financial sustainability through embedded risk-based financial planning, budgeting and control that directly supports all of the principal activities of the College

7.8  Harnessing support for the RVC’s mission through the Development Office




� As of 1 January 2009
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