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“The University’s success has undoubtedly been founded 

on the talent and commitment of its most important asset – 

its workforce. Our People Management and Development 

Strategy is aligned with our mission, values and Corporate 

Plan and is designed to enable us to continue to recruit highly 

competent and committed staff. It also sets out the ways in 

which we will, through effective leadership and management 

and ‘fi t for purpose’ HR policies and practices, establish a 

diverse and inclusive working community within an environment 

that encourages engagement and wellbeing, and establishes 

the University as an ‘Employer of Choice’. ” 

Julie Dagnall, Director HRM Services



The PM&D Vision
Our people management and development 

vision is to recruit and retain a skilled, talented, 

diverse, fl exible and adaptable workforce, that 

is well-managed, well-motivated, appropriately 

trained, equitably rewarded, which performs 

well in pursuing and achieving the University’s 

mission, aims and objectives.

The University intends to achieve this vision by:

• developing an environment within which shared values can be 
demonstrated

• creating a diverse and inclusive working and learning community

• ensuring that the right people join and remain with the University

• developing confi dent and collaborative leaders and managers

• communicating and managing change effectively

• engendering a high performance culture underpinned by a 
commitment to lifelong learning

• promoting learning and teaching, research and scholarship, 
enterprise and knowledge exchange

• providing a safe and supportive working environment

• becoming an ‘Employer of Choice’



The PM&D strategy
Although these areas of activity are dealt with individually in the following 
pages, it is recognised that multiple interdependencies exist and that an 
integrated approach will be necessary to achieving the Strategy’s main aims.

The key people management and development priorities over the next 
fi ve years fall into the following six main areas of HR activity:

 Resourcing and Retention 

 Diversity, Equality and Inclusion 

 People and Organisational Development 

 Reward and Recognition 

 Workforce Communication and Engagement

 Workplace Health and Wellbeing.

Each area of activity is underpinned by an HR strategy and detailed action plan including 
SMART targets.
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Resourcing & retention
AIMS

To attract and retain a high quality, skilled, experienced, competent, committed and 
motivated workforce that the University needs to achieve its corporate objectives. To 
take steps to assess future people requirements and to develop recruitment strategies, 
selection methods and talent management processes which will ensure that the right 
quality of people join and remain with the University. 

To establish the University as an ‘Employer of Choice’, ensuring its approach to people 
management is underpinned by a set of core values which are applied consistently and 
that the employment framework offers the University fl exibility and offers staff modern 
employment practices based on equality of opportunity. 

To develop the institution’s workforce planning capability and ensure workforce plans are 
aligned and integrated with fi nancial and service planning thereby enabling the University 
to maintain a high quality and diverse workforce that is fi nancially sustainable.

Key performance indicators and measures 

• the extent to which the University is able to attract and retain high quality staff

• the extent to which workforce planning and succession planning are embedded in the 
University

• the extent to which the University is perceived as an “Employer of Choice”

• the extent to which the University’s workforce remains fi nancially sustainable



Diversity, Equality & Inclusion
AIM

To establish a diverse and inclusive working community underpinned by the principles of 
openness and transparency, where equal opportunities are available to all and staff are 
treated equitably and fairly and are respected as individuals bringing their own unique 
experiences and perspectives to work.

Key performance indicators and measures

• the University has clear and transparent diversity, equality and inclusion principles, 
procedures and practices guiding recruitment, selection and promotions practice

• the extent to which the University demonstrates through its HR practices a diverse staffi ng 
profi le and equality of outcomes

• the extent to which staff feel the University is committed to equality of opportunity for all, 
values diversity and respects individuals



People & organisational 
development
AIMS

To build leadership and management capability within the institution, developing a culture of 
leadership, managerial and supervisory excellence that encourages communication, fosters a 
climate of trust and mutuality, develops working relationships, engages staff and encourages 
individual and team contribution.

To increase the capabilities and potential of people by providing learning and continuous 
development opportunities. This will be achieved by ensuring as far as possible that everyone in the 
organisation has the knowledge and skills and reaches the level of competence required to carry 
out their work effectively, that the performance of individuals is subject to continuous improvement 
and that people are developed in a way that maximizes their potential for growth and promotion.

To develop a learning culture through the provision of relevant and accessible development 
opportunities, encouraging staff to take ownership of their own learning and development to 
enable them to learn effectively and reach their full potential and enhance and utilise their skills. 

To continue to develop and build HR capacity and capability, not only in terms of the HR 
professionals employed by the University but also those across the institution who have 
responsibility for managing people so as to achieve continuous improvement in the practice of 
people management.    

Key performance indicators and measures

Key performance indicators and measures 

• the extent to which the University develops, supports and values good leadership and 
management

• the extent to which leaders and managers carry out their duties confi dently and 
collaboratively, encouraging individual and team contributions

• there is a demonstrable commitment to learning and development throughout the institution

• the extent to which the competency framework is embedded and integrated at every stage 
of the employment life cycle

• the extent to which the University encourages and supports staff to engage with 
professionals, business and the community for the purposes of knowledge transfer and 
income generation



Reward & recognition
AIM

To develop fair, fl exible and affordable reward and recognition strategies 
and career structures that encourage creativity, innovation, commitment 
and high performance and enable the University to compete effectively 
in the labour market.

Key performance indicators and measures 

• the extent to which the University’s pay and benefi ts framework is 
attractive and competitive

• the extent to which staff feel fairly rewarded for their contribution

• the extent to which staff feel valued for their contribution

• the extent to which staff understand the pay structures and benefi ts 
package



Workforce 
communication
& engagement
AIMS

To ensure that the University’s values and vision are widely shared and 
refl ected in the everyday actions of staff at all levels both individually and 
collectively and that HR policy, procedures and practices refl ect and 
reinforce organisational values and culture and create an environment 
within which shared values can be demonstrated.

To ensure that change is successfully managed and supported through the 
establishment of an employee relations framework within which staff are given 
the opportunity of real consultation and involvement and that effective relations 
with the recognised trades unions UCU and UNISON are maintained.

Key performance indicators and measures 

• the extent to which staff believe the direction the University is moving 
refl ects the values expressed in its mission statement, vision and core 
values

• the extent to which the University environment is perceived as being one 
within which shared values can be demonstrated

• the extent to which staff feel they are kept informed and consulted on 
workplace changes and developments

• the extent to which staff feel that change is well managed



Workplace health
& wellbeing
AIM

To promote a working environment that is supportive, safe and free from harassment, that 
fosters health and wellbeing and recognises the importance of a healthy work/life balance.

Key performance indicators and measures 

• the extent to which staff feel safe and secure in their working environment and able to 
report any issues

• the extent to which the University through its various interventions and activities 
promotes the concept of “a healthy university”

• the extent to which staff have a positive perception of their working environment and 
work-life balance
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