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1
Purpose

The purpose of this strategy document is to outline the main issues and general direction of the college in developing and supporting HR in the period January 2007 to January 2012.  The document will underpin consultation with managers and staff, and will help to set a framework for long term decision making.  The decisions made through this period will continue to be developed through consultation and negotiation, and will fully reflect our continued intention to be a good employer and the employer of choice for our staff. The thinking outlined reflects the wider HR issues of the college, delivered through managers and staff across the college, not simply the activities of the Personnel Department or Staff Development.

2
Introduction

There are a number of changes related to the context, the law, the needs of the college and expectations of staff that all inform change.  The main influences are
· Changing technology for learning and administration

· Upgrading of the campus

· The legal treatment of part time and temporary staff

· The legislation on age discrimination

· Child protection legislation

· Growing legislation and higher expectations relating to equalities

· The college need to have flexibility to deal with peaks and troughs

· The changing needs in different occupational sectors

· The growth in schools and commercial activity
· Increasing international work
· Changes in curriculum priorities and qualifications delivered

· The need for greater efficiency and effectiveness
· Self evaluation of Personnel, Staff Development and management functions

· The need and expectation for further training and development

· The expectation of greater flexibility at work

3
Values and Priorities
Throughout this 5-year period HR planning will reflect the general principles and values of the College.  These include the College’s broad commitment to equality and diversity, to be an employer of first choice and to be at the forefront of good practice. The HR Strategy will continue to support the priorities outlined in the Strategic Development Plan, and will do so with the prime intention of supporting and motivating good staff.

4
Organisation design and development

a
College structure

We will review the college management structure in 2006/7 in line with initial indications, and try to identify the main strengths and weaknesses of the Faculty Structure, SMG responsibilities, and committee structure.  Any adjustment needed will follow from the review process.  To ensure objectivity, external support may be required for this work.

The structure should 

· Facilitate good communications

· Will ensure efficiency, effectiveness and good use of staff time
· Keep the college spend on senior management at or below the sector average

· Allow for the efficient deployment of staff

· Continue to support the delivery of the College strategic objectives
· Ensure the college can support development and move forward positively
b
Woking with changing client groups 

School links will be a continuing area of college work with an increasing level of activity.  There will continue to be a central co-ordinating role to ensure the links are managed effectively, and that there is a clear focus for any development or problem solving.  It will continue to be supported by staff development, particularly where staff are less familiar with working with under 18s.  The hard to reach groups such as the NEET group will also continue to be targeted as a priority reflecting national priorities.

The school/college work should be an area of  expansion

· Link to the Glasgow City Council approach to vocational training

· “At risk of becoming NEET” group – likely to be a growing priority, and would involve liaison with schools
· Ensure staff development takes full account of the changing client groups
c
Commercial development

The college will look to increase returns from commercial activity, with some expansion overall.  This will be done largely through a focus on higher levels of return in the activity undertaken.  This work will involve strengthening the Marketing teams activities on commercial work and providing staff development and support in commercial activity.  This will lead to 

· Improved returns on commercial activity, based on an increased focus on higher value work

· A greater focus on international work

d
Self evaluation and quality enhancement

The self evaluation process for support services is fairly well embedded.  It will continue to underpin improved performance, both in efficiency and effectiveness.  This should involve

· Continued use and development of the self evaluation framework for personnel and staff development

· Supporting the self evaluation of managers in reflecting upon their own performance

· Promote the use of self evaluation as a means of judging the impact of staff development

5
Pay and reward modernisation

A  Be the employer of first choice

The college will aim to attract and retain the best staff through positive personnel practices.  This should help us retain good staff, attract the best, and create a positive image of the college. It will also ensure that we remain at the forefront of good practice. To do this we will

· Aim to pay in the top quartile of Scottish colleges subject to affordability

· Support  strong and attractive pension arrangements

· Continue to develop family friendly policies

· Look for further benefits and support for staff to make working life more rewarding

b
Job Evaluation

A process will be put in place to give greater confidence in fairness and objectivity when concerns are raised over grading, or new posts are created.  A job evaluation scheme should be developed and adopted that will focus on the complex area of support staff, ensure minimum disruption related to implementation and be an agreed model.  This should

· Ensure compliance with equal pay legislation and good practice

· Promote a confidence in and perception of fair treatment 

· Ensure the maximum objectivity in grading decisions

6
Legislative requirements and good practice

a
Good Practice

The College would seek to continue to be a leader in the sector and find and learn to enhance good practice from a multitude of places.  The College would take account of any major reports that reflect on lessons learned in other Colleges.  This will be reflected in the College commitment to
· Continue to foster positive employee relations

· Engage fully with trade unions 

· Encourage the staff sense of shared values and community
· Demonstrate good practice in openness and transparency
b
Benchmarking

Benchmarking information continues to provide helpful comparisons to allow us to better understand areas of potential improvement.  We will continue to use benchmarking information from national sources (such as the SFC information) and by working collaboratively with other specific colleges.  Benchmarking is also a means of identifying good practice or interesting practice that we may consider, so will help support quality improvement and the useful sharing of information.  This work will include reviewing SFC data on staffing costs and use to help understand areas for improvement.  We will also have continued involvement in formal benchmarking, and share information with other colleges regarding staffing information, policies and procedures.  Continued benchmarking activity should

· Provide information to help judge our relative costs

· Give us a focus for improving value for money

· Speed up personnel development work through identifying good practice that we can share

c
Health and Safety

The college arrangements for health and safety will need strengthened in the coming period to take account of changes.  Most of this work will impact upon managers,.  The major change nationally is the growing concentration on work related stress, and the college will work with the HSE Management Standards to ensure compliance with best practice.  The work will involve Personnel taking a lead in this area, supported by all managers.  This should

· Ensure robust processes are in place to minimise unhealthy stress for all staff 

· Minimise absence or work difficulties related to stress
· Continue to work to support a healthy working environment
d
Collaboration

The personnel and staff development activities of the college have always been founded on good collaboration with other colleges.  These will continue through SFEU Communities of Practice and other external links.  As a result of collaboration, we will

· Minimise time to develop new policies, procedures or guidelines

· Share good practice in HR activity

e
Student protection/child protection

The briefing of staff and the need for Disclosure Checking has been embedded in practice, as has our reporting system for student/child protection.  This system will be developed further to fully incorporate the protection of vulnerable adults.  This work should

· Ensure all staff are familiar with what to do should a student disclose abuse

· Confirm no staff are restricted from working with children or vulnerable adults

f
Contracts of employment

Changes relating to the treatment of part-time workers will, over a period, have an impact on the nature of contracts within the college.  There will be a need to review the way that varying contracts and rates of pay are determined, and to review how the contracts allow the college to cope with peaks and troughs of demand.  It is difficult to be absolutely clear on all the implications, as there is not yet a body of case law.  However, this is likely to lead to 

· A review of evening and leisure contracts

· A greater need for fixed term appointments

· The administrative need to have a redundancy process 

· A clearer requirement on staff to have appropriate IT skills

· A need to embrace international work within our planned contracts 
· Clearer guidance on flexible working and time off in lieu
g
Equalities

The growing work on the range of equality issues is increasing the work related to providing evidence of fair and inclusive treatment.  Where the college is building upon positive experience, the continued work is likely to have an on-going impact on recruitment and support processes.  All of the six equalities recognised in recent government thinking are important, and the recent legislation relating to age is likely to have a more noticeable impact. This is likely to lead to

· More pro-active recruitment processes where there is under-representation within the staffing

· Greater monitoring of development and progress of specific groups

· Extended staff development for managers
· Shorter incremental scales based only on annual progression

· Qualification or skills requirements being linked to incremental progression

· More part-time contracts being offered

7
Performance management and development

a
Leadership development

The main activities here include the internal Management Development programme of workshops, and support for external professional networks.  In addition, secondments that will help develop managers and potential managers will be supported.  Further work will be done to help managers assess their competencies and to ensure programmes take account of individual and college needs.  This should lead to

· A more systematic mechanism for assessing development needs of managers
· A more comprehensive programme of CPD relating to leadership

b
College CPD

Continuous Professional Development should be made available to all staff.  Improvements need to be made in promoting the wide range of CPD opportunities, and in ensuring all activity is properly recorded and evaluated.  As part of this process, a more rigorous induction for new staff and for staff newly promoted will be developed.  This may use on-line support as well as personal delivery. As a result of these changes, the college will have

· A comprehensive system for delivering and assessing the effectiveness of induction

· An appropriate CPD file for every member of staff

· A policy on work placement 

· A set of (annual) compulsory activities where legislative or college needs require it

c   Improving effectiveness and efficiency
The general thrust of government to push for greater efficiency will need to be reflected in our working practices. In addition, our need to develop more effective provision will mean a need to ensure we get the best value from our staff and resources. This will mean

· A major emphasis on staff development and CPD at all levels

· A mechanism to identify and deal with poorer performance

· Periodic review of structure and work practices to ensure we are working most effectively

· Continued use of benchmarking and external links to bring new ideas for improvement
8
Teaching Qualifications
The provision of TQFE and the Professional Development Awards that carry credit have been subject to a high level of support and high uptake.  Although there are some changes in due process in these qualifications, it is intended to continue to provide significant support taking account of early access to training and credit transfer between awards. In supporting this work, the college will have

· Over 90% of teaching staff holding a formal qualification in teaching and learning

· A contractual requirement for TQFE or equivalent within a determined period of joining the college for all teaching staff with permanent hours

9
HR Development
a
Operational delivery
Most of the administrative processes will be described and managed through the Personnel and Staff Development operational plans. A number of other staff are involved in the development and delivery of CPD, including a number of cross college posts. Therefore wider engagement in planning and delivery will be a priority. Improvements in the sharing of information, processing of information and the use of IT should

· Reflect a need for improved CPD planning and recording processes

· Support quicker turnaround times for information

· Make more information readily available to managers

b
Future direction

The College will ensure that all staff focus on ‘The Cardonald Experience’ for students and in so doing will develop themselves and others under their supervision appropriately.  Underpinning decision-making in HR will be the need to motivate staff and promote a willingness to continually improve.  This will ensure that the students get the best possible experience in years to come.  To ensure this positive vision is realised, the College should 

· Ensure our practice continues to motivate staff

· Ensure we have policies in place to promote innovation and improvement

· Enhance the quality of leadership throughout the College

· Be radical and innovative in our approach to improvement

