






•	 continue to work in partnership with the Health and Safety 	  
	 team (H&S) to ensure that statutory and university-wide 
	 training needs in this area are implemented cost effectively, 
	 smartly and consistently, that those with delegated H&S 
	 authority are fully equipped to fulfil their role and that all staff 
	 see H&S as their own personal responsibility

•	 devise an academic-led leadership development programme 
	 in partnership with the Directorates of Teaching and Learning 		
	 and Research and Enterprise so that academic leaders are 
	 equipped for their academic and research leadership activities 		
	 within an enterprise framework

•	 construct and deliver on a regular basis to selected cohorts of 	 	
	 staff a ‘Leaders of Tomorrow’ development programme as 		
	 part of the university’s succession planning agenda

•	 equip and enable Enterprise Enablers at all levels of the 	 	
	 university

•	 review the existing Learning and Development Policy 
	 and develop a People Development Policy and Procedure, 
	 including consideration of the Higher Education Academy 
	 CPD Framework for academic staff

•	 develop a Capability Procedure

•	 undertake an annual training needs analysis of corporate 	  
	 level training needs, including those needs driven by 
	 legislation/compliance requirements and design, deliver and 
	 evaluate a corporate level training plan each year

•	 undertake ‘fitness for purpose’ evaluations on a regular basis 	 	
	 involving staff as stakeholders
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Motivating for 
Performance - New 
Pay & Reward

The HR Directorate 
responded positively to 
the implementation of 
the National Framework 
Agreement for the 
modernisation of Pay 
Structures.  This involved 
a new local grading 
structure for university 
staff underpinned by 
job evaluation.  It was 
implemented with 
minimum increase to the 
pay bill.

Motivating for 
Performance – 
Valuing People

We piloted, throughout 
2008, a new approach 
to supporting those 
returning to work 
following absence 
so that we guide our 
leaders and assist them 
in developing their 
approach to enhancing 
the performance of people 
re-entering the university.  
This pilot is now being 
embedded as common 
practice and is just one 
example of our staff-
centric approach.



Motivating for Performance 
Strategies
The University of Plymouth makes a distinctive impact in Higher 	
Education over a sustained period of time because people enjoy 	
working here, are motivated to strive for excellence and feel proud 
of their university

We will:
•	 revise the academic and professional staff promotions policy 
	 ensuring it recognises and incentivises the needs of an 
	 enterprising university

•	 revise our flexible working policies so that people are able to 
	 make their full contribution to the diversity of work 
	 undertaken at the university whilst maintaining and protecting 
	 their well-being and ability to sustain high level performance

•	 further develop HR’s partnership working model so that 	 	
	 leaders are equipped and supported as they lead their teams 
	 and individuals, and HR develops plans with a full understanding 
	 of our customers’ needs

•	 develop and implement a staff Well-Being Strategy

•	 review and improve the management of absence within the 
	 university so that the contribution of staff is optimised 

•	 continue to provide employment law support and guidance to 
	 leaders

•	 develop an effective reward system that rewards enterprising 
	 activity/results and excellent leadership in a fair and equitable 
	 manner as part of a performance management system and 
	 undertake a post implementation review of New Pay & 	 	
	 Reward

•	 carry out regular Equal Pay Audits to ensure that the pay, 
	 terms and conditions of employment of all our employees do 		
	 not discriminate unlawfully and are free from bias

•	 review traditional career paths and encourage and enable 
	 people to increase their professional/workplace/practice 
	 engagement as we strengthen our enterprise ethos

•	 review our retirement policy to accommodate partial 	 	 	
	 retirement 9

Motivating for 
Performance – 
Understanding 
business needs

We have worked across 
faculties to understand 
their needs so that we 
tailor our advice and 
guidance and juggle the 
increasingly complex 
legislative requirements in 
such a way that manages 
risk yet achieves business 
need.  This approach 
has contributed to 
the university’s ability 
to attract, retain and 
motivate top academic 
and research staff – 
resulting in our excellent 
position in the Research 
Assessment Exercise 
(RAE) tables.



Customer Service Strategies
The customers of HR services and systems feel respected and 
valued because our ways of working/processes are responsive to 
their needs 

We will:
•	 further develop systems so that HR administration continuously 
	 improves its efficiency and delivery of services and is responsive 
	 to our customers’ needs and their feedback

•	 provide key HR information in a pro-active, coherent and user 	  
	 friendly manner so that key performance indicators are set, 
	 monitored and managed

•	 enhance the Customer Service processes and provide training 	 	
	 for users across the university so that our customers are able 		
	 to access the information they need, when they need it

•	 review and develop our HR Portal so that HR information and 
	 guidance is more accessible, user friendly and customer 		
	 focused

•	 review and develop our HR Policies and Procedures so that 	 	
	 they are fit for purpose and reflect the enterprise ethos of the 
	 university

•	 develop new systems that enable a reduced reliance on paper

•	 contribute to the optimal interfacing of other systems (e.g. 
	 Agresso) with Trent

•	 keep under regular surveillance and review recruitment and 
	 selection processes to ensure that the university continues to 
	 secure the best talent from the widest pool

•	 promote and evaluate for enhancement purposes the business 	 	
	 partnering model to ensure high levels of satisfaction among the 	
	 user community

•	 underpin the delivery of HR services and systems with service 
	 level agreements where appropriate

•	 undertake ‘fitness for purpose’ evaluations on a regular basis 	 	
	 involving staff as stakeholders
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Customer Service – 
Systems

The HR function has 
worked to improve 
customer service to 
managers and staff 
through the development 
of systems. This work has 
supported the delivery 
of the HR business 
partnerships, advice and 
guidance processes and 
allowed HR professionals 
to focus on more 
strategic developments. 
In particular, the 
implementation of the 
joint HR and Payroll 
system in March 2006 
was the start of an 
incremental programme 
of system development. 
This system combines 
maximum flexibility with 
sophisticated functionality 
for all HR and Payroll 
operations.



Strategy Implementation and 
Partnership Working 
Implementation of this strategy will depend upon proactive and 
collaborative business partnership working between the HR 
Directorate, the Change Academy, recognised Trade Unions, the 
Senior Management Team and leaders across the university.

The HR Directorate is responsible for contributing to and 
enabling the university’s strategic direction in a proactive and 
solutions focused manner whilst ensuring associated risks are 
minimised.  We are committed to further strengthening and 
developing our approach to business partner working and 
equipping and supporting our leaders to lead their teams.

Continuing and developing further our partnership working with 
our recognised Trade Unions is important to the successful 
implementation of this strategy and we are committed to working 
in partnership with them through both formal and informal 
mechanisms.

People with leadership responsibilities are key to the successful 
implementation of this strategy.  Our approach to equipping 
leaders to lead will seek to ensure that leaders motivate and 
engage with staff across the university in a focused and equitable 
manner that serves to fully release the potential contribution of 
our staff to enhancing the university’s reputation and the student 
experience.
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Customer Service – 
UK Border Agency 
Accreditation

During 2008 HR 
successfully demonstrated 
that its processes and 
systems were compliant 
with the new UK Border 
Agency requirements 
and achieved an ‘A’ rating 
for Tier 2 Sponsorship 
Licence. This contributes 
to the university’s diversity 
aims and supports 
synergy between the 
recruitment of employees 
from overseas and the 
university’s student 
internationalisation 
agenda.
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