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1.  Introduction - welcome to the University’s People Strategy – ‘Working for our 

Future’.   

 

The University of Chichester values its staff and strives to create a supportive and friendly 

community.  Levels of employee engagement are high, with 94 pc of staff confirming that the 

University is a good place to work and 91.5 pc indicating that staff enjoy their job1.  The University 

employs a diverse community of academic, research and professional services staff employed on two 

campuses at Chichester and Bognor Regis.  Staffing costs absorb just over 53 pc of the University’s 

income covering a variety of full-time and fractional contracts and a broad range of role 

requirements. Turnover for 2012-13 was 9.4 pc.  The health and wellbeing survey carried out during 

October/November 2013 asked respondents to score questions with the headings ‘never’, ‘seldom’, 

‘sometimes’, ‘often’, or ‘always’.  Survey outcomes indicated that 90 pc of staff always or often know 

how to go about getting their job done, with those answering ‘never’ or ‘seldom’ accounting for 

0.4pc of responses. The University scored higher than the comparison higher education data in 

aspects of job control, management support, peer support, relationships and change. 

 

The University has a good employment reputation and continues to attract high quality applications 

for posts, receiving 2150 applications in 2012-13 and large numbers of speculative enquiries.  There 

are comprehensive employment practices in place and an embedded staff development culture.  In 

2012-13, over 1,490 attendees supported the centrally organised staff development programme that 

is delivered by some of our most experienced staff and external partners.  In addition to centrally 

organised events, the PRDP process (Performance Review Development Plan) encourages staff to 

continue their professional development, aligning individual career aspirations to those of the 

University. A broad range of formal or informal development opportunities are available outside of 

the centrally organised programme including participation in working or project groups, networking, 

seminars, action learning sets, workshops, facilitated group discussions, peer observation, e-learning, 

‘away days’, mentoring, coaching and attendance at internal/external conferences and events.  The 

University supports people to continually expand their capacity, supporting and encouraging the 

concept of being a ‘learning organisation’.2 

 

Working for our Future is set in challenging times where students expect more effective services and 

value for money and where service and learning expectations are likely to increase. Workplace 

requirements are changing more rapidly and radically than ever before where a flexible and agile 

workforce is increasingly becoming the norm.  Employees expect a less rigid framework and a more 

understanding, supportive and holistic culture that acknowledges and supports not only work 

performance but also the many pressures and commitments in the non-work environment.  

 

For the University to continue to be sustainable and prosper, it is essential to continue to recruit, 

retain and develop high quality staff and to support and motivate staff at a time when workload 

pressures are increasing, pay awards are limited and uncertain, pension arrangements are under 

scrutiny, and the average age of the workforce is set to increase.  The University is seeking to 

identify and capitalise on opportunities for income diversification to invest in the student experience 

and the quality of the working and living environment, requiring a workforce with the right skills, 

attributes and leadership qualities to deliver our institutional mission and goals. 

 

The dedication, commitment and skills of all staff working at the University are fundamental to the 

University’s success and critical to delivering an excellent experience for our students.  The active 

                                                           
1
 Staff survey results 2011-12. Staff as at 31 December 2013: 923 academic, professional services, Associate 

Lecturers/Link Tutors, Research Assistants (not including hourly paid employees/external examiners).  
 
2
 Learning organisations are “…organisations where people continually expand their capacity to create the 

result they truly desire, where new and expansive patterns of thinking are nurtured, where collective aspiration 
is set free, and where people are continually learning to see the whole together…” (Peter Senge – 1990:2 – the 
learning organisation). 
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involvement of our students in the areas of priority will also enhance the delivery and quality of the 

staff and student experience. 

 

2.  Aims of the strategy  

This strategy sets out the direction that the University will follow in relation to supporting and 

developing individuals and teams of staff to deliver a sustainable and successful University.  The 

strategy has been informed by the strategic goals set out in our Twenty-Twenty Vision and 

organisational priorities and describes how staff working at the University will help to deliver and 

achieve University priorities. The strategy has also been influenced by a review of internal and 

external challenges affecting the University and the higher education sector, including the impact of 

legislation, technological developments and expectations around reward, recognition and work-life 

balance.  

 

The strategy supports a culture within which staff can continue to develop, flourish and contribute to 

our community in order to achieve our strategic goals. To build this culture everyone in the 

University needs to live the University’s values: 

 

‘People matter to us.  This means we strive to create a supportive community that is built upon relationships.  

It is these relationships that enable its members to exceed their expectations and it is, therefore, this ethos 

that governs how we behave.’ 

 

Over the period 2013-16, the strategy will help the University to achieve its mission ‘A University 

community that inspires and enables individuals to exceed their expectations’. 

 

The aims, objectives and key actions indicated are sufficiently flexible to respond to opportunities 

and changes over the next three year period.   

 

3.  Principles underpinning the strategy 

Working for our future focuses on the people element of our Twenty-Twenty vision, whilst the 

Human Resources Strategy (the HR strategic department plan) focuses on transactional and policy 

functions, processes and procedures, which will support the development and achievement of the 

people strategy themes. 

 

4.  The role of staff in supporting the strategy 

This strategy could not have been produced without the thoughts, ideas and input received from 

academic and professional services staff and members of the Students’ Union.  It is important for staff 

to continue to participate in consultations around Working for our Future as the strategy develops; 

for all staff to engage with the outcomes and actions indicated in the strategy themes; and, where 

relevant, for managers and heads of department to integrate the desired outcomes into their own 

departmental plans. Working for our Future will be available for all staff to view on Portia. 

 

In January 2014, the Chief Executive’s Team and heads of academic and professional services worked 

in partnership to review the characteristics of staff working at the University.  The desired 

characteristics of all staff were described as: 

 

 Working ‘for’ the University rather than ‘at’ the University. 

 Committed to widening participation and diversity. 

 Understanding of the collegial environment and its importance. 

 A student-centred approach in all things. 

 Commitment to innovation. 

 Willingness to work as part of ‘tight-teams’, accepting personal responsibility and supporting 

others. 

 Flexible over role. 

 Accepts need for feedback on performance and personal development. 
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5. Risks for the achievement of the strategy 

The key risks associated with realising the objectives of the strategy are: 

 

o As an enabling strategy, failure to commit to the desired outcomes and actions may 

limit the University’s ability to achieve its strategic aims. 

o An unwillingness of leaders/managers to support the development and engagement 

of staff may lead to a disengaged workforce or increased turnover. 

o National pay arrangements or the economic situation generally may impact on pay 

and conditions and increased competition in relation to attracting and retaining high 

calibre staff. 

o An unwillingness to help staff to adapt to change and/or working practices and/or 

student demand may result in poor student satisfaction and recruitment. 

 

As part of managing our risks, the University carries out a review of risks identified in order to 

ensure that we meet our risk responsibilities on a practical level, for example, legislative and 

regulatory compliance, health and safety issues, and business continuity planning. A Strategic Risk 

Register covers all key areas of the University, including Human Resources. A review of the risks 

identified will be undertaken to ensure that the risks do not impact on or adversely affect the 

achievement of the strategy. Any new risks identified will be added to the University’s risk register. 

 

6.  Strategic priorities 

Working for our Future is an enabling strategy that will respond to the changing environment and 

support other University strategies (for example the Learning and Teaching Strategy, the Research 

Strategy, the Enterprise Strategy and the Sustainable Development Strategy).  This strategy has three 

inter-related themes that will build on current strengths and support priorities: 

 

1. Future sustainability 

2.  Developing and rewarding staff 

3. Employee engagement and wellbeing 

 

The three themes are not addressed in priority order – all are of equal importance and will be the 

focus of the people strategy throughout the next three year period. Desired outcomes and key 

actions are indicated to ensure the realisation of the strategy. Further details about how the strategy 

priorities will be supported are indicated in the HR Department Strategic Plan. 

 

7. Theme One: Future Sustainability 

Competition within the HE sector and an uncertain funding context, allied to the need for greater 

income diversification, requires staff to engage in a culture of innovation and creativity and for 

managers to motivate and energise teams. The leadership challenge – to deliver excellent results and 

performance whilst maintaining staff engagement and affinity – is a considerable one.3 Exemplary 

leadership and management skills will be developed to support innovation and skills development and 

speed of decision-making. Emphasis will be placed on preparing managers to deliver change effectively 

through coaching, mentoring and professional development. 

 

Succession planning has been raised as a strategic issue in order to ensure that there is sufficient 

support available to meet University requirements and to proactively plan for and develop potential 

successors, enabling employees to become ‘the best they can be’ to get ready for emerging 

opportunities.  

 

Learning and teaching, research and innovation are synonymous with universities and as new 

academics begin their careers, or those academics with a mainly teaching background seek to 

undertake research, they will be supported in updating or acquiring good research skills and/or 

updating learning and teaching skills. Researcher development is a key part of the Research Strategy 

                                                           
3
 Changing Times in UK Universities (UHR). 
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and the University is committed to the principles of the ‘Concordat to Support the Career 

Development of Researchers’ (referred to as ‘the Concordat’).  The University achieved the EC HR 

Excellence in Research Award in 2013. 

  

 

7.1 Promote the University as an ‘employer of choice’ through effective recruitment, 

selection and induction. 

 

Desired outcomes: 

 Continue to successfully recruit and employ high-quality staff – the most effective and 

talented individuals are recruited at every level. 

 New and replacement roles are designed to be sustainable, adaptable and motivating for 

current and future post holders. 

 Recruiting managers continue to have a rigorous and fair approach to recruitment and 

selection. Systems are in place to ensure that job profiles and person specifications clearly 

articulate required criteria which are appropriate and fair. 

 Managers at all levels are committed to the effective induction of their staff to quickly 

develop the knowledge required for new/replacement roles.  

 Roles are identified that are suitable for Apprentices and Internships and support the 

employment of graduates/students. 

 

Key actions:  

 Continue to provide effective recruitment training for chairs of recruitment panels, managers 

and staff.  

 Tailor induction across the University to ensure that processes remain effective and 

reinforce the University’s values. 

 Ensure that terms and conditions of employment are reviewed where necessary to be able 

to adapt to new and changing requirements. 

 Continue to support the arrangements for the appointment of apprenticeships and graduate 

internships to enhance graduate skills and employability. 

 Refresh and update the ‘working for us’ website and the Human Resources page to support 

the recruitment of staff and the development of e-Recruitment and social media 

interventions. 

 

7.2  Recruit, develop and retain the successors for University leadership and ‘business 

critical’ roles. 

 

Desired outcomes: 

 Positions that are instrumental to achieving strategic and operational goals are identified 

(both in the short-term, in the case of emergency cover, and in the longer term). 

 Exemplary leadership skills and styles are developed at all levels.  

 Staff are prepared for leadership roles early in their careers so that they have the necessary 

depth and breadth of experience to take on larger roles and greater responsibility. 

 Leaders, managers, and teams regularly think about succession planning and the best way to 

structure responsibilities, teams and roles - managers and staff discuss short, medium and 

long-term plans as the need arises (for example changes in personal circumstances, phased 

retirement and/or retirement plans, changes in working arrangements/patterns, 

promotion/career prospects). 

 Support the development of early career researchers.  

 

Key actions: 

 Implement plans to develop potential successors, encouraging a culture that supports 

employee development, delegation of decision making, knowledge transfer, mentoring and 

coaching.  
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 Ensure that staff development arrangements support succession planning and career 

progression at all levels. 

 Encourage succession planning to become part of strategic/departmental planning and PRDP 

(Performance Review Development Plan) discussions. 

 Develop a leadership and management framework to foster a culture of effective 

management and employee engagement. 

 Develop the mentoring scheme and extend coaching to foster management styles in keeping 

with the University’s ethos and culture. Include support for new managers and those aspiring 

to be managers. 

 Support the development of early career researchers and the principles behind the EC HR 

Excellence in Research award, in close liaison with the Research Committee. 

 

7.3  Support and enhance a safe and sustainable working environment for staff and 

students. 

 

Desired outcomes: 

 Build long term, sustainable relationships of value with stakeholders in industry to grow and 

diversify income from a wide range of financially-sustainable academic and commercial 

activities. 

 Participation in the Higher Education Academy’s change programme will help to embed 

sustainability into the curriculum.  

 Staff and students are able to engage in the process of improving the University’s 

environment and sustainability performance. 

 BS 8555 re-accreditation is maintained with a focus on working towards achieving ISO 14001 

for the University’s environmental management systems. 

 Sustainable travel initiatives and a sustainable travel ethos are supported throughout the 

University community. 

 

Key actions: 

 Foster the development of the skills and aptitudes necessary for financial sustainability. 

 Continue to develop all staff – professional services, those involved in learning, teaching, 

research and consultancy – to enhance a sustainable working environment. 

 Implement actions and initiatives originating from the HEA change programme. 

 Support the thoughts, ideas and developments of the Green Campus Group and the Green 

Impact Scheme, working closely with the Students’ Union, staff and students. 

 Support the outcomes of environmental and health and safety audits and continue to provide 

effective environmental health and safety advice for staff and students. 

 

8.  Theme Two: Developing and rewarding staff 

The University recognises that its success is dependent on its staff and aims to support an 

environment where work is stimulating and rewarding and happens in a culture of diversity and 

inclusivity. The University continues to participate in national pay bargaining arrangements through 

the New JNCHES (Joint National Committee for Higher Education Staff) pay negotiating framework.  

The University’s Reward Strategy, which was introduced in 2007-8, will be reviewed through the 

Joint Consultative Group to ensure that it meets current requirements and reflects the most 

appropriate pay and reward mechanisms. 

 

8.1 Develop and support a high quality workforce to achieve the highest standards. 

 

Desired outcomes: 

 Effective performance (both individually and in teams) is recognised, celebrated and 

rewarded, particularly where it has exceeded expectations. 

 Staff receive and utilise regular, effective and constructive feedback to support them in their 

roles and enhance their performance. 
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 Staff at all levels participate in the PRDP (Performance Review Development Plan) process. 

 There continues to be is a high quality staff development programme in place to support staff 

in maximising their roles to enhance the student experience. 

 Terms and conditions of employment are fit for purpose, legally compliant, flexible enough to 

respond to new and emerging opportunities and consistently applied. 

 

Key actions: 

 Review the opportunities for celebrating and recognising success and exceptional 

performance – for individuals, teams, departments. 

 Recognise and celebrate length of service. 

 Review and enhance the current PRDP processes to enable on-line functionality and to 

ensure that the process provides an opportunity for individuals to reflect on what they are 

doing and how they might wish to contribute in the future. 

 Publish the staff development programme and continue to support tailored training events 

for individuals, teams and departments. 

 Support the development of terms and conditions of employment to meet University 

requirements. 

 

8.2   There is a fair and equitable reward strategy in place that supports the University’s 

objectives. 

 

Desired outcomes: 

 The University rewards excellence and success in a variety of ways through a reward 

strategy aligned with University goals. 

 Arrangements for pay and reward remain competitive for the appropriate labour market 

including non-pay benefits such as pension options, flexible working arrangements, maternity, 

paternity and parental leave arrangements, child care vouchers, and professional 

development opportunities. 

 Systems are in place to evaluate roles incorporating benchmarking, equal pay values and on-

going review. 

 The University works in partnership with recognised Trade Union representatives through 

its joint negotiating procedures on all aspects of pay and reward. 

 

Key actions: 

 Revise and enhance the University’s Reward Strategy and Negotiated Framework Agreement 

in partnership with the trade unions/Joint Consultative Group. 

 Review the recruitment and employment of hourly paid employees (commencing with the 

Appendix to the Reward Strategy) in partnership with the trade unions/Joint Consultative 

Group. 

 Support legislative changes and external requirements relating to pay and reward 

negotiations and the pension schemes.  

 

8.3   Decision making and accountability is understood across roles, teams, 

areas/departments. 

 

Desired outcomes: 

 All staff are able to exercise autonomy and discretion, within clearly articulated boundaries, 

to respond to opportunities, work collaboratively and maximise the effectiveness of their 

role/department/team/area. 

 Managers support a working environment that is built on trust and integrity allowing staff to 

utilise their experience and skills in the most effective way. 

 Managers identify and communicate critical strategic changes, setting direction and building 

understanding. Roles and requirements are clearly understood by post holders and those 

who work with them. 
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 Staff respond effectively to the range of our students’ expectations and deliver exceptional 

services. 

 

Key actions:  

 Promote flexible interdisciplinary and team working to provide opportunities for staff to 

broaden their experience, skills and knowledge and to work together within and across 

teams to respond innovatively to opportunities/challenges/projects. 

 Working in partnership with academic and professional services colleagues, shape, design and 

deliver strategically focused development to support staff to work within a changing 

environment. 

 

9.  Theme Three: Employee Engagement and Wellbeing 

Successful employee engagement strategies need the active support of senior leaders and line 

managers, aligning vision and values with job roles.  The relationship between good people 

management and the performance of the University is significant requiring an outstanding leadership 

team with managers who lead by example.  The University will continue to develop an environment 

where managers at all levels act as positive role models and are supportive, inspirational and forward 

thinking.   

 

It is essential for all staff to engage with the University’s mission, vision and values and to understand 

how their role contributes to the strategic aims of the department/area/University. Staff are 

encouraged to engage in identifying improvements within their department/area and across the 

University and ideas will be welcomed, carefully considered and wherever possible utilised.  

 

Good communication is vital in creating a climate for change – when staff understand the bigger 

picture, know what’s going on, and have opportunities to be heard, they become more empowered.  

All staff benefit from having more influence over their work and an opportunity to develop skills and 

expertise, and managers are encouraged to provide effective feedback, to maintain a positive working 

atmosphere and to encourage staff to engage with the University more widely, as well as within their 

area/department.   

 

Crucial to the University’s success is a healthy employee relations climate.  Employee wellbeing 

(including work-life balance and manageable levels of pressure) supports effective employee 

engagement, promoting a healthier, more fulfilled and sustainable working environment. The working 

environment reflects the type of employer we are and emphasis is placed on creating a healthy 

working environment, mindful of the need to achieve a fair work/life balance, equitable workloads 

and the promotion of initiatives that support staff in taking ownership for their own approach to 

maintaining a healthy lifestyle.  

 

Work is challenging; the quality expected of staff is high; but equally because we are all committed to 

the same goal, the University will provide staff with exceptional support. 

 

 

9.1  There is effective staff engagement within a supportive culture. 

Desired outcomes: 

 Staff indicate that they enjoy working in a supportive culture and a welcoming, inclusive 

campus community. 

 Effective working relationships exist between staff and between the University and its trade 

unions to support staff engagement and wellbeing. 

 Support is available for staff where they need help in improving their working relationships 

and/or managing conflict. 

 Effective and confidential coaching and mediation services are available for staff. 

 There is effective communication at all levels of the University and communication paths that 

people can contribute to. 
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Key actions: 

 Support the development of internal communications to ensure that there is a range of 

effective communication channels and opportunities for staff at all levels to put forward/share 

their ideas, and to have their ideas recognised. 

 Building on the surveys undertaken in previous academic years, carry out a further staff 

survey with a focus on employee engagement. 

 Continue to promote positive and inclusive behaviours with a range of interventions e.g. the 

promotion of a coaching and mentoring culture. 

 

9.2  Nurture a healthy working environment and provide support for work life balance 

priorities. 

 

Desired outcomes: 

 The Flexible Working policy, which provides an opportunity for staff with dependent 

responsibilities, is extended to cover all staff. 

 Ill-health is managed pro-actively and supportively, including making adjustments, to enable 

staff to fulfil the requirements of their roles. 

 Occupational health, counselling and coaching support is available for staff to support 

wellbeing and personal resilience. 

 The maintenance of staff health and wellbeing is assessed and monitored proactively, 

particularly in relation to pressure and stress. 

 

Key actions: 

 Provide a broad range of development opportunities for the promotion of a healthy working 

environment. 

 Support the Health and Safety Committee with the monitoring of health and 

wellbeing/sickness absence. 

 Provide support for ill-health including interventions for making reasonable adjustments. 

 Carry out a wellbeing survey, based on Health and Safety Executive standards, and action the 

outcomes. 

 

9.3  There is genuine equality and diversity in all that we do. 

 

Desired outcomes: 

 All staff continue to be able to attend training and development activities to promote an 

understanding of equality and diversity matters. 

 Inequality is challenged wherever it is found by staff, managers and students. 

 Policies, procedures and processes are assessed for equality and diversity dimensions. 

 The role of the Equality and Diversity Committee and the equality and diversity working 

groups maximise opportunities to support E&D initiatives, involving staff and students. 

 

Key actions: 

 The Equality and Diversity working groups (Disability Equality Group, Gender and LGB 

Equality Group, Race, Religion and Belief Equality Group) take a proactive lead in supporting 

awareness raising and staff/student initiatives. 

 Staff development opportunities are provided to support equality and diversity and dignity at 

work. 

 An annual equality and diversity report will be published reflecting progress/initiatives and 

essential data collection. The equality and diversity Scheme will reflect E&D policies. 

 The University will progress and support specific schemes that support diversity including 

Mindful Employer, Stonewall and the Disability ‘two ticks’ Schemes. 

 

  



The University of Chichester 

 
People Strategy 2014-17 – Working for our Future  11 

 

10.  Summary 

The key actions identified and the arrangements for supporting the desired outcomes will be 

supported by managers and staff in close collaboration with the team in Human Resources who will 

lead on the key elements of the strategy. Strategy progress will be monitored and reviewed through 

the annual planning processes. Key performance indicators and key risk areas are threaded into the 

Human Resources Department Strategic Plan. 

 

11. Additional information - Human Resources function 

The Human Resources function is a small department covering the areas of HR Services, 

Occupational Health and Wellbeing, Equality and Diversity, Staff Development, Environment and 

Sustainability and Health and Safety. The department supports both staff and students, working 

closely with the Students’ Union particularly around the areas of staffing, environmental health and 

safety, staff development and equality and diversity. The team also works closely with Student 

Support and Wellbeing and Careers and Employability, providing support for the contractual 

arrangements for students undertaking part-time, temporary roles whilst they are studying at the 

University.  The team is delivering a service for the Chichester Academy Trust in the areas of HR 

Services (i.e. recruitment and selection, contractual and TUPE arrangements), and environmental 

health and safety.  Joint staff development arrangements continue to progress with the University of 

Portsmouth and to a smaller extent with Chichester College, supporting staff and external 

organisations. 

 

This strategy aligns the human resources policies, practices and responsibilities with the University’s 

strategy and helps to assist in signposting the steps needing to be taken to make the strategy an 

operational reality. Underpinning this, the Human Resources team will support academic priorities 

and overarching strategies (for example, the Learning and Teaching Strategy, the Enterprise Strategy 

and the Research Strategy) whilst providing fair and consistent policies, processes and procedures 

which will encourage the recruitment and retention of the very best staff to the University and 

ensure that the University is legislatively compliant.  

 

HR has a key role to play in supporting organisational development and culture change. It is crucial 

for the team to enhance their professional capacity, to remain agile, to foresee and adapt to the 

changes ahead, and to develop best practice employment advice and guidance to support initiatives 

and interventions aimed at enhancing organisational effectiveness, employee engagement and 

wellbeing.  Key employment policies and procedures will be updated during the period of this 

Strategy, for example the University’s Reward Strategy, the Policy and Procedure for dealing with 

Organisational Change, the Flexible Working Policy, the Equality Scheme, the Dignity at Work Policy 

and other key employment and health and safety related policies.  

 

Due to the nature of the function, some of the work carried out is confidential and sensitive, 

however the team evaluates its effectiveness in a variety of ways including a review of the evaluations 

completed before and after staff development events, and annually through the training needs analysis 

survey.  This practice has been extended to the recruitment process where samples of candidates 

comment on their experience of appointment to the University.  The department is regularly 

internally and externally audited. 

 

 

 


