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Introduction

The People Management Framework was launched by Universities HR in summer 2010.

Developed in conjunction with PricewaterhouseCoopers and in collaboration with the Higher Education
Funding Council for England with input from over 50 HR Directors and universities and colleges in the UK
the PMF is a framework to enable higher education institutions to measure the effectiveness of their
people management interventions and activities, against internal and external comparators, and over

time, using both common and individually developed measures.

The People Management Framework enables organisations to measure the impact of their people
management interventions across the organisation, over time, allows for internal benchmarking, and uses

KPIs and other organisational strategic objectives within it.

The tool is flexible, it can be adapted to suit your own purposes - not every step is needed.

What is the PMF?

The PMF is... The PMF isn't...

v A sector wide Framework that measures the x  Linked to any funding conditions
impact of people management practices x A compulsory requirement

v" Focused on supporting continuous x A ‘tick-box’ exercise

improvement activity x A compliance and monitoring tool

% Only intended to measure the HR function
(although it can do so if required)

v' Evidence based, providing a mixture of
quantitative measures and qualitative
indicators to systematically assess
people management

What will the PMF help me do?

e Provide evidence to assure senior managers and Governors / Councils that people management
issues are being managed effectively

e Provide a flexible approach for HEIs to understand, assess and report on the impact of people
management practices within the institution

e Offer a framework that will help HEIs to improve continually, at a pace that is aligned with their
priorities and ways of working

e Equip HEIs with meaningful data that can be used to inform operational and strategic planning
across the institution

Use of the People Management Framework is free to institutions in full and associate membership of
Universities HR. To register your institution to use the PMF and be issued with a licensed copy of the

software, you will need to complete the online form, available here; http://www.uhr.ac.uk/pmf-4-PMF-

Home.html

For enquiries about use of the PMF, email pmf@uhr.ac.uk. If you have questions about the development
and plans for ongoing use of the PMF, please contact Helen Scott, UHR's Executive Director, via

helen@uhr.ac.uk.

Copyright © 2012 Universities Human Resources


http://www.uhr.ac.uk/PageInfo.aspx?pmf-4-People-Management-Framework-PMF.html
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Mini guide tool features Framework

e This mini guide pack is intended to be used alongside the Excel-based

People Management Framework (PMF) Tool and supplemented by the
more detailed ‘User Guide’ launched previously (2010).

The PMF tool itself includes some general guidance and instructions, but this document provides a
quick and simple overview of its main functions and features to enable users to become proficient
quicker.

This is a flexible tool designed to fit individual needs. You may wish to start small by just focussing
on two objectives that you wish to measure.

As it is excel-based it is simple to update and then add to it at a later stage when you need to re-
visit it.

In order to get started you just need to follow the below steps;

1. To register your institution to use the PMF and be issued with a licensed copy of the software, you

will need to complete the online form, available here; http://www.uhr.ac.uk/pmf-4-PMF-

Home.html

2. You will then be taken to a screen that looks like this to register your University;

| 8 Universities Human Resources - FMF Home [ o -

Resources in Higher Education

ﬁ S

conferences [[Euaal career development

PMF

Members Area

Once you receive the PMF tool you will then be in a position to use the framework, which will enable you to get
started and,;

Focus, prioritise and align your Institution and Department’s key objectives

Benchmark against your Institution / Department and other Institutions/Departments for data such as
absence, turnover, costs, etc

Generate interest and discussion within both your institution and other institutions

Generate handy reports to facilitate objective discussions and planning

Keep track and monitor progress against previous data you have collated

Create links with other PMF users to allow a forum to share best practice

People Management Framework 01/08/2009 - 31/07/2010

People management scorecard

work 01/08/2009 - 31/07/2010

Thank-you for your interest and support for the PMF we hope you have found it useful in prioritising and focusing

your objectives and activities

Helen Scott, UHR, Executive Director


http://www.uhr.ac.uk/PMF_Registration.aspx
http://www.uhr.ac.uk/pmf-4-PMF-Home.html
http://www.uhr.ac.uk/pmf-4-PMF-Home.html

Navigation of mini guide

The PMF contains 5 easy steps, these run alongside the top of each page of this guide so you know
whereabouts in the process you are:

Step 1 Step 2 Step 3 Step 5
Identify Identify Identify i Conclusion

institutiona s, planning
| prioritieg mahagemg

The PMF provides a series of quantitative measures and qualitative indicators that can be used to
measure current performance which are aligned to the following people categories:

Recruit and Reward and Lead and

retain perform
—

Engage and
support

HR strategy
and function
effectiveness

On each page of the guidance you can easily identify which of the PMF Excel tabs the guidance is

referring to from the blue circle at the top of each screen shot as per the below;

T~

People Management Framework

ap 2 <
Idenfitftp :30 le t - Step 4 —
Yy peop people Review people Conclusions,
management management management planning and
activities and measures and g

processes Cosures ar mecasurcs reporting Look out for the hints and
T prrmrr—— ereToops tips provided in each of the
priorities, outcomes management quantitative between current measures to

yellow boxes.

priorities

and associated activities and measures and measurement determine current
measures, KPIs and processes that qualitative capability and performance,

evidence indicators could impact / indicators aligned to required people stretch targets
Identify institutional influence the activities and management and continuous

outcomes that institutional processes to scorecard (i.e. improvement
people management outcomes / measure the impact, identify where requirements.
and HR can add objectives identified effectiveness and measurement is Develop action

value to plans and reports

/ dashboards

in step 1 wvalue of people required but not

management. currently in use)
and to change and
input data.

Institutional

Overview . Contents

People management activities

People mgmt activities summary

Quantitative measurs selsct 0|

Where you see this symbol; L/ page numbers are suggested to direct you to further

information within the User Guide (2010) for more comprehensive support.

Where can I get a copy of the User Guide (2010)?

e Please email PMF@uk.pwc.com if you do not have access to a copy of this.



http://www.google.co.uk/imgres?imgurl=http://techkidbetty.edublogs.org/files/2011/04/Book-cover-for-blog-1wn17ky.png&imgrefurl=http://techkidbetty.edublogs.org/book-page/&usg=__3fguDVk98KmIZD1mMZRxTZr00ys=&h=370&w=388&sz=26&hl=en&start=10&zoom=1&tbnid=9vgWvJgTP4pG3M:&tbnh=117&tbnw=123&ei=61i_T5fmBcOCOou87NQJ&prev=/search?q=book&um=1&hl=en&tbm=isch&um=1&itbs=1
mailto:PMF@uk.pwc.com

Checklist

Three easy steps you may wish to consider that link to steps 1-3 on the following pages. This is outlines
all of the preparation needed to utilise the PMF fully. If you just want to skip steps for your specific
purposes - that's fine as well:

Four Step
Checklist

Identify your

Things to Consider

Step 1...’Identify institutional priorities’

e Make sure you are aware of what these are for your institution so you
are able describe and then discuss the best ways of measurement.

Pages in
Reference
Guide
(2010)

People
management
activities &
processes

Quantitative
measures

Targets

institutional v gt £ with Senior M - to do thi 14
Priorities - You may need to meet with your Senior Management team to do this.
e Review existing strategy documents and plan to identify where your 2,21,
) key focus of effort should be.
Identify your y 23, 24,
HR Strategy - You may want to refer to the questions outlined on the 'Qualitative 191 ff‘ 197

Indicators’ to aid discussions as they provide a useful list of questions
and help to think about suitable measures.

Step 2...'Identify people management activities and processes’

e For one or more of the institutional priorities you identified
previously, now consider the people management activities and
processes undertaken to reinforce these.

e This could include any activity that supports their delivery such as
reviewing your institution’s Recruitment strategy to attract more
candidates, or, delivering targeted training to line managers on the
performance management cycle.

- These may already be in place.

Step 3...Identify people management measures and indicators

e Review the selection of measures outlined on the ‘Quantitative
Measures Selection’ and see which are the most relevant and
obtainable for your selected people management activities.

- You may need to review the options available to you with the HR
contact responsible for reporting to ascertain which existing reports
you may be able to access or, use them as a means of discussing
implementing new reports that are fit for purpose for your
institutional priorities.

Step 4...’'Review people management measures’

e Enter the institutional / departmental targets set against the
quantitative measures you listed previously in Step 4.

- You may need to meet with your Senior Management team to do this.

4,7, 16

2,6,8,
19-20,
32-34,

41 - 190

25-28

No further information is needed for Steps 4 — 5, as these are automatically populated based
on the information inputted in previous steps.



Contents L/ Pages 4, 11 - 12 & 26
of the User Guide 2010

Table of Contents

" Institutional priorities Hints and tips whilst igating through the F k:
The Following hints kelp the user to navigate through the tool mare clearly
People management activities

« To copy information from an esternal source into the FIMF tool or copy data within the tool, then please make
Contents People management activities summary sure you paste the values only.

(SR (e T S D To do this please copy the required contentitest and go to the edit meny, paste special and select the sualues?
Quantitative measures option.

Quantitative measures summary I I ensure that the Ezcel macros and are not and so to

errors being thrown up in the taol.

ipdicators
« Tov ensure that all test is Fully visible in each cell, please double click inthe cell 1o swrap? the rer.
People management measures « To enter data on 3 separate line in one cell, please hold down the Alt key and press Enter

People management scorecard - overall

People management scorecard - quantitative
People management scorecard - qualitative  FFOIM 0 1/08/200 '
HR dashboard - recruit & retain

HR dashboard - reward & perform To

why bench ma rk? HR dashboard - lead & develop

HR dashboard - support

HR dashbo, ness

Data sheet

® BenCh ma rkl ng Do you want to benchmark internally by sub-group ie. by department, Faculty, school, staff category or any other? This is possible by selecting “yes™. You can
benchmark internally up to 10 different sub-groups. Please input the name(s). It is recommended that the first sub-group is the institution.
your departments

Please be aware that once you choose your selection of the different sub-groups and input data inta the tool. you cannot change the sub-groupings by name

or institution nor number. Hence if you wish to use different sub-groups For your institution, different copies of the framework will need to be made. Similarly if you select

internally enables
you to track ®Ves ®un

Please select number of sub-groups.

“n0" to the sub-groups initially, you cannot return to the contents page and Select "yes™ - a new version of the PMF is required.

progress and
make

Please enter names {or the solectod numbcr of sub

comparisons over Groups and confirm your selection by pressing the

Comtirms Botton

e Any examples of ——

beSt pr‘actice can e ane Be awane hat gow sy sape e Vi feing mweng (1o Lok 45 b Pk ardy when mowieg bach i the 100l See S0 The Compieasies withem *

then be shared Disciaimer and Copyright Notice
easily across TSI et S
departments /
institutions.

Instructions:
1. Enter the date period here. This is to ensure data is collected within the same time period to increase the validity for
making inferences about the relationships.

2. You would need to select ‘yes’ if you wanted to benchmark your data against other Departments within your
Institution. Benchmarking is optional.

3. Enter the number of sub-groups you wish to benchmark against and add a descriptor.

4. Add in names of subgroups here, i.e. ‘University’, ‘Faculty’. These headings will the filter through to subsequent
report headings.

NB - you cannot add subgroups after you have completed inputting the Framework, therefore you may want to consider
which areas you want to benchmark before you start to use the tool.

Further pointers;

3.1 A sub-group may consist of other different colleges, faculties, schools and/or departments. Users may also
wish to compare data between different staff categories or employee groups - for example, between academic and
non-academic staff. For example, you may want to measure qualitative data at an institutional level and
quantitative data at a Faculty level.

3.2 What happens if I choose the sub-group option?
If you decide to compare your data to other sub-groups further columns will become available within your report
to allow you to enter in additional data to compare.

3.3 How many sub-groups can I compare?

Users are able to benchmark internally up to 10 different sub-groups for their institution. Should the user wish to
submit data for more than 10, we recommend that the user creates a new additional version of the Excel
workbook (just copy and paste data across from one spreadsheet to another).




Pages 4, 6, 8, 12 -
18, 20, 28, & 31 of the User
Guide 2010

‘Institutiona
I nriorities’

People Management Framework 01/08/2009 *+ 31/07/2010

Institutional priorities

ose of this step is to review your institutional priorities and cutcomes and identify which of these institutional prioritiess people management and
the HR function can add wvalue to. Enter the institutional priontiess, & short description, the institutional measures and select a priority value (high, medium,
fow) for each in the appropriate cells. This information may already be available in the form of strategic plans. Where this does not already exist you may
need to formulate and gather this through discussions with the senior management team within your institution. Please double click on the cell to wrap text.
Also use Alt+Enter function te enter in more than one measures,

Plesss r‘ef‘ert""‘ guidance documentation for m‘trcn on how to complete this ste,c.me sxamples of institutioz o,
|

Institutional priorities Description Institutional measures Priority for the year

Higher proportion of academics 50% of academics to produce at least 1
1 Increase research outputs gner prop: research ocutput pa of at least national High
contributing to research
excellence by 2012
2 Increase research income Increase external research income Increase in funding by 10% pa to 2014 High
3 Improwve student progression and Improve student progression and Reduction in non-completions to 10% and High
completion completion improvement in progression g
4 Improwve NSS results Increase student satisfaction High
. Mew faculty structures to improve .
5 Creation of Super Faculty collaboration and efficiency reduce support staff costs High
. Mew faculty structures to improve implement new staffing structure by .
5 Creation of Super Faculty collabaration and efficiency 1.8.2011 High
7 Increase enterprise activity Inc:_re_ase vol_urne of enterprise related Increase KTPs to 20 Medium
activity and income
Instructions:
1. Enter your institutional priorities here (10 max). You may wish to only add 1 or 2 a key areas of
focus.

2. Enter a brief description of what your chosen institutional priorities are.

3. Enter the target / goals /desired outcomes your institution is striving to achieve through the
priorities.

4. Enter your institutional priority value either; high / medium / low

Further pointers;

1.1 What does success for your institutional priority look like?...

If this has not yet been established then it may be an ideal opportunity to discuss and agree this with your Senior
Management team.

1.2 An ‘institutional priority’ is the desired strategic objectives of your institution.

1.3 A ‘priority’ describes the change that the institution hopes to drive over a specific time period.

1.4 Where should I focus?

You may only wish to focus on one priority and add to it throughout the year, it isn't necessary to identify every

priority.

Initial focus should be on those where HR and people management practices can make a difference to their
achievement (see examples within the screenshot above).

The information you feed into the PMF tool here can be seen as outcomes on tabs;

‘People ‘People
management management

activities’




Step 2
Identify people

ste z management ' Pages 4, 7, 13,
p activities and 16 - 19, & 22, of the
processes User Guide 2010

People management and processes

‘People

management

People Management Framework 01/08/2009 - 31/07/2010 AckivEiact

People management activities|and processes

Guidance

The purpose of this step i= to identify the pgople management activities and processes that could impact / influence the institutional pricrities that you have already identified as part of the institutional
pricrities tab. Institutiona! pricrities are autqmatically populated in the worksheet based upon the data entered in the institutions! priorities tsb. Input & short description of the actusl activity providing more

detail in the rell ~l==-=12- sh= inctitytional piority, You can enter up to 5 people management activities and processes sgainst each institutional priority. This information may already be available in the form
of = here it doss not already exist, or if 3 refresh of data is required you may nesd to gather or update data through discussions within the HR leadership team,
Automatica” ‘= unions within your institution. Flease double click on the cell to wrap text,
y popu lated _ntation for more information on how to complete this step and for some ples of people g t activities and processes.

Institutional Outcomes A B C D E

institutional i Increase research outputs All new academic recruits to be Targeted VER for non- Research skills development  Review recruitment strategy to
. " research active researchers programme for new academics attract high calibre researchers
priorities

21l new academic recruits to be Increase research expectations Research skills development

2 Increase research income
rezearch active in academic workload model  programme for new academics

Ensure Teaching Fellowship
criteria reflect progression and
completion outcomes

Develop new Associate Dean Targeted schemes to manage  Effectively manage selection

Correlate staff engagement Implement customer service
with student satisfaction training

Improve student progression and
smpletion

Improve NSS results

for Quality roles voluntary turnover process to fill new roles
S Creation of Super Faculty Eﬁect\_vely manage process of  Review role descriptors for new

selection to posts Faculty roles
& Creation of Super Faculty Introduce voluntary severance Intmduce new redeployment

scheme policy

Introduce new incentive and

Develop new role descriptors  Creative recruitment campaign

7 Increase enterprise activity reward schemes for for Enterprise Uit for new Head of Enterprise

entrepreneurial activity

Instructions:
1. You can enter 1- 5 people management activities and processes against each of your institutional
priorities here.

e Input a short description of the actual activity.
e You can complete this screen - even where you do not yet have institutional priorities.

‘People management activities and processes’ covers any HR and people management interventions. Itis;
‘the action we will take to bring the institutional priority to life’

Where can I get this information?
This may already be available from existing people / HR strategy and plans.

Where it does not already exist, or, if new data is required you may need to gather or update it through discussions
with;

- HR leadership team
- Senior management
- Staff groups
- Trade unions




Summary: People management L' pagess,a16- 188 more
activities and processes Slong with the quantitative messure and
qualitative indicators associated with each can

The entire page output is be found in User Guide 2010

automatically populated from
vniir nraviniice entriec

' People Management Framework 01/08/2009 - 31/07/201(

o ‘People
Summary - people management activities and processes

management

No user input required here. This illustrates a summary of people management activities and processes b\ aCtIVItles

Increase research outputs 2 Increase research income summarv'
All new academic recruits to be research active All new academic recruits to be research a3
Targeted VER for non-researchers Increase research expectations in academic wors
Research skills development programme for new academics Research skills development programme for new academics
Rewview recruitment strategy to attract high calibre researchers

Improve student progression and completion
Ensure Teaching Fellowship criteria reflect progression and
completion cutcomes

Correlate staff engagement with student satisfaction
Implement customer service training

Improve NS5 results
Cewelop new Asscociate Dean for Quality roles

Targeted schemes to manage voluntary turnover
Effectively manage selection process to fill new roles

of Super Faculty
Effectively manage process of selection to posts
Review role descriptors for new Faculty roles

Creation of Super Faculty
Introduce voluntary severance scheme
Introduce new redeployment policy

Increase enterprise activity
Introduce new incentive and reward schemes for entrepreneurial
activity

Dewvelop new role descriptors for Enterprise Unit

Creative recruitment campaign for new Head of Enterprize

Instructions:
1. This page simply provides a summary overview of your previous entries against the institutional priorities and
people management activities from Steps 1 and 2 which include the tab headings;

‘Institutional ‘People management

activities’

priorities’

1) Recruit The institution’s resourcing strategy, recruitment and

and retain selection policies and procedures, resource planning,
retention strategy and exit management. \

2) Reward The institution’s reward strategy, pay and grading People categories

and perform arrangements, recognition initiatives, pay equality and
performance management policies and procedures and the The framework has been
alignment of individual performance to institutional designed around the five
performance. categories of people

activities.
3) Lead and The institution’s development and training activities,
develop appraisal activity, leadership and management

You will therefore need to

development, plus equality and diversity. see how your strategy or HR

4) Engage The institution’s employee communications strategy, priorities fit against each
and support employee involvement initiatives, staff surveys, absence people category.
management policies and procedures and wellbeing
initiatives. Remember - you don’t have
to use them all. You could
5) HR The institution’s HR and people strategies, processes and for example, just choose one
strategy and practices for the efficient delivery of HR and people or two priority areas.
function management.
effectiveness




Step 3

Quantitative measures selection

Measures not
available?

Even if measures
are not currently
available, you can
still select them
and discuss ways
around
implementing
them. This will be
useful in
identifying any
gaps or
strengthening
existing ones.

Where can I
obtain the data?
You are likely to be
drawing data from
a range of sources,
typically including
HR, Finance,
Payroll, Planning
and other
departments.
Initial consultation
with colleagues
can also
sometimes uncover
less well-known
information
sources.

Purpose

N
/
/
<,

Identify Pages 2, 5 - 8,
19 - 23, & Appendix A2
(pages 40 - 177) of the

User Guide 2010

management
measures and
indicators

‘Quantitative
measure
selection’

People Management Framework 01/08/2009 - 31/07/2010

Quantitative measure selection

Guidance

The purpose of this step js for you to select the most relevant itatil for your and for the current time period (a favourites list) i.e. thase measures that you are abie to collect data for at this
time andfor wish to collect data for going forward. The functionality therefore allows you to define your own pick list of measures from a range of PwC Saratoga and DLA Fiper measures. The pick list will appear in the
Quantitative measures tab in the drop down boxes so you can select the most relevant measure against the people activity. Please click in the hox next to the measure that you wish ta select to appear in the drop down
hoxes in the Quantitative measures tab.

Users can also enter their own measures to up to 10 ‘free text’ measures per HR people category. This increases the potential number of user defined measures to 2 total of 50. Please overwrite these cells with your
chosen measure and place 3 tick in the box next to the measure so that it appears in the pick list in the Quantitative measures tab, Users may wish to use additional measures that are not listed here, for example around
the engagement section, by including measures from staff surveys and health and well-being measurements.

For mere detalled defi People Categories

The new pick list of me

Recruit and retain Reward and perform Lead and develop Engage and support HR Strategy and HR Effectivenes:
Average cost per external hire Q|Average remuneration Q|L&D investment per FTE M| Resignation rate FTEs per HR department FTE
Total hires per recruitment [Q|Performance related pay [Q|L&D events per L&D administration Grievance rate HR department costs per FTE
administration FTE FTE
External recruitment rate Average compensation 0|L&D administration costs per L&D [|Dismissal rate Headcount per HR department FTE

event
Internal appointment rate J|Average benefits |L&D events delivered per 1,000 |Career break rate HR department costs per head
Average cost per internal J|Promotion rate (% e-learning L&D events 12|Flexible work scheme eligibility HR department costs/total costs
3ppointment
External applicant valume ] related pay 0|L&D coverage 2|Flexible work scheme take-up Average HR remuneration
Internal applicant volume Q|Variable compensation Q|Average time to process training |Lifestyle benefit rate HR outsource rate

requests
No-show rate Q|Eligible headeount for flexible Q|Mumber training courses 13| Community investment/profit

benefits

Average graduate starting Q|Mumber of flexible benefits options Q|FTEs per LA function FTE a|Community hours per 1000 FTEs
compensation
Recruitment diversity (ethnic D|Number of FTE's per compensation |In house IIE [|Charitable contributions per FTE

People Categories

free text

Q| <Free Text>

[=) [FT-RT

e The purpose of this step is for to select the most relevant quantitative measures relating to the processes and
activities you have inserted for the current time period.

e This allows you to define your own pick list of measures from a range of PwC Saratoga and DLA Piper measures.
Only the selected measures will appear in the quantitative measures tab in the drop down lists on the next

screen.

e Try not to be overwhelmed by the list — simply tick the ones you want to use first, there is no minimum number.
e The grey boxes are DLA Piper sector measures.
e You may decide on 1 area of focus, or all 5, and can select any of the measures that that are most relevant.

Each measure has been defined within the User Guide
2010 to ensure consistency.
E.g. ‘Flexible work scheme take up’;

Flexible Workers

Eligible Flexible
Workers

Flexible work
scheme take-up =

10



Quantitative measure selection

(continued)

I SVPIC PIUTUYSHTICHL TTUTTISWVIR VL VO avv Yy

Quantitative measures

JLIVI[LVLY

Guidance

The purpose of this step s to identify the quantitative measures that you plan to use to assess the imn=- ="~
management activities scragm.

The data entered as part of the institutional priorities and the
e e—

Automaticall
v nonulated

Ye droy .

All new academic recruits to be

<select measure>
research active

% academic recruits with PhDs External applicant valume

Total termination rate VER termination numbers <seledt me;

Targeted VER for non-researchers

No. of academics attending
researcher development
programme

Research skills development

<select measure>
programme for new academics

% staff with completed appraisal

% academic recruits at lower
grade

Review recruitment strategy to

. <select measures
attract high calibre researchers

% academic recruts with PhDs

<select measure>

<select measure» <select measure>

insututional priorities

Automatically populated
report output

‘Quantitative

maacurac’

~= nenasses yoy identified in the People

<select measure>

<select measure>

<select measure>

<select measure>

Automatically populated measures
All of the measures you selected

previously will appear here on a drop
down menii

<select measure>

<select measure>

<select measure>

<select measures

<select measure>

‘Institutiona
| priorities’

‘Quantitative

measures
ciimmarv’

g -\
People Management Framework 01/08/2009 - 31/07/2010
Summary - quantitative measures by HR peaple category
.|
No user input required here. This llustrates a summary of all unigue quantitative measures selected against their process category.
Recruit and retain Reward and perform Lead and develop Engage and support g:{i;t::;:nd HR
e . o acatemics atinding
L % o aczcemc tff Eme 0 g
% acatemic etuts wih FiDs Irmea - m Bevelopment VR temingtion numbers
[ecsm amiztn: it kil [
Tofal emintin iz Mtendance per coure
% acatemic et & lower rate
Lyerate Costper extemal e
ezl appontment e
5 of vacanoes flled st ime
Reports

V

Pages 2, 5 - 8,
19 - 23, & Appendix A2
(pages 40 - 177) of the User
Guide 2010

Selecting measures

.or more information an how to comprew, ... - people management
activity ano prou
y |
People manage..  activity and _ - _ . _ .
processes Quantitative measures Quantitative = .asures Quantitative measures Quantitative measures Quantitative measures | There is no need to com p Iete
ID  Measure 1 2 3 4

every field.

How many measures should I
select?

5 quantitative
measures

Only select measures
appropriate to your activity.

Sample report
output

For your convenience report outputs
are automatically populated into a
template that can be used to aid your
performance discussions

For extra convenience the PMF tool will automatically populate a smart looking report illustrating the
quantitative measures you have selected against each category - handy for;

e Meetings and discussions
e Reviewing objectives over the year
e Scorecard production to senior stakeholders.

e Trend analysis - to monitor continuous improvement.

Purpose

e The purpose of this section is to enable you to map your chosen quantitative measures to your institutional

priorities (see screen shot for examples).
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Qualitative indicators Y Pages 3 - 4, 8, 19 - 28, of the

User Guide 2010

People Management Framework 01/08/2009 - 31/07/2010 ‘Qualitative

Qualitative indicators indicatare’

Recruit and retain

1. Do you have a resourcing strategy in place?
There is a resourcing strategy

There is no resourcing strategy

=Free Text=

2. How often do you review your resourcing strategy?
Rewview of resocurcing strategy takes place once a year
Review of resourcing strategy takes place twice a year
Review of resourcing strategy takes place on a monthly basis
Review of resourcing strategy takes place on an ad hoc basis
There i= no review of resourcing strategy

=Input other response=

3. Wheoe is involved in developing your resourcing strategy?
The Senior Management team, Heads of Department/Schools, line managers, trade union reps and HR are involved in developing resocurcing strategy

Head= of Department, line managers and HR are involved in developing resourcing strategy
HR dewvelops the resourcing strategy in isolation
=Input other response=

4. Across the institution which of the following applies to your workforce strategy?

There i= no worlkdorce plan and no links between this and business strategy

There iz informal worlkforce planning in individual Departments but unsupported by wider HR strategy or interventions

There i informal workforce planning in individual Departments supported by local HR initiatives which is not aligned with the institution’'s strategy
There is an annual workforce and talent management plan supported by HR which is aligned with the institution's strategy

Instructions:

1. Review the list of qualitative indicators in this step within each People Category

2. Review the numbered questions for the indicators that you wish to use and indicate your response(s)
accordingly by marking an X’ to the left of the most relevant response(s) for your institution and activities.

- Don't feel the need to tick every indicator, just use the ones of most use and impact to you.

Pointers
Each qualitative indicator is grouped by each of the People Categories

e For all indicators, you can provide; comments, a variation to the response or another response that has not
been provided by using the ‘input other response’ option. Select this option by marking an ‘x’ in the box and
overwrite the; ‘<input other response

¢ Some qualitative measures have pre-recommended indicators.

e The qualitative indicators are designed to provide additional context to the quantitative measures.

e Provide responses to those questions that are most relevant to your institution and that you think will provide
most context against your chosen quantitative measures.

Why use qualitative indicators?
e The qualitative indicators are to be used in conjunction with the quantitative measures to provide greater

context and background so that, for example, when presenting a series of quantitative cost measures, further
detail is provided to contextualise results e.g. recruitment costs could be high when compared against
previous years however, qualitative indicators may reveal this is due to a large volume of ‘difficult to fill’
vacancies.

e The qualitative indicators are also intended to allow users to raise debate and compare good practice with
other organisations with a view to identifying opportunities for continuous improvement in people management
practice.

What do I need to write against the indicators?
e The qualitative indicators require either; a single answer response or, allow multiple responses. The tool will give
an indication of this, via pop up messages, specifically if you have selected more than one response for a single

response question.

Any indicators that are not relevant for you?

e Mark them as 'not applicable’ which greys out the cell.

o If a specific quantitative measure is selected, a range of qualitative indicators will be highlighted (by a red cell) in
this sheet.

Purpose

e The purpose of this step is to generate a series of questions under the people categories to act as a prompt for
your activities. They may also provide context for your results, i.e. if the recruitment target has not been met
- it may be because there is no resourcing strategy in place.

NB: This is a lengthy section, try not to be put off by this. Work through it on the screen and complete only the
sections relevant to you.




Step 4 (L/ Pages 3-4,8, 19 -

Step 4 Review people 28, of the User Guide 2010
management
measures

Review people management measures

- You need to enter data into this sheet in order to produce the quantitative measures selected.

Why do I need to enter data?

e To show the value of the quantitative measure, these values represent evidence of any impact against the people
management processes and activities identified as likely to have had impact upon institutional targets. This will
help to determine performance against targets/benchmarks.

RAG
Format Cells Fill tab

Trend .
benchmark value People
managemen

t measures’
Bwpeople management measures

This
sheet
Requires University
dafa

s filled first time % 85
age cost per external hire £ compare a 0 1139.00

External applicant

25 Recruitment system
5 Pse

i i emic re s compared to a target of i
qual‘ltltatlve Tl 85 Recruitment system
2 s e _ compared to a target of

measures

compared to a target of

compared to a target of

Target from DLA
benchmark

mpleted appraisal compaggd to a target of

people
VER termination numbers
Categﬂry and student satisfaction below

- CIEETEEET I

External targets; You can use external targets, for example through DLA Piper, just ensure your actual data is collected
and recorded using the same definitions as the target to ensure like-for-like comparisons. If using trend data from a
previous year, this should be entered in the "Target” column.

Sub-groups; If the option to benchmark internally by sub-groups was be selected in the ‘contents page’, they will be
presented here. For each named sub-group, the same set of quantitative measures will appear for you to input data,
moving down the page.

e You have the flexibility to enter actuals and a target for each measure under each sub-group.

Step 5
Conclusions,
planning and
reporting ‘People
W ELET T

scorecard Sample
fousraiil Report Output

Increase research cutputs All new academic recruits to be

50% of academics to produce at least % academic recruits with PhDs

1 research output pa of at least resesarch active External applicant velume H i
naticnal excellence by 2012 Targeted VER for non-researchers Total termination rate Thls report prOVIdes an
Research skills development WVER termination numbers
programme for new academics No. of academics attending overall summary of
Rewview recruitment strategy to attract researcher development pregramme
high calibre researchers %% staff with completed appraizal H . H - i
. %o aeademic resmuits Witk PROS institutional priorities
Automatically % ST RS T M inst titati
against quantitative
pOPUIated Increase in funding by 10% pa to All new academic recruits to be 24 academic recruits with PhDs
research active External applicant volume measures.
Increase research expectations in Average cost per external hire
academic workload model % of academic staff time on research
Research ckills development in workload model —/
ittt N R e i
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Pages 4, 8, 28 - 34 of the User Guide 2010

People management scorecard

people categories
activities

subgroups

Key Metric Profile

Recruit and retain

£ lowser grade

Reward and parform

22 oF scadarmic SEAFF Hme onress orklo ad medel

Automatically

populated

There is a resourcing strategy There is not a reward strategy Ad hoc taining delivered by HA usedto Employes opinion surveys used 5 3 tool

develop leadership skills to measure employee attitudes

Heads of Department, line managers and
HR are involved in developing resourcing

strateqy

Etit questionnaires are used to obtain Mo banus scheme is offered ta staff
Feedback From voluntany leavers

Responses to fair reward in staff survey Coashingimentor relationships used to Staff surveys are performed on an ad hoo

develop leadership skills basis

In-house structured training programmes All employees complete staff surveys
usedto develop leadership skills

Questionnaires & Surveys [on-ine] used o Marrow bands with fived increments Esternal providers used to develop
sollect Feedback as part of the esit process  approach to pay and grading leadership skills

Market rates utiisediconsideredin Guestionnaires & Surveys used to gain
determining annual pay progression for feedback from leadership on development
Stalf programme

Fay benohmarking undertaken reqularly, ie.  HR hold the learming and development

st least suery two years budget

Cuycle to work schemefchildesrs vauchers  Thitd party providers are used to deliver
12 nan-financial mechanisms used to learming and development

recognize staff
Performance manager wis  Individusl records, no central starage of
reviewed on an 24" learming and development data

aled consistently
nsibility for
R guidance.

Automatically
populated

Purpose
Produce a series of summary reports which present the quantitative and qualitative measures and indicators you

have selected to identify and share good people management practices;

Identify and plan continuous improvement activity; and (where required)

management
scorecard (quant)’

This presents the
people management
scorecard which
reports the
quantitative
measures and
results aligned to the
people categories.

Any benchmark
data, whether
external or internal, is
also presented here.

This report
summarises all of
the qualitative
responses and
answers, including
any free-text
commentary

Present an individual institution’s performance against other benchmark sample groups and against an

institution’s own sub-groups.
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Outputs: People management scorecard Q) rcagess, s, 26 - 380

tne User Guide 2010

Interpreting results and data produced using the framework - Trend analysis:
Where data exists for previous reporting periods consider making reference to:

(i) important movements that can be observed and;

(ii) detailed reference to any significantly improved/weakened results, and the possible reasons for this in your
analysis.

Also note that an unchanged result
from period to period (including
where a trend is seen to be levelling)
may also constitute a notable trend.

‘HR dashboard
- recruit &

‘HR dashboard

- reward &
nerform’

zzzzz

arch inceme Insreazs racsarch sspestations in asademic workload medsl

Reward and perform

Universits  Facul T

Key Metric Profile

% of academic Staff time on research in workload madel

( \

e This presents a dashboard which
is duplicated five times for each of

the people categories.
e It reports any examples of best
practice.

....................

......

*HR dashboard
- lead & develop’

......

uuuuuuuuuu
......

........

..................

‘Data sheet’

‘*HR dashboard
- engage &

ciinnnrt’

The dashboard
outputs of
data

The ‘Data sheet’ report
provides an overall summary
of all of the previous reports.

e Additional contextual information: Consider incorporating additional background information that could add to

the depth of understanding.

¢ Some of the information will be specific explanations of data coverage and trends that you are aware of. Other

sources will provide important contextual background on which you can base your interpretations.



Testimonials

"The biggest benefit we took from using the PMF tool at UH was ensuring that what HR was doing was adding
value to the key strategic endeavours of the University and our ability to articulate that credibly.

The discipline of systematically working through each thread of our strategic plan and questioning, what, if
anything we could do to drive improvement resulted in the identification of a number additional actions or projects.
The true benefit however, wasn’t the production of a list ( we are never short of potential projects) —it was that
these were pro-active actions with HR initiating changes rather than responding to requests made or issues raised,
it was the ability of HR to clearly articulate priority HR projects in business terms and it was the ability of HR to
prioritise actions based on contribution to strategic progress.”

Helen Ellis-Jones, Assistant Director HR, Strategy and Change, University of Hertfordshire

Further information needed?

For enquiries about use of the PMF, or the development and plans for ongoing use of the PMF, please contact Helen

Scott, UHR's Executive Director, via helen@uhr.ac.uk or, 07592 504951.

Use of the People Management Framework is free to institutions in full and associate membership of Universities HR,
and to institutions in receipt of HEFCE funding. To register your institution to use the PMF and be issued with a
licensed copy of the software, you will need to complete the online form, available here; http://www.uhr.ac.uk/pmf-

4-PMF-Home.html

Disclaimer and Copyright notice

This Framework was developed by PricewaterhouseCoopers LLP (*PwC’) and may be used, on a sub-license basis, by any organisation within the Higher
Education Sector (including universities) of England and Wales subject to the following.

The Framework has been developed using data and assumptions from a variety of sources. PwC has not sought to establish the reliability of those
sources or verified the information so provided, nor has the Framework been audited by PwC. Accordingly no representation or warranty of any kind
(whether express or implied) is given by PwC as to the internal consistency or accuracy of the Framework nor any output from it. Moreover the
Framework does not absolve any recipient from conducting its own audit in order to verify its functionality and/or performance. You should not act upon
the information contained in this Framework without obtaining specific professional advice.

PwC accepts no duty of care to any person (except to its client(s) under the relevant terms of its engagement letter with such client(s)) for the
development of the Framework, its use, nor in respect of any output from it. Accordingly, regardless of the form of action, whether in contract, tort or
otherwise, and to the extent permitted by applicable law, PwC accepts no liability of any kind and disclaims all responsibility for the consequences of
any person (other than its client(s) on the above basis) acting or refraining to act in reliance on the Framework and/or its output or for any decisions
made or not made which are based upon such Framework and/or its output.

© 2010 PricewaterhouseCoopers LLP. All rights reserved. 'PricewaterhouseCoopers' refers to PricewaterhouseCoopers LLP (a limited liability partnership
in the United Kingdom) or, as the context requires, the PricewaterhouseCoopers global network or other member firms of the network, each of which is
a separate and independent legal entity.
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