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Pre-assessment

1. What are the main priorities in your current HR strategy relating to this area?

	     


2. How do these priorities support the pursuit of any wider organisational goals in the corporate plan or institutional strategy? Demonstrate where and how.

	     


3. What, if anything, has changed or developed that might affect your HR strategy in this area, since the strategy was prepared? And what implications do these have for your current HR priorities in this area?

	     


4. For this particular area of people management, how do the specific outcomes identified contribute to improved performance on wider corporate priorities?

	     


Size and composition of the workforce 
	1. Inputs
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· confirm skills/experience and effectiveness of practice

· specific data used (local, regional, national workforce population statistics)



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution has:

a. The skills to analyse corporate workforce data
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	b. Managers in different parts of the institution able to use workforce data effectively
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


	2. Processes
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence 

Evidence to verify and validate assessment:

· what data is available and used for what purpose

· systems capture relevant data

· employees co-operate with personal data provision 

· numbers of managers trained in promoting equality or diversity

· numbers of managers trained in using workforce data



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution undertakes/has undertaken:

c. Reviews/updates of workforce data 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


	d. Planning using workforce data
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	e. Regular reviews of workforce composition as part of governance arrangements
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	f. Promotion of diverse workforce composition internally
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	g. Recruitment, selection and promotion practice, taking account of the needs of a diverse workforce 
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	h. Training of managers and staff in using workforce data
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


	3. Outputs
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· data is comprehensively collected

· annual validation of information by individual staff

· specific data focused for particular purposes confirmed (e.g. future staffing planning, succession planning, and at what level in the institution)

	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution provides:

i. Workforce data that is accurate and up to date
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     


	j. Clear projections on future size and composition of the workforce
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	k. Data that satisfactorily meets HESA reporting requirements
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	l. A race equality and action plan that meets the requirements of the RRA Act 2000
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	m. Targets and plans for improving diversity of the institution (including such considerations as race, gender, disability, age, etc.)
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	n. Equal opportunities policies and procedures supporting diversity
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	o. Succession plans based on up to date workforce data
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	p. Effective database on workforce composition that is widely used
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	




	4. Outcomes
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· data used to inform planning and decision making and/or legal compliance

· staff opinions on diversity – equal opportunities surveys

· achievements on composition – composition monitoring

· confirmation of self-reporting on ethnicity



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution achieves:

q. Using workforce composition data to support planning and decision making
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	r. Having managers and staff who support and are committed to having a diverse workforce 
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	s. Demonstrable improvements in the diversity of its composition against objectives and targets set
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	t. Staff self-reporting on key equalities’ dimensions (including ethnicity, disabilities, etc.)
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     


	4. Outcomes
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· data used to inform planning and decision making and/or legal compliance

· staff opinions on diversity – equal opportunities surveys

· achievements on composition – composition monitoring

· confirmation of self-reporting on ethnicity



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution avoids or effectively manages the risks associated with:

u. Having, or being seen as having, poor representation of women, ethnic minorities and people with disabilities in:

· senior management
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	· all management
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	· senior academic posts
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	· senior support staff posts
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	· overall
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	v. Failure to comply with requirements on monitoring and target setting
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	w. Insufficient workforce data limiting the ability to plan fully and effectively
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


Comments

	Inputs (main issues/conclusions)
     
	Outputs (main issues/conclusions)
     

	Processes (main issues/conclusions)
     
	Outcomes (main issues/conclusions)
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Post-assessment

1. What does the work on reviewing inputs, processes, outputs and outcomes tell you about people management in your institution relating to this area?

	     


2. In the light of this analysis, what further actions do you intend to pursue – either updating your HR strategy priorities and plans or other actions?
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