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Staff development and skills needs
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 developments 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?

	     


Staff development and skills needs 
	1. Inputs
	Importance to HR strategy
	Progress made so far
	Examples of possible sources of evidence

Evidence to verify and validate assessment:

· data on qualifications and professional membership of staff

· IIP assessment for parts of/whole institution 

· survey of manager and staff perspectives on staff development

· skills are audited

· money and time invested in staff development

	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution has:

a. Managers and staff aware of staff development processes within the institution 
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	

	b. Investment in learning and staff development
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	

	c. Expertise in staff development
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	

	d. Staff skilled in job design and work organisation (or access to these skills externally) to support staff development through job re-design and enrichment
	 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:

· evidence from IIP assessment

· records of appraisal practice

· survey of skills and competencies



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution undertakes/has undertaken:

e. Reviews of staff development needs (for individuals and for the whole institution) using recognised processes 
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	f. Staff development using a range of processes (including induction, appraisals, mentoring, training, sabbaticals, 360 degree feedback etc)
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	g. Appraisals and personal development covering all grades and types of staff
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	h. Evaluation of the impact of staff development at different levels in the institution (for individuals, groups and the institution as a whole)
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	i. Programmes of job redesign and work reorganisation in appropriate areas
	 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:

· skills profile from departmental and institutional planning

· staff personal development plans (% of staff)

· information on spend on staff development

· range of provision – HR/staff development strategy



	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution provides:

j. A clear profile of staff skills and competencies needed for the future
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	k. Individual personal development plans
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	l. Strategies for staff and management development (whole institution and its main parts)
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	m. Clear profile of staff development needs
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	n. A programme of staff development activities that meets identified needs
	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	o. An appropriate level of investment in staff development to meet identified needs
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	p. Development plans for young researchers
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	q. Plans for increasing professionalism of support staff
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	r. job structures and work organisation that support improved performance and enriched job satisfaction


	 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:

· manager and staff views on staff development – IIP surveys etc

· improvements achieved – through appraisals

· staff commitment to CPD and personal development plans

· fairness and openness – IIP assessment, staff development undertaken across all staff groups and categories – look for gaps

	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	The institution achieves:

s. Staff who believe the institution is committed to their learning and development (including young researchers and support staff)
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	
	
	
	
	
	
	
	

	t. Staff who recognise where and how their skills and competencies have been improved by staff development
	 FORMCHECKBOX 

	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	u. Managers at different levels who recognise the importance of staff development and support and implement this 
	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	 FORMCHECKBOX 




	     

	v. Staff who take their own and others’ personal development seriously and are committed to staff development activities
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	w. Staff who have and act on personal development plans
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     
continues

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

Evidence to verify and validate assessment:

· staff turnover

· exit interviews

· staff surveys

· benchmarking on investment in staff development

	
	High
	Medium
	Low
	Significant
	Moderate
	Limited
	

	x. Staff who believe access to staff development activities is managed fairly and openly
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	y. A culture that recognises the importance of learning and staff development
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	The institution avoids or effectively manages risk associated with:

z. Staff leaving because of inadequate opportunities provided for staff development and learning
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	aa. Poorly focused staff development that leads to no appreciable gains for the individual and the institution
	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	 FORMCHECKBOX 



	     

	ab. Lack of take-up of staff development provisions available
	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	 FORMCHECKBOX 


	     

	ac. Under-resourcing of staff development
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     

	ad. missed market or programme development opportunities because of lack of appropriate skills or expertise amongst staff


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	     


Comments 

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

	Processes (main issues/conclusions)
     
	Outcomes (main issues/conclusions)
     


Staff development and skills needs

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?

	     

















People management self-assessment tool   page 60
People management self-assessment tool 


