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1. How does this strategy compare to others in a similar industry?
Focusing on the values, or strategic themes that incorporated in the people and organisational development strategy (P&OD Strategy) of University of Glasgow, they are focused on three themes; first, they are focused on the practice and implementation of a values-led environment that is enabling and engaging, producing more competent leaders and managers of authentic and adaptive leadership from all levels to inspire and act as role models (Heifetz, 2009) , and overall is supportive of the the welfare and wellbeing of the members of their organisation; secondly, they emphasised on maximising their capabilities as an organisation, pivoting on attracting and growing talents, providing top-tier service, being competitively positioned among their competitors, as well as stay globally connected; and lastly, ensuring optimum experience for their employees, by welcoming diversity, recognise and respect differences, and also ensuring employee growth opportunity, benefit and rewards (University of Glasgow, 2020). Compared to the strategy of the University of Bath, the values in their strategy focus on several factors; presenting quality and excellence, supporting high aspirations with the good interest of all; aiming to achieve the best quality of professional, scientific, and moral integrity; encouraging a sustainable environment with effective environmental practices; recognise and encourage the unique value of each and every individual, by supporting and implement equality, accessibility, inclusion, and also diversity in their university (University of Bath, 2021). Taking into consideration the mentioned values from the strategies of both universities, there are certainly some shared values between both universities; both universities are looking into growing and developing new talents in their organisation, improving equality, diversity, and inclusivity among their members, and also delivering excellent quality of service towards their members (University of Glasgow, 2020; University of Bath, 2021). However, there are also different areas that the universities had focused on; the University of Glasgow gave more priority to nurturing new leaders managers of adaptive and authentic leadership, emphasising that good adaptive and authentic leaders can empower their members, promoting their value and efficacy (University of Glasgow, 2020); while the University of Bath had gave their attention to implementing a sustainability environment and community, by encouraging high- impact research on carbon emission reduction, as well as electricity and water usage reduction ( University of Bath, 2021). 

2. Are there any tangible measures of success discussed in the Plan?
Blankstein and Wolff-Eisenberg (2020) mentioned in their research report that traditionally, universities often measure their success with outcome-based metrics; which includes graduation rates, post-graduation employment, and several more statistic-based data. On the tangible methods to measure the success of the University of Glasgow, the university proposed five metrics as their future key indicators. Firstly, there are customer metrics. These sections of metrics include student profiles and student satisfaction through surveys, which gives the university a clearer picture of their overall internal satisfaction (University of Glasgow, 2020). Secondly, there are process metrics. Process metrics refer to the measures of efficacy and efficiency of the strategy’s system and processes; which includes the recruitment processes (University of Glasgow, 2020). Thirdly, talent metrics are the measures of the effectiveness and progression of talents in the university, involving campaigns, competitions, as well as development and inclusion measures (University of Glasgow, 2020). Next, there are financial metrics. The financial metrics are measures utilised in quantifying the cost used in the processes and programmes of P&OD (University of Glasgow, 2020). And finally, the last-mentioned key performance indicators are the programme & project metrics. These groups of metrics are aimed to measure the P&OD’s delivery against their key strategic planning, which involves measures of cost and quality, and delivery to time (University of Glasgow, 2020). 

3. Does it appear to be cost-effective?
Cost-effectiveness is a significant factor in strategy planning and management. As a basic definition of success of any organisation would simply be making more money than it spends, cost-effectiveness in a strategy enables an organisation to sustain its operation, at the lowest cost possible (Xaxx, 2017). While there is limited information on the cost utilised in the P&OD strategy of the University of Glasgow, their strategy report had made a clear indication of how and when they are going to carry out their strategy.
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Table 1: P&OD Strategy Plan Timeline (University of Glasgow, 2020) 
          Table 1 above shows the P&OD strategy plan timeline. As the timeline shows, the strategy plan has a clear indication of when their strategies and programmes will be executed; programmes include a review of their performance management approach, as well as reward and remuneration. Both programmes are placed to take action in the first year of their strategy plan, which gives them space to make adjustments to be more cost-effective. (University of Glasgow, 2020). 

4. What are the links between the strategies proposed within the plan and the potential impact on enhancing the effectiveness of the employees ?
From the plans mentioned from the P&OD strategy of the University of Glasgow,  the university had given great focus on nurturing leaders in both authentic and adaptive leadership styles (University of Glasgow, 2020).  Authentic leadership often refers to leaders that are consistent in their principles and decision-making, and also give more focus on long-term success compared to short-term success (Gavin, 2019). It is believed that authentic leadership enables employees to have better relationships and have a greater level of trust with one another, as there is a fixed goal and values that the team works in, as well as boosting employee efficiency and productivity with a more positive working environment (Gavin, 2019). Moreover, adaptive leadership suggests that leaders constantly checks and assess their decision and planning, understanding that change and adaptations should be made to their planning as they progress (Ramalingam, Nabarro, Oqubay, Carnall & Wild, 2020). It is suggested that by practising adaptive leadership, leaders and managers are more open and honest towards their members, which increases their reliability and also allows their members to feel more comfortable around them (Ramalingam et al., 2020); thus, improves the team’s productivity. Furthermore, the strategy also mentions providing reasonable, translucent, and clear rewards, as well as flexible benefits, that are aimed to promote better performance and gain better talent attraction (University of Glasgow, 2020). Quoting Ali and Anwar (2021) in their journal article, fair and consistent reward systems can spike employees’ motivation at work, which encourages them to perform better for extrinsic rewards. 

SUPPLEMENTARY NOTES
Link to Presentation : 
https://uowtsd-my.sharepoint.com/:v:/r/personal/2226088_student_uwtsd_ac_uk/Documents/Recordings/Call%20with%20Pei%20Xian%20Lim,%20Tracy%20Wan%20See%20Cheong,%20Zhi%20Yan%20Tan-20230502_224956-Meeting%20Recording.mp4?csf=1&web=1&e=dzEqQR
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