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Executive Summary
This report will focus on the most significant factors currently impacting on Swansea University. A PESTLE and SWOT analysis has been conducted to critically evaluate the opportunities for growth. Throughout the analysis the Gender Balance and Gender Pay Gap in the organisation became apparent. The report specifically explores these areas and how the HR Strategic Plan can adapt to Socio Cultural effects on Swansea University. A wide range of research informed literature has been used to formulate opinions and give credibility to the statements made within the report. The recommendations have been made to support individual development ensuring that gender is not a barrier to success.
All the data contained in tables throughout this report has been collated between November-December 2017 from Agresso Business World (ABW) a real-time system used by HR to capture all employee information. 
An Action Plan has been included to support the HR Strategic plan and achieve the recommendations made within the report.




















Introduction
Swansea University is a large Public Sector organisation, the total number of staff has grown from 2849 to 3112 (2013- 2016) (Table 1). Overall, we have a higher percentage of females than males (56%F: 44%M) this is most evident in Professional Services staff (65%F, 37.3%M). 
 
	Data for Table 1. Staff by gender

	
	Female
	% F
	Male
	% M
	Total

	2012
	Academic, Research and Clinical
	464
	39%
	730
	61%
	1194

	
	Professional Services 
	994
	64%
	558
	36%
	1552

	2013
	Academic, Research and Clinical
	476
	38%
	765
	62%
	1241

	
	Professional Services 
	1015
	63%
	593
	37%
	1608

	2014
	Academic, Research and Clinical
	476
	39%
	759
	61%
	1235

	
	Professional Services 
	1124
	64%
	638
	36%
	1762

	2015
	Academic, Research and Clinical
	528
	40%
	784
	60%
	1312

	
	Professional Services 
	1141
	65%
	604
	35%
	1745

	2016
	Academic, Research and Clinical
	479
	40%
	716
	60%
	1195

	
	Professional Services 
	1253
	65%
	664
	35%
	1917



The female professor community in Swansea now equates to 20% of the total professoriate, a continuing upward trend underpinned by a career development and promotions process that is delivering high numbers of successful female applicants (Sperling & Owen, 2018). The University Council has also seen an increase in the number of women members that raises the female representation to 39% (Swansea University, 2017 a). There is an increased focus on gender pay and the identification of barriers in policies, process and practices that impact on the reported gender pay gap. (Francine & Zimmermann, 2013). 
The growth of staff has led to a significant cultural change within the University, restructuring departments, creating specific JDs, aligning values with the vision of the University, all resulted in uncertainty and a reluctance to conform. Presenting a need to upskill our leaders to deal effectively with the impact created by the change. (Bold, 2011)
This report will focus on the gender pay gap as a priority for Swansea University to address, creating greater transparency in gender pay differences and parity of treatment between male and female employees, by highlighting the underpinning issues of why the gender pay gap exists. Exploring these issues may highlight employer practices that although do not breach legislation may expose gender bias within the Universities culture and values (Jones, 2018). 
As a result of recent legislation (Gov.Uk, 2017 a) requiring organisations to publicly disclose their gender pay gap, Swansea University cannot afford the reputational risk of being exposed for favouring male employees. This could significantly impact on both employee and student attraction effecting financial sustainability.

Methodology
To evaluate the major environmental trends impacting on Swansea University an environmental analysis has been conducted, this has allowed the author of this report to scan the external environment adapting the HR strategic plan to reflect any changes (Farnham, 2015)
There is an extensive range of methods used to scan the environment. A PESTLE and SWOT are two frequently used tools of analysis they provide an overview of all contextual segments (Farnham, 2015). Using both a micro and macro approach to explore both internal and external factors (Farnham, 2015) uncovering a broad view of significant forces needing consideration. The PESTLE and SWOT analysis have allowed environmental scanning influencing the recommendations that will improve the performance of the organisation (Stredwick & Kew, 2016)
It is recommended that a SWOT Analysis should be used in collaboration with a PESTLE Analysis (CIPD, 2017 b), they complement each other by exploring both the external environment and the internal organisation. It has also been suggested that to be effective they are completed by multiple stakeholders or working parties to avoid subjective findings (Stredwick & Kew, 2016) They also need to be completed on a regular basis to anticipate developments that will affect the organisation (CIPD, 2015 b). However, it has been argued that a SWOT Analysis should only be used as a contingency after scanning the external environment (Weihrich, 1982)
For the purpose of this report both the PESTLE and SWOT Analysis have been completed solely by the author therefore could contain subjective bias, (CIPD, 2017 a) to avoid limitations in future a collaborative approach should be taken by conducting them within working parties.









Main Findings
Swansea University currently employ 3535 employees, with a gender balance of 45% Male and 55% Female, consisting of 32% Academic male, 34% Academic female, 13% Professional Service male and 21% Professional Service female. 
The total amount of female employees has ranged between 52% and 55% since 2011. This is marginally more than the Welsh HEI benchmark of 54% female staff (ECU - Equality Challange Unit, 2017)
Only 39% of academic staff are female this has decreased from 41.6% in 2016.The total amount of female professors is 20% this has increased from 12% in 2011. And is comparable to the national HEI benchmark of 23% (ECU - Equality Challange Unit, 2017).
The gender breakdown within academics at grade 8 is dominated by female employees. In terms of percentage, grades 7 and 8 are fairly evenly distributed between male and female (52% and 50 % respectively) with the percentage of females reducing as you move through the upper grades. 

The highest proportion of female staff is at grade 3, professional services (83% female). The outcome of having a large percentage of the female population dominating lower graded-roles and males dominating higher-graded roles has resulted in the significant gender pay gap of 23%. The average income of males at Swansea is £41,442 compared to £31,950 for females, a total difference of £9,492. This is compounded by the fact that 80% of male employees work full time compared to 60% of women. Following maternity leave many women chose to return to part time, lower paid roles, to allow for the flexibility of balancing a career and childcare as it is deemed unmanageable to maintain a high grade on a full time working basis (Clarke & Holdsworth, 2017). Personal today have conducted research to suggest strong links that the gender pay gap is the result of having children and would have the same impact on males if they chose to provide the main source of childcare (Fisher, 2018). Swansea proactively promote flexible working and parental leave to both males and females to restore the balance.

Despite Flexible working being available to both sexes, it is used mainly by women. Hegewischa and Gornick (2011) comment that although flexible working policies allow more women to return to the working environment, they in themselves suggest gender occupational inequality. Through either creating family friendly organisations that are more appealing to women or through the unequal treatment of their employers after they have taken up the option to pursue flexible working (Hegewischa & Gornick, 2011).
The gender pay gap is now reported on widely and is proving difficult to move (Brown, 2017). There are case studies looking into what support can be given to junior level females before the gap becomes an issue. This position is counterpointed by the low up take of flexible working by men (Mercer, 2017). The case studies also examine how organisations are supporting individuals to maintain career progression following a period of leave, especially if they then decide to take advantage of flexible working. Also considering the disparity of treatment between men and women following their return to work, the impacts on both the wellbeing of men and the career development opportunities of women (Mercer, 2017).
The skills and performance of the line managers is also vital. Line managers are often the principal decision makers when an employee has requested to work flexibly. However, the line manager is in most cases not trained in how to agree the outcome and even less likely to have the skill set needed to manage a team of flexible workers. How performance is measured and assessed can also have an impact. It is suggested by Capita and IES (2001) that although line managers remark that their flexible workers are the hardest working employees and the most loyal, this is not reflected in the outcome of their performance review. Elsbach and Cable (2012) comment that flexible workers are unable to maintain “passive face time” meaning the more often you are seen at work the more respect you command regardless of what you are doing or how well you are doing, having a significant impact on performance reviews (Elsbach & Cable , 2012).

Line managers need to have training that will enable them to support flexible workers in attaining their career aspirations and have the courage to challenge any negative views about flexible working employees. Line managers need to be given the skills that will allow them to have open and honest interactions with individuals about work and family life, which require emotional intelligence (Cappelli & Tavis, 2016). Clarke and Holdsworth suggest that Performance reviews should focus on the outcome to avoid subconscious bias and presenteeism (Clarke & Holdsworth, 2017).

Until recent legislation, the government have been encouraging organisations to voluntarily submit their gender pay gap figures, introducing initiatives such as the Think, Act, Report campaign which support supports employers with the closure of their gender pay gap. Swansea University have signed up to the campaign pledging that they will think: identify and understand any gender equality issues, Act: take necessary action to address the issues and Report: on how the organisation is adhering to gender equality legislation (HM Goverment, 2017).
Now UK Government Legislation 2017 stipulates that organisations who employee in excess of 250 people need to report on their gender pay gap annually by the 31st March. This measures the difference of average earnings between men and women across the labour market or within a specific organisation (Gov.Uk, 2017 a).








Conclusion
The gender pay gap and gender balance at senior levels are the most significant socio-cultural areas impacting on the University. Increasing the number of female Professors will significantly contribute to narrowing the vertical gender pay gap.  From 2008 to 2016 three equal pay audits were conducted. The most recent highlights that within each of the grades from 1 – 10A the mean pay gap is 2% or less (Table 5).  In December 2016 a further analysis was conducted at grade 11 (professorial level) which showed a mean gender pay gap of 6.6%. The data in both the mean and the median outcomes can be significantly different. The overall mean pay gap has reduced from 26.5% in 2014 to 23.2% in 2016 (ECU latest report 2017, Wales benchmark 18.5%) and the median pay gap in 2016 was 18.6% (ECU latest report 2016, Wales benchmark 13.7%) (ECU - Equality Challange Unit, 2017) Findings show that in-grade pay is not the underlying issue at Swansea University, it is occupational segregation with women clustering in low-paid, low-hours jobs leading to the overall gender pay gap. (Tables 5&6) 

	Table 5. Mean and Median Annual Pay by Gender and Grade for all staff

	
	Male
	Female

	
	Mean
	Median
	Mean
	Median

	Grade 1
	£14,503.98
	£14,599.00
	£14,438.40
	£14,599.00

	Grade 2
	£15,485.98
	£15,632.00
	£15,475.08
	£15,632.00

	Grade 3
	£16,645.46
	£16,357.00
	£16,674.72
	£16,357.00

	Grade 4
	£19,580.14
	£19,828.00
	£19,522.43
	£19,273.00

	Grade 5
	£22,143.67
	£21,605.00
	£22,531.65
	£22,249.00

	Grade 6
	£26,119.46
	£25,023.00
	£26,032.92
	£25,769.00

	Grade 7
	£29,803.41
	£29,847.00
	£29,937.56
	£29,847.00

	Grade 8
	£35,294.00
	£34,576.00
	£35,437.48
	£35,609.00

	Grade 9
	£44,964.83
	£46,414.00
	£44,167.65
	£46,414.00

	Grade 10
	£53,348.37
	£55,389.00
	£52,277.64
	£52,219.00

	Grade 10A
	£59,493.00
	£59,493.00
	£59,493.00
	£59,493.00

	Grade 11
	£78,005.98
	£71,645.00
	£72,833.12
	£64,904.50

	Mean and Median annual Salary
	£40,556.10
	£36,672.00
	£31,146.09
	£29,847.00

	% Pay gap
	Mean 23.20%
	Median 18.61%

	ECU (2016) Wales benchmark
	18.3%
	13.7%


	Table 6. Academic Staff Pipeline

	 
	2012
	2013
	2014
	2015
	2016

	
	% F
	% M
	% F
	% M
	% F
	% M
	% F
	% M
	% F
	% M

	Tutors
	58%
	42%
	57%
	43%
	71%
	29%
	69%
	31%
	63%
	37%

	Research 
	43%
	57%
	41%
	59%
	43%
	57%
	46%
	54%
	46%
	54%

	Clinical
	23%
	77%
	30%
	70%
	21%
	79%
	18%
	82%
	21%
	79%

	Grade 8
	58%
	42%
	57%
	43%
	54%
	46%
	54%
	46%
	53%
	47%

	Grade 9
	47%
	53%
	47%
	53%
	47%
	53%
	46%
	54%
	48%
	52%

	Grade 10
	30%
	70%
	29%
	71%
	31%
	69%
	32%
	68%
	33%
	67%

	Prof
	13%
	87%
	13%
	87%
	13%
	87%
	16%
	84%
	16%
	84%

	Total
	37%
	63%
	37%
	63%
	38%
	62%
	39%
	61%
	40%
	60%

		Table 7. University Professional Services Pipeline

	
	2012
	2013
	2014
	2015
	2016

	
	%F
	%M
	%F
	%M
	%F
	%M
	%F
	%M
	%F
	%M

	Director
	23%
	77%
	25%
	75%
	27%
	73%
	23%
	77%
	21%
	79%

	10a
	-
	-
	-
	-
	-
	-
	-
	-
	25%
	75%

	10
	39%
	61%
	36%
	64%
	45%
	55%
	47%
	53%
	49%
	51%

	9
	44%
	56%
	44%
	56%
	43%
	57%
	47%
	53%
	50%
	50%

	8
	64%
	36%
	65%
	35%
	67%
	33%
	63%
	37%
	64%
	36%

	7
	61%
	39%
	58%
	42%
	57%
	43%
	66%
	34%
	68%
	32%

	6
	66%
	34%
	65%
	35%
	71%
	29%
	69%
	31%
	72%
	28%

	5
	78%
	22%
	78%
	22%
	79%
	21%
	81%
	19%
	78%
	22%

	4
	72%
	28%
	69%
	31%
	75%
	25%
	75%
	25%
	75%
	25%

	3
	79%
	21%
	72%
	28%
	72%
	28%
	71%
	29%
	73%
	27%

	2
	42%
	58%
	41%
	59%
	38%
	63%
	44%
	56%
	41%
	59%

	1
	62%
	38%
	65%
	35%
	63%
	37%
	65%
	35%
	63%
	37%

	Total
	64%
	36%
	63%
	37%
	63%
	37%
	65%
	35%
	65%
	35%


 


































Recommendations
To Support all staff an annual PDR between them and their line manager will take place. There are direct links to training and promotion opportunities within an appraisal framework which is clear and transparent (Ismail & Rishani, 2017) in addition to annual appraisals this report recommends more regular performance conversations that will allow the University to adapt to this rapidly changing agile environment (CIPD, 2015 a). This new performance review model will allow the University to move from “accountability to development” focusing on improving current performance and identifying future talent (Cappelli & Tavis, 2016).
This report recommends the next stage following the completion of the PDR is looking at the quality of the review ensuring meaningful discussion regarding clarity of role and continued growth to assist development (Stredwick & Kew, 2016) , with equality being embedded at the core of the process. Within the PDR, line managers must be encouraged to focus on development and training, to create flexible working for business performance as the way in which they operate. Enabling managers to have educated conversations will make it easier for them to ensure both their needs and the needs of the individual are met, reducing unconscious bias regarding flexible working and ensuring managers feel confident in their ability to manage flexible teams.  

It is crucial that the University’s flexible working policy is fit for purpose and understood by line managers across the University enabling them to support their teams. In order to retain talented women following the birth of their children, a flexible work environment must be made available and encouraged by line managers (Schwartz, 1989). 
To encourage Academic Promotion applications at from the female population a Mentoring Programme will now be introduced to support and guide applicants through the process and give an insight into what the promotion means for both personal and work life (Garvey, et al., 2017). Research suggests that women need affirmation that promotion is an attainable goal and they are indeed creditable applicants (Marcus, 2015). As the largest opportunity to close the gender pay gap is within the academic population, the mentoring programme should begin by supporting these staff. There will be no cost as in-house training and coaching will be provided by the current Learning and Development team, to academics who have successfully been promoted within the last 3 years, providing them with the skills they need to give a meaningful experience to their mentee. 
Some of my recommendations are demonstrated within Southampton University. With a current gender pay gap of 20.2% they belief that this difference is not the result of paying men and women differently for working at the same level conducting the same duties, but instead men and women working at different grades of seniority within different roles. To support their goal of decreasing the gap, during 2015 they introduced a new appraisal process which gives each individual the opportunity to discuss their development and career progression. Each line manager attended a ‘right to appraise’ training session which accredited them to deliver the appraisal meeting whilst ensuring they have the skills needed to identify training needs and support career aspirations. These activities helped Southampton reduce their gap from 23% in 2015 to 20.2% last year (University of Southampton, 2017).



APPENDIX
· PESTLE

· SWOT

· ACTION PLAN


Pestle Analysis – Swansea University
Political
Swansea University is an outward-looking community of academic staff, professional services staff and students who value and celebrate our links with Europe and beyond. We have many European collaborations supporting student and staff mobility, research funding, and capacity building.
Provided that no unilateral action is taken by the UK government (which is unlikely), there will not be any immediate material change to the UK university sector’s participation in EU programmes, nor to the immigration status of current and prospective EU students and staff. We expect existing project grants and contracts to be honoured. (Swansea University, 2016–17 c)
Following an announcement by the Welsh Government, Swansea University is pleased to confirm that EU students enrolling at Swansea University within the academic years of 2017/18 and 2018/19 will continue to pay Welsh domestic student fees for the duration of their studies. (Swansea University, 2016–17 c)
Shortly after the EU referendum it was announced by Jo Johnson, Minister of State for Universities and Science and the EU commissioner for research and innovation that there would be no change to the UK university sector's ability to participate in EU research and innovation programmes while the UK is still a member of the EU. 
· The long-term future of UK participation in European programmes will be decided as part of the UK's exit negotiations. These talks are expected to take up to two years.
· The government has confirmed that there will be no immediate changes to UK visa policies for university staff currently in, or contemplating coming to, the UK from the EU.
· In terms of recruiting EU staff in the longer term, any changes in circumstances will depend on the kind of relationship the UK negotiates with the EU. However, UUK continues to highlight to the government the value of all EU university staff, including researchers, scientists, academics and others, and, as a priority, is urging the UK government to guarantee the right to reside and work in the UK post-exit for EU nationals that are currently working in the university sector and their dependents. 
· This should include confirmation of their access to public services. We are urging the government to take this step now, to provide certainty for these hugely valued individuals. (Universities uk, 2017)
· Until the point that all exit negotiations have finished, the UK will remain a member of the EU, meaning its universities and researchers will continue to be eligible to bid and apply for funding through Horizon 2020 (Welsh Goverment, 2017 b) and the ESIF programme (Welsh Goverment, 2017 a). The exit negotiations could take up to two years following the UK government’s triggering of Article 50 on 29 March 2017 (May, 2017)
Changes to government policy may put public funding of higher education at risk e.g. research grants. A reduction in overall funding may reduce the resources allocated to Swansea University.
An increase in taxes may reduce funding for the University although the increase in tax linked to energy or waste may encourage the institution to become more efficient.

Economic
Since the recent development of the £450m Bay Campus there has been a huge regional impact in both construction and academia.
[image: http://www.swansea.ac.uk/media/Economic%20impact%202017.jpg]
(Swansea University, 2017 g)
Following the UK referendum outcome Swansea University will continue on a business as usual basis. The European Investment Bank has confirmed that its recent UK agreements, which includes the Swansea University Singleton Campus development, will proceed as planned. The European Investment Bank has agreed to provide £60 million to enhance both Swansea University’s historic Singleton Park Campus and to expand research facilities at the new science and innovation Bay Campus.   
Following Brexit, Swansea University will become more important for the UK because of the need to develop industry, to improve productivity in the UK, to stabilize industry, to attract more companies and to generate new companies internally in the UK. These are things which Swansea University is already doing and can grow that activity. (Swansea University, 2017 d)
The University is supporting improvements in the competitiveness of business and industry. The knowledge generated by the research base and high-technology, knowledge-based clusters creates the right environment for new and existing enterprises to thrive, and attract inward investment from global companies.
The University is working in collaboration to build, attract, and retain a workforce with the higher-level skills required to meet employers’ needs and to deliver increased economic productivity. Aiming to increase capacity and raise performance within SMEs and larger organisations by providing accredited, business-focused programmes, training, and support to equip leaders, business owners, and managers with high quality leadership and management skills. Through collaboration with UK and Welsh Governments, Local Authorities, and Health Boards, it is making a valuable contribution to evidenced-based public policy making, generating ideas that have clarity of purpose and long-term value.


The UK and global marketplace is highly competitive in terms of student recruitment and securing research funding. Current plans for student growth will place Swansea within the top-30 UK universities in terms of scale by 2020. Achieving growth in student numbers will provide the University with a certain level of protection from continued turbulence in the HE marketplace, including the potential impact of a declining UK student demographic, Brexit on EU student numbers, and international issues that may affect overseas student recruitment such as currency valuations and 
changes to UK border controls. We will ensure the relevance of our programmes and deliver bold and innovative recruitment strategies, informed by market intelligence 
and data analysis, to differentiate our offer and strongly demonstrate the attractiveness and value of a Swansea University education.

“International students studying at Welsh universities are bringing significant and positive economic and social benefits to Wales, adding value to our campuses and communities.” (Lyndon, 2017)
The diagram below shows the positive impact students who attend Swansea University have on the economy, illustrating how the money brought in by students ripples throughout Wales. The reasons for this are – 
· When Students pay fees, a proportion of this money is spent by the University generating activity in industries across Wales
· When the friends and families of students visit, they spend money locally on food, accomodation, travel, entertainment, etc, all supporting the Welsh economy.
[image: ]
(McNicoll & Ursula, 2017)
Sociological
Sociological

Due to recent legislation all organisations that employ over 250 staff are required to report on their gender pay gap (Gov.Uk, 2017 a). This is the average difference of the amount earned by men and women, it allows analysis into what is impacting on salaries and career progression in organisations and how that links to parity of treatment between sexes (Brown, 2017).

Flexible working arrangements policy applies to all staff within the University both male and female. It covers different works patterns such as term time only, part time working, working remotely, compressed hours etc. Workshops on flexible working are provided to all staff centrally and within Colleges each year. Due to an increased demand in more people requesting flexible working it is important to ensure that line managers are equipped to deal with any sensitive conversations regarding the career and family needs of individuals. Line managers need the skill set required to manage individuals flexibly for example this could include remote management. The current flexible working policy is displayed on the University website. All job adverts welcome individuals seeking part time, job share or flexible working arrangements.
Flexible working is practised widely by academic staff especially home working and is accessible to Professional Service (PS) staff in negotiation with their line manager. Applications for formal requests for flexible working for academic and PS staff are arranged through the Head of College/PS Department or line manager and are not centrally recorded this is to avoid subconscious bias and presenteeism. 

Technological

The University will continue to pursue its ambitious programme of investment in its technological estate, facilities and infrastructure aligned with our strategic objectives. University funding and borrowing facilities are supplemented with major competitive funding awards secured from a range of sources including European Structural Funds, Research Councils UK, Welsh and UK Governments, Innovate UK, and the private sector. This combined investment funds the physical and digital estate, facilities, and infrastructure. They are necessary to provide an outstanding and enriching student experience (Atwater, 2014), world-class research and attraction of the best staff (Schweyer, 2010), all through the growth of the technological capability of the University. 

The enhancement of current technology will enable the University –
•  To develop an effective and strategic cross-university approach to the development of our digital capabilities that can improve the quality of learning and teaching and address changing student expectations, relieve the pressure on our physical estate, and enable the growth of student numbers from home and overseas.
•  Provide improved social, learning and study facilities for students including more space for student groups and societies
• Further invest in the physical and digital estate with greater emphasis on serving the student community

Swansea University recognises the importance of social media as a tool to enhance innovation, creative thinking and sharing of ideas between groups of people. Maximising opportunities through social media will play a significant role in attracting potential employees (Dohery, 2010) and students internationally.
Environmental
The University is committed to embedding sustainability within our teaching. We will work with the Students’ Union and other partners to raise awareness and promote environmentally responsible behaviours to prepare our students for sustainable living and employment as global citizens in the 21st century. We will run a range of activities and projects such as sustainable travel and improved waste management, including re-use, recycling, and recovery. We will promote biological diversity on sites that we manage, promote the prevention of pollution and environmental damage, and consider sustainability when procuring goods and services. 

Swansea University have introduced a SWell Programme - SWell is a new programme being piloted that rewards employees of Swansea University for taking a range of Sustainability and Wellbeing related actions. There are prizes for the best teams and individuals, including a range of vouchers and donations to local charities. (Swansea University, 2017 e)

The University -
• Continue to manage operations on a sustainable basis as part of our Environmental Management System
• Minimise greenhouse gas emissions and reduce the consumption of primary raw materials
• Encourage and demonstrate sustainable approaches in our building projects

Legal
To assist in preventing immigration fraud, Swansea University is required to report to UK Visas and Immigration (UKVI) details of students and employees subject to immigration control who fail to enrol. Students who discontinue their studies or Staff who fail to maintain contact with the University. We may also be required to provide UKVI with other information about students. From time to time, Swansea University also receives enquires from UK immigration officials regarding the status of applicants or students, e.g. to check whether an offer of a place has been made or whether a student has enrolled. 
Swansea University will normally provide information about applicants and students when requested to do so by UK immigration officials. Failure to do so, in some cases, could lead to the University’s removal from the list of institutions approved to sponsor international students under Tier 4 of the Points Based Immigration System. We will maintain records about students (e.g. attendance) which we are required to maintain to meet the UKVI’s requirements. (Swansea University, 2017 f)
Business Partnering teams have now completed all visa checks on Staff to ensure they are compliantly employed in line with Immigration Law and operational guidance. (Gov.uk, 2017 b)







SWOT Analysis – Swansea University
Strengths
· Student Recruitment numbers rise leading to a increased financial sustainability
· Leadership and People Development Programmes in Place including mentoring
· Award winning HR Department
· Economic Growth in Swansea and surrounding areas
· Flexible working options available
· Within the UK Top 30 Universities
· Reward and Recognition schemes for staff and students
· No threshold on successful promotion applicants
· Annual and Interim PDR reviews
· Growing workforce
· More Academic Promotion Applicants
Weaknesses
· Growth of Technology is exceeding workforce Capability
· Quality of the PDR conversation
· JDs with no role profile
· Low staff turnover – Are people managed effectively ?
· Flexible working policies – Staff mindset/buy in
Opportunities
· Recruitment of staff and students through growing technology
· Social Media to attract staff and students
· Support for Technological Learning utilising the L&D team
· Develop an effective and strategic cross-university approach to the development of our digital capabilities.
· Upskill leaders – to deliver appraisals and effectively manage flexible working
· Mentoring programme
Threats
· Brexit – Long-term  Impact on Staff and Student Recruitment - UKVI
· Brexit – Lon-term Impact on funding and research grants
· UKVI Checks – additional resource needed – Are temps the right workforce for this role ?
· Employees who are reluctant to change.
· Losing Talented employees to other Universities
· Reputational risk due to high gender pay gap





[Type here]


Swansea University HR Strategic Action Plan – Emma Donovan

	Objectives from University Strategic Plan
	HR Objectives
	Measure of Success
	Date for completion

	
	To ensure our HR policies and procedures effectively enable high standards of staff performance. 



	




	
Develop, implement and ensure continuous improvement of fit for purpose HR policies, procedures and templates for identified scope, to enable quality standards of staff performance. 
Including the Flexible working policy and gender pay gap reporting.


	
	 100% completed to quality brand/look and usability and agreed timescales. 

100% compliant with statutory and regulatory compliance. 

100% continuous improvement applied to identified policies, procedures and templates. 

All HR web pages current and accurate.

No additional cost as will be utilising internal resource. 




	

	By July 2018 
 

	





	


	Improve the quality of our inclusive leadership to ensure it inspires excellence through communication and provide staff with opportunity for high quality training and development. 



	



Attract and retain quality leaders who fulfil our leadership values and behaviours. 







Introduce Mentoring Programme.



	



100% leadership JDs have leadership values within them. 

100% leadership applicants shortlisted and interviewed to the leadership values. 

High Mentoring take up rates and increased female academic promotion applications.
No additional cost as will be utilising internal resource.
	

June 2018


Sept 2018



August 2018

	Effectively focus and manage our priorities and enable delivery through best practice in portfolio, project and change management processes. 

	HR colleagues will provide meaningful customer interaction at all times. 

	Develop a People Plan Overview for 2017/18, which links directly to the 
University Strategic Plan 
Implemented a People Plan Overview for 2017/18, which links directly to the 

University Strategic Plan 
Develop HR Outcomes and Measures of Success for 2017/18, which links directly to the delivery of the People Plan. 
Implemented HR Outcomes and Measures of Success for 2017/18, which links directly to the delivery of the People Plan. 

Develop a HR Community Plan to ensure all members of HR are clear on what the HR Outcomes are and what part they play to ensure the outcomes are delivered on time and to the agreed measurements of success. 

Implemented a HR Community Plan to ensure all members of HR are clear on what the HR Outcomes are and what part they play to ensure the outcomes are delivered on time and to the agreed measurements of success. 
	Dec 2017

Sept 2018


Dec 2017


Sept 2018


Dec 2017





Sep 2018





Jan 2018

	Recruit, develop and retain, diverse, high quality academic and professional services staff that share our ambition. 



























Provide inclusive and supportive working and learning environments which is free from unfair discrimination and enables staff and students to fulfil their potential. 

	To develop and implement an efficient, planned and customer focussed attraction and recruitment policy and process. 




















To promote diverse, employees who share the University’s ambition. 

Ensure all PDRs competed are meaningful, discussing; training needs of individuals, current competencies and skills, career aspirations and development opportunities.

More regular coaching and 1-1 interactions with staff focusing on their current performance and opportunity to increase their performance.



	All key stakeholders and customers are communicated with throughout Attraction and Recruitment, as agreed in the new process. 

HR are clear on their role and expectations. 
ACP criteria and IPL are included in 100% of all academic attraction, job descriptions, shortlisting and contracts. 
Numbers of women Professors (24%) increased to sector benchmark. 
Academic workforce dashboard used for all business decisions. 

Proposal to registrar to Increase resource within recruitment, 1x Permanent Agile Assistant- Grade 6 @£24,983 p.a. Plus a temp to support with back log for 6 months – Grade 3 @ £16,654 p.a= £8,327(6 months)

100% completion of annual PDRs 

100% completion of interim PDRs. 

Approach developed for recognising outstanding performance in PDR within agreed scope of Professors. 

Outstanding performance is recognised in the PDR within agreed scope of Professors. 

Areas of under-performance and behaviour are effectively challenged within agreed scope of Professors 

Capability policy utilised. 

Staff feedback demonstrates that meaningful PDRs have taken place and increased loyalty.


100% response rate to PDR survey. 

Quality objectives set against 360 feedback and values feedback. 

No additional cost as will be utilising internal resource.
	Dec 2018



Sep 2018








April 2018





Dec 2017

May 2018

Jan 2018


Jan 2018


Dec 2018


Sep 2018

Jan 2018


Jan 2018

Mar 2018

Jan 2018
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