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Highlights and Challenges — 2016/2017

For the year 2016/17, the performance of the HR Directorate, as a professional services directorate cannot be
measured in isolation from the rest of the University. Whilst a number of KPIs can be attributed solely to the HR
team, much of the delivery has been as part of inter-disciplinary and interdependent teams. The following
highlights and challenges of the 2016/17 year are summarised against the objectives set:

1. HR Policy Framework: A programme of rolling policy revisions; improved policy communication; new policies
have been developed for Flexible Working, Sabbatical Leave and Equality and Diversity. The pace of the roll out
was slower than desired. This was mainly due to the volume of organisational change placing demands on the
HR team and the unions.

2. HR systems and Management Information: The roll out of MyView for holiday scheduling; the development
of TalentBank (timesheet — critical for UKVI compliance) for Brunel; the introduction of the new e-recruitment
system. The Tiger programme suffered delays during 2017 and the process mapping for HR, while an
improvement, has delivered short of early expectations. Data quality remains a major challenge.

3. Organisational infrastructure: Significant structural transformational change took place in 2017 in CBASS,
CEDPS, Information Services, Student Services and Registry and Commercial Services. Work commenced on
the Hourly Paid Lecturer complement and Atypical Worker management. The requirement by Tiger for
establishments for each division been aided by a more disciplined approach to structural change.
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4. Training and Development: The new modular based approach to compliance and mandatory
training, which included new online delivery methods and a reporting suite, was a successful
project, led by the Head of Staff Development. Compliance across the University has improved
as a result and monitoring and management of risk has also increased.

5. Staff Development Strategy: The successful relaunch of ASPIRE, the introduction of a new
Academic Leadership Programme, the launch of the Staff Development Strategy; designs in place
for a new modular management development programme. The Leadership Competency
Framework project remains in its initial stages and has fallen behind its original plan. There has
been no University-wide development of the organisation’s values framework although local
workshops have taken place in certain directorates.

6. Performance reviews, career development and PDR: Momentum has been maintained; needs work
on quality of the reviews and development planning; some areas addressing underperformance; a
number of grievances and challenge as a result; no work has yet commenced on a formal
approach to talent development within Brunel; the proposed Strategic Review of Organisational
Capability Development in early 2018 will accelerate this.

7. Employee and Trade Union Engagement: A new online exit questionnaire developed; the second
full employee engagement survey, Brunel Voice, was undertaken in 2017,relationships with the
trade unions have been largely positive, proactive and mutually respectful; significant
organisational restructuring; consultation and communication with the trade unions much
improved through informal monthly meetings to complement the formal Staff Consultative
Committee; Facility Time arrangements and recording processes in respect of the new Trade
Union Act are now in place.
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8. Reward and Recognition: The R&R project group has made significant progress: improvements
to the recognition agenda (Star Awards and Long Service; launch of an Employee Assistance
Programme and Employee Rewards Portal; improved pay benchmarking; improved reporting to
Remuneration Committee and Executive Board; Pensions Information and Education Sessions;
Pay Equality and Gender Pay Gap analysis; significant work has been done on the Research
Incentive Scheme and Performance Standards for Academic Staff; an audit of employees working
overseas has commenced; new policies for relocation and international workers commenced.

9. HR Team Capability, development and customer service: The recruitment of a Deputy Director of
HR; improved employment relations, engagement and inclusivity; the quality of the business
partnering team has been enhanced; the team leaders and operations model has been in place
for a year and the capability and performance improvement is visible; the Operations team
remains hampered by restrictive systems and processes and a high volume of HR administrative
work; the use of internships within the Directorate; Staff Development has had a strong year;
direction now needed from the Organisational Capability Strategic Review; the University relies
more heavily on the HR Directorate for proactive advice and support; service levels struggling in
terms of responsiveness and accuracy; investment from the VC’s Strategic Fund to supplement
resource was welcomed.
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Whilst not articulated specifically within the 2016/17 plan, the following significant projects have
been completed by the HR Directorate in conjunction with the project sponsors:

Athena SWAN renewal and reaccreditation

Disability Confident reaccreditation

Researcher Concordat for HR Excellence successful audit

Student worker compliance

Digital lecture capture and online assessment

Integration of Job Shop into the HR Directorate

Leadership structure and senior hires

Additional support for Payroll team in absence of permanent Payroll Manager and CFO

Review of new IR35 regulations and introduction of new processes and guidance to ensure
compliance

Introduction of Departmental Administrator workshops
HR Information Asset Inventory and cyber security pilot team
Technician Review. All roles within the Job Family have been evaluated using HERA

Introduction of employee assistance programme and reward portal
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Looking forward

The vision for the HR Directorate within Brunel University London is to be a professional,
consultative and proactive specialist function that optimises the working environment and
working practices for an engaged and high performing, inclusive and diverse workforce.
Within a modern and adaptable HR framework, leaders, individuals and teams will be
supported to perform safely, effectively and collaboratively, to deliver great education for

our students and high quality research.
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Four key themes for HR - vision

A. Build a platform for growth and sustainability:

Post the implementation of Project Tiger, the HR operational platform will be integrated,
compliant and service led.

B. Develop centres of excellence:

There will be five specialist areas of expertise: Talent, Careers and Succession; Reward and
Recognition; Employment Engagement, Inclusion and Relations; Organisational
Development.

C. Build on the HR Business Partnering Model:

The HRBP team will work in strategic partnership with their business areas where they will
coach, advise and influence, with support from the centres of excellence.

D. Community impact and influence:

Every member of the HR team will have a ‘reach out’ sector, campus or community role as
an ambassador for Brunel.
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Deliverables — 2017/2018
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A. Platform for growth and sustainability:

Project Tiger implemented April 2018

Job shop administration (student workers) assimilated into HR

Ongoing compliance and mandatory training quality, completion and monitoring
New solutions for temporary workers/ hourly paid staff

New organisational structure for HR post Tiger

L S o A o

Commitment of HR team to Athena SWAN

B. Centres of Excellence:

1. Pilot Talent and Succession and OD programmes (Aspire, Management Development,
Academic Leadership, leadership competencies, talent acquisition and values)

2. Reward strategy and clear programme of work; compliance and reporting

3. Central policy unit for relations, engagement, inclusivity, equality, Athena SWAN
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C. HR Business Partnering:

1.

2
3
4.
5

Clear business partnering model refreshed to ensure consistent leadership and
support for academic and professional services areas

Career path opportunities for HRBP team for talent attraction and retention
Rotation of HR team roles and ‘stepping stones’ created within structure
Capability improvement

Strong consultation through networks, unions, staff ambassador programme

D. Community Impact and Influence:

1.
2.

Community impact and influence integrated into PDR for all team members

All direct reports of HRD to have a position of responsibility and to lead on a pan-
University programme of work

Volunteering days and events for whole team

Brunel University London
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Background

This report provides a statistical overview of Brunel University’s performance from a Human
Resources and Equality and Diversity perspective, with particular reference to the 2016/17

Academic Year.

Data used in this report were sourced from Brunel's HR system (Northgate ResourceLink).
Where possible, Brunel's performance has been benchmarked against comparable Higher
Education Institutions using the following sources:

> HEIDI (Higher Education Information Database for Institutions)
Online data store of summary HESA return data for all Higher Education Institutions
> UCEA (University & Colleges Employers Association)
Higher Education Workforce Survey 2016
> CIPD website & HR management periodicals
> Equality in Higher Education Statistical Report (Staff) 2016

Additional Equality and Diversity data is also within the appendices.

Brunel University London
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1 Employee Composition

Headcount - Aug 14 to July17
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» For a year on year comparison (2015/16 vs 2016/17) there was a slight decrease in average staff numbers (2,319 vs 2,255).

» There was a slight decrease in the average number of academic staff (641 to 632). This was partly due to a university wide freeze on
recruitment for 2016/17.

» The slight increase in professional staff (492 to 505) reflects the increased investment in the central departments as they restructure to
modernise and professionalise services to strengthen the University’s infrastructure.

 The nt;mber of support staff rose and fell over the course of the year with the July figure down overall compared to the previous year (588
to 564).

* UCEA +14% open-ended +4% in fixed term, +15% full-time, +4% part-time

Data Source: Northgate Snapshot. Staff were grouped by condition of service. “Academic staff”’ include Academics, Emeritus and Associates, Teaching Fellows/
Associate Teaching Fellows and Educational Academics. “ Academic (HP)” represent Hourly Paid Academics. “Support staff” include Ancillary, Clerical and Related
Administrative, Maintenance, Miscellaneous, Technical, Work Placements and Clerical Administrative staff on S grades. “Professional” are professional staff on H

grades. “Research” are research staff on R grades.
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1. Employee Composition
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Data for Residences Staff was not included in figure 1.1 but presented separately in figure 1.2.

» Headcount of hourly paid academics decreased slightly within CBASS AND CDEPS in 16/17.

Key highlight

While externally funded Research employee numbers remain steady e.g. 182 staff in 2016, 182
staff in 2017 and 179 staff in 2018. There are some fluctuations in numbers of other job types
as the University achieves the optimum skills mix to achieve its future strategy.
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1 Employee Composition — BUL Comparator Group

e 201314 e 2014/15 o= 2015/16 ——- BUL Avg.
l.4a 1.4b
Ratio of Academic : Non Academic Ratio of Academic : Support Staff
Brunel Brunel
University University
London London
; : : ; : he University of City, University
The University of - City, University T ’
York of London York of London
The University of Loughborough The University of Loughborough
Sussex University Sussex University
. . Queen Mary
The University of ng en Mary The University of University of
University of Surrey
Surrey London London
. . oyal Holloway
The University o oyal Holloway The University o and Bedford
Southampton and Bedford Southampton
P New College - New College
The University 0 he University of The University he University of
Reading Bath Reading L Bath
The University of The University of
Kent

Kent

Data Source: HESA

Definitions
“Non Academic Staff” are defined as staff without an academic job function and includes all professional and support staff.

“Support Staff’ are defined as staff on non-academic contracts who fall within major groups 1-4 of the ONS Standard Occupational
Classification (SOC). They include: Managers, directors and senior officials; Professional occupations; Associate professional and technical

occupations and Administrative and secretarial occupations.
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1 Employee Composition — BUL Comparator Group

1.4c

Teaching only as a % of Academic (FPE)

Brunel
University
London

City, University
of London

The University Loughborough

of Sussex ’ University

. . Queen Mary

The University University of
London

Royal Holloway
and Bedford

of Surrey “
The University ‘
of Southampton \

New College
The University he University
of Reading of Bath

The University
of Kent

s 2013/14 e 2014/15 === 2015/16 ——- BUL Avg.
1.4d Teaching only as a % of Academic (FTE)
Brunel
University
London

City, University
of London

The University Loughborough

of Sussex University
The University Qu_een Mary
University of
of Surrey
London

oyal Holloway
and Bedford

New College
The Universit he University
of Reading of Bath

The University
of Kent

Key Question

BUL has a low percentage of employees on teaching only contracts compared to a number of benchmark
institutions. Does this model need to be reviewed or does it continue to fit with the University’s strategic

direction?
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1 Employee Composition — BUL Comparator Group

1l.4e

The University
of York

The University

of Sussex

The University
of Surrey
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City, University
of London

Loughborough
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Queen Mary
University of
London

Royal Holloway
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The Uni he University
of Reading of Bath

The University
of Kent
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1.4f

Brunel
University
London

The University of
York

The University of
Sussex

The University of
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The University O
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swssss 2015/16 —— - BUL Avg.

Research only as a % of Academic (FPE)
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University

Queen Mary
University of
London
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1. Employee Composition 1.4a-1.4e - comments

The employee composition data are remarkably unchanged year on year:

» The ratio of academic vs non-academic staff (1:1.04) has increased in 2015/16, compared to the previous
two years (average 1:0.92) (see 1.4a).

» The ratio of academic vs support staff (1:0.83) has also increased in 2015/16, compared to the previous
two years (average 1:0.73) (see 1.4b). The University of Bath has for the past three years had a 1:1 ratio.

» The percentage of academic staff on Teaching Only contracts has remained steady averaging 31%
between 2012/13 to 2015/16 (see 1.4c). Staff on teaching only contracts only account for 12% of
academic FTE (see 1.4d). York and Southampton have a lower proportion of Teaching Only contracts,
with 16% and 20% respectively.

» The percentage of academic staff on Research Only contracts averaged 15% between 2012/13 to
2015/16 (see 1.4f). Southampton has the highest average over the three years at 35%.

» Between 2012/13 to 2015/16, on average 53% of BUL academic staff were on Teaching & Research
contracts, more than any of our comparator HEIs (no chart for this). For teaching only contracts there is
quite wide variations in the FPE used to cover each FTE. The average for Brunel University is 3.67 FPE
per FTE. For Southampton it is 1.08 but for City is 6.68.

Key Questions/ Highlight

Does the current skills and role mix align with BUL'’s strategic direction? Is our position in
comparison with the other Brunel Comparator Peer Group as expected?

Brunel University London

21



1 Employee Composition

15 Ethnicity (All staff) 16 Disability (All staff)
Aug 14 to July 17 ) Aug 14 to July 17
80.00% 4.50%
70.00% -
4.00%
60.00% -
50.00% | 3.50%
30.00% - 2.50%
20.00% - 2.00%
10.00% - 1 1.50%
0.00% - | || —— 0 ew
] ] ] Not 1.00%
White Asian Black Mixed Other
Known 0.50%
m14/15| 70.28% | 18.79% 4.27% 2.46% 2.76% 1.43% 0.00%
m15/16| 68.95% | 18.41% | 4.45% | 2.85% | 3.06% | 2.28% _ 14715 15/16 16/17
16/17| 67.41% | 18.42% | 4.67% | 2.75% | 3.24% | 3.52% m Disabled 3.07% 3.02% 4.15%
17 Gender (All staff) 1.8 Age (All staff)
Aug 14 to July 17 Aug 14 to Julyl7
60.00% 30.00%
49.06% 50.94% 04179 m25-88%
50.00% — 25.00% :
40.00% - I— 20.00% 19.08%
30.00% -+ — 15.00% -
20.00% - — 10.00% - 59%
10.00% - - 5.00% - 1 |
0.00% - 0.00% -
Male Female 16 - 24 25-34 35-44 45 - 54 55-64 65+
m14/15 49.21% 50.79% m14/15| 4.93% 21.81% 23.10% 26.81% 17.65% 5.70%
m15/16 49.36% 50.64% m15/16| 4.74% 21.05% 23.01% 26.76% 18.59% 5.85%
16/17 49.06% 50.94% 16/17| 4.92% 19.36% 24.17% 25.88% 19.08% 6.59%
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1. Employee Composition 1.5-1.8 - comments

Employee Composition

« There has been a slight reduction in the percentage of white staff compared with Black and
Minority Ethnic (BME) staff. Over a quarter of the staff at Brunel (29%) are from a BME
background. Nationally in HE this is 8.9%.

» 4% of staff report that they have a disability which is an increase of 1% from last year and now
more closely matches the national HE profile of 4.6%

« There is a small increase in the 55 and over age groups as well as 35-44

» Brunel’s profile of ‘younger’ workers aged 34 and under is 24% which is lower than the HE
national average of 32%.

* The gender ratio has remained stable at Brunel and remains at 51% female and 49% male. The
national figure for women in HE is also the same as last year at 54%.

« UCEA Since 2005-6 academic staff 65+ increased 232%. Now 3.2% of academic staff.

Key Highlights

Our recent survey and focus on disability will help us focus on improving our support around
reasonable adjustments across the UK, 17% of staff working in higher education were aged 30
and under

Staff working in higher education have increasingly become more ethnically diverse, with an
increase in black and minority ethnic (BME) staff nationally

Brunel University London
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1 Employee Composition

1.9 Sexual Orientation (All staff) 1.10 Religion / Belief (All staff)
Aug 14 to July 17 Aug 14 to July 17
80.00% - 80%
70.00% 70%
60.00% - 60%
50.00% - 50%
40.00% - 40%
30.00% 30%
20.00% - 20%
10.00% 10%
000% (o T b i b .
Bi-Sexual Gay Heterosex | Leshian | Prefer Not Not 0% ——
ual to Declared Buddhil Christi | | Judais |\ | oo [ Spiritu| (o Do RO
Comment st an m alist ent od

m14/15| 0.40% 0.48% | 18.68% | 0.29% 2.13% | 78.01% = 14/15| 0.26% | 9.45% | 1.36% | 0.29% | 1.58% | 0.85% | 0.00% | 8.02% | 1.58% | 1.54% |75.06%
m15/16| 0.71% 061% | 27.14% | 0.28% 4.34% | 66.92% m15/16 | 0.46% |11.86%| 1.64% | 0.18% | 2.31% | 0.96% | 0.11% |11.25%| 2.28% | 4.67% |64.28%
=16/17| 0.97% 0.94% 36.59% 0.45% 6.79% 54.25% m16/17| 0.42% |14.83%| 1.98% | 0.31% | 3.20% | 1.18% | 0.10% | 3.13% | 8.29% | 1.18% [51.57%

« The majority of staff do not declare their sexual orientation or religion/belief at Brunel, but this has
now reduced to just over 50% from just under 80% in 2014. This demonstrates increasing
confidence in declaring these characteristics. Nationally 13% of staff do not declare religion/belief
and 15% do not declare sexual orientation.

« Data returns to HESA are currently voluntary on gender reassignment, religion and belief (or none),
and sexual orientation, so there is not an accurate national demographic picture of the HE staff.
70% of institutions return data in these areas. Brunel will start to collate this data for staff next year.
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1 Employee Composition

Grade v Gender

B Female m Male

1.11

Gender by Academic Grade
16/17 Academic Year

100 50 0 50

100

150 150

Gender by Research Grade
16/17 Academic Year

1.13

Senior Research Fellow

150 100 50 0 50

Key Question
Should there be a specific focus on promotion of
women from lecturer to senior lecturer in 20187

1.12

H6
H5
H4
H3
H2
S6
S5
S4
Ss3
S2
Ss1

Gender by Professional / Support Grade
16/17Academic Year

150

1.14

Director

Academic Registrar & Student Services

College of Eng, Design & Phys Sciences

College of Business Art & Social Science

100 50 0 50 100 150

200

All Staff by Gender and College / Directorate
16/17 Academic Year

Finance Directorate

Director of Planning

Director of Human Resources
Director of Estates

of Comms Marketing & Stdnt Rec

Director of Commercial Services

College of Health & Life Sciences

0% 20% 40% 60% 80% 100%
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1 Employee Composition — Grade v Gender

* The proportion of women decline the more senior the academic role overall. However from reader
to professorial grade there is an increase, although not to the same proportions men. Nationally
24% of professors are women. At Brunel, female professors constitute 20%.

» Brunel continues to have more women than men overall in the professional and support roles.

» For the group of staff on Research only contracts there continues to be approximately double the
number of male research fellows compared to female. There are no women who are senior research
fellows.

* The departments with the lowest proportions of women are the College of Engineering, Design and
Physical Sciences and Estates. The highest proportions of women are in HR, Planning and Student
Services.

Key Highlights

For both academic and professional and support staff, women were underrepresented in
senior positions and overrepresented in junior positions.

Among professional and support staff nationally, there was a clear gender divide in many
occupational groups, such as skilled trades occupations (80% men) and administrative and
secretarial occupations (80% women).

Proportion of staff in Figure 1.14 includes academic and non-academic staff in the college.

Brunel University London 26



Turnover

1 Employee Composition

1.15 Turnover (Total & Voluntary) (all staff) 1.16 Voluntary Turnover by College / Directorate
16% m14/15 m15/16 = 16/17 0% 5% 10% 15% 20% 25%
—i8sest5.08%
14% /\N College of Business Art & Social Science
12% 1a50% 13 7% / ‘
10% / \/*0-11% College of Eng, Design & Phys Sciences
o 1019% 7.86% .08% 9 9. besig ye =el
8% 3.03% 0
B -
0 D70 College of Health & Life Sciences
6% _q-gg‘%", N5.39%
4%
201 Academic Registrar & Student Services
0
0% T T T T T T 1

10/11 11/12 12/13 13/14  14/15 15/16 16/17 Director of Commercial Services

0 Turnover =09, \/oluntary Turnover

Director of Comms Marketing & Stdnt Rec
1.17 Reason For Leaving (all staff)
180 Director of Computer Centre
160
140 Director of Estates

120
100 -
80 -
60 -
40 A
20 -

Director of Human Resources

Director of Operations

J Finance Directorate
- e

. .

07 End of FTC | Resignation | Retirement | Dismissal (;pability Redundancy| Settlement Other
m14/15 59 109 29 6 3 0 10 1
m15/16 80 167 33 8 0 6 14 5 Other (small areas)
m16/17 59 156 35 3 0 1 42 2
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1 Employee Composition -1.15-1.17

» Overall turnover was at 15.08% in 16/17, an small increase of 0.25%. Voluntary turnover rose by
0.7% to 9.1%, which is the highest to date.

« The increase in turnover might be due to continued organisational change and uncertainty in the
wake of ongoing restructures.

« Voluntary turnover within the college of Engineering Design & Physical Science has increased year
on year from 4.6% to 6.6% to 8.5%.

» Voluntary turnover from the Academic Register and Student Services, the Directorate of
Communications Marketing and Student Recruitment and Estates Directorate show high levels of
voluntary turnover compared to last year as part of ongoing restructuring.

o UCEA benchmarks: Turnover for Professional Services 10.4%., Academic 7.9% (Voluntary 6.3%
4.4% respectively)

Key Question

While some employees may decide to move on for positive reasons if they believe the change does not
fit with their career plans, how do we ensure that key skills are not lost?
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1 Employee Composition Turnover

1.18 Ethnicity of Leavers (Perm & Fixed term) 1.19 Disability of Leavers (Perm & Fixed term)
80% 100%
70% 90% -
80% -
0,
60 0/" 70% -
50% 60% -
40% 50% -
30% 40% -
20% 30% -
0% emll e 10% -
) ) . Not 0% - . . S -
White | Asian Black | Mixed | Other Known Not Disabled Disabled Information refused
m14/15| 64.19% | 28.37% | 3.26% | 0.93% | 0.47% | 2.79% m14/15 96.77% 2'302/" 0'92;%’
0,
m15/16| 66.34% | 20.79% | 4.62% | 3.63% | 3.63% | 0.99% m15/16 97.08% 2.27% 0.65%
0, 0, 0,
=16/17| 72.30% | 18.24% | 4.05% | 2.70% | 0.68% | 2.03% m16/17 95.62% 4.04% 0.34%
1.20 Age of Leavers (Perm & Fixed term) 1.21 Gender of Leavers (Perm & Fixed term)
25%
40.00%
35.00% 20%
30.00% 15%
25.00%
° 10%
20.00%
15.00% 5%
10.00% - 0%
5.00% - Female| Male |Female| Male |Female| Male |Female| Male
0.00% - Academic Research Professional Clerical
16-24 | 25-34 | 35-44 | 45-54 | 55-64 65+ m14/15| 8.47% |11.86% | 10.73% | 20.90% | 13.56% | 12.99% | 18.08% | 3.39%
m14/15| 10.14% | 33.64% | 18.89% | 15.67% | 13.36% | 8.29% m15/16|13.67% | 14.45% | 10.16% | 15.23% | 14.06% | 8.20% | 19.14% | 5.08%
m15/16| 12.34% | 27.60% | 23.05% | 15.91% | 14.94% | 6.17% m16/17|10.38% | 13.08% | 10.00% | 15.00% | 17.69% | 11.92% | 16.15% | 5.77%
m16/17| 7.07% | 24.58% | 22.56% | 19.19% | 17.85% | 8.75%
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1 Employee Composition Turnover

1.22 Gender of Leavers by condition of Service (Perm & Fixed term)

25%

20%

Key highlights

15%

«  We will monitor the engagement of
Capita to see if this increases the
completion of exit interviews

10% -

5% -

0% -

Female Male Female Male Female Male Female Male
Academic Research Professional Clerical
m14/15| 8.47% | 11.86% | 10.73% | 20.90% | 13.56% | 12.99% | 18.08% | 3.39%

m15/16| 13.67% | 14.45% | 10.16% | 15.23% | 14.06% | 8.20% | 19.14% | 5.08%
m16/17| 10.38% | 13.08% | 10.00% | 15.00% | 17.69% | 11.92% | 16.15% | 5.77%

« The proportion of White staff (72%) that left Brunel has increased this year, as well as disabled staff
(4%).

« The proportion of leavers for academic and research staff was lower this year. However there has
been an increase in leavers in professional roles. It is higher for women than men, but there are more
women overall in this grade. There was a slight increase in male clerical staff who left this year.

« There was a reduction in staff between the ages of 16-44 who left, versus an increase in staff aged 45
and over.
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1 Employee Composition Contract Type

1.22 Contract Type by year (Average headcount) 1.23 Contract Type by Job Type (Average headcount)
1800 1000
1600 - 1007 a— A 1 645
UL A 1643 1587 1632
1400 800
1200
600
1000 —
800 /971 919 944 983 830 400
600 736
200
400
200 0
0 T T T T T T 1
10/11 11/12 12/13 13/14 14/15 15/16 16/17 Academic Professional / Research Academic Hourly Casual
Support Paid
e=—Fixed Term e=Permanent )
m Fixed Term ®Permanent
1.24 Contract Type by College / Directorate ( average FTE)
100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0% Academic Director of
College of College of College of . Director of Director of - Director of . Engagement
Business Art & | Eng, Design & | Health & Life Registrar & Commercial Comms Computer Director of Human Finance Other (small Strategy &
; . - ) Student ) Marketing & Estates Directorate areas) ;
Social Science | Phys Sciences Sciences . Services Centre Resources Support Unit
Services Stdnt Rec
B Permanent 225.3 287.7 186.0 159.7 176.6 91.6 77.4 45.4 26.9 46.6 121.2 23
H Fixed Term 43.2 137.6 37.8 22.8 11.2 10.3 4.2 0.7 3.8 7.1 61.7 0.0
mFixed Term ®Permanent
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1 Employee Composition — comments on contract type

The proportion of the workforce that is fixed term has risen overall from 30% in 2010/11 to

34% in 2015/16. This requires investigation. It could well be appropriate and reflective of an
Increase in research activity and short term change

However, there was a slight decrease in the use of fixed term contracts in the 16/17 academic
year compared to both 13/14 to 15/16

o A different trend was observed in Academic Hourly Paid job category where there has been
a increase in the use of fixed term contracts.

o Departments such as the Directorate of Estates and Directorate of Computer Centre (now

Information Services) make use of external contractors/consultants, a group not reflected in
the current analysis of contract type.

Key Highlight

There is a need to include contractors and consultants in the analysis of contract type going
forward to fully understand our employee composition profile.
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1 Employee Composition

International & UKVI

1.29 International staff % 1.30 Certificate of Sponsorship Tier of employees (exc. Jobshop)
80% 90
70% - 80
60% - 70
60
50% -
50
40% -
40
30% - 30
20% A 20
10% - 10
0% - 0
UK EU Non-EU TIER1 TIER2 TIER4 TIER5S
m14/15 74.52% 12.28% 13.20% m14/15 2 80 13 4
m15/16 73.56% 12.83% 13.62% m15/16 2 83 14 4
"16/17 76.00% 11.67% 12.33% " 16/17 1 67 7 1

« The University Tier 2 sponsorship reflects our skills challenges. A majority of recipients of
sponsorship are in the College of Engineering, Design and Physical Sciences, 65% over the
three years.

« UCEA 30.5% of staff non-UK, 16.7% non EU, 9.5% Tier 5

Key Question

What impact will Brexit have on recruitment and retention of non-UK Staff? The CBI has reported a post
Brexit labour and skills shortage.

Brunel University London
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2. Pay Equality
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2 Equal Pay Gap AnaIySiS Average of Pay/FTE

2.1 Academic positions by gender 2.2 Research positions by gender
£110,000.00 £100,000.00
£100,000.00
£90,000.00
£90,000.00
£80,000.00 £80,000.00
£70,000.00 £70,000.00
£60,000.00 £60,000.00
£40,000.00 - £4000000 -
£30,000.00 | ==t : - -
Ed Ed L Senior . . £30.000.00 -
Academic | Academic ecturer Lecturer Academic | Academic ’ Senior
(H3) Professor Reader Researcher Research Research Research Research
(H2) (H3) (HS) Fellow Fellow Il Fellow Professor
mFemale| £31,632.0 | £45,392.5 | £45,950.7 | £52,515.5 | £92,483.3 | £71,542.6 = Female | £39.523.00 £35.579 17 £44.073.67 £52 970.00 £00.234.38
mMale | £35026.0 | £46,029.6 | £45,381.7 | £56,775.3 | £93,116.1 | £64,173.4 aMale | £39.32400 | £35.15458 | £46.255.27 | £53.965.50 | £89.557.17
23 Professional positions by gender 2.4 Support positions by gender
£115,000 £31,000.00
£105,000 £29,000.00
£95,000 £27,000.00
£85,000
£25,000.00
£75,000
£65.000 £23,000.00
£45,000 £19,000.00
£35,000 - £17,000.00 -
£25,000 - H2 H3 H4 H5 H6 £15,000.00 - S1 S2 33 Sa S5 S6
m Female £36,788 £46,070 £49,637 £57,188 £87,459 mFemale| £16,255.4 | £17,419.3 | £20,699.0 | £22,131.1 | £24,622.7 | £28,330.8
= Male £36,424 £47,136 £51,313 £61,425 £107,569 H Male £19,096.1 | £17,727.9 | £21,739.2 | £22,228.9 | £24,694.8 | £29,171.6

Brunel University London




(Average male salary/FTE- Average female salary/FTE)/Average male salary/FTE

2 Eq U a.I Pa.y A n a.l yS I S A positive percentage gap means there is a pay gap in favour of men

2.5 Academic and Research positions by gender: 2.6 | supportand Professional positions by gender:
e — Average |Average Male Support and Professional | Average Female pay |Average Male

o Female pay pay per Position: per hour pay per hour
Research Position: per hour hour

ACP £ 47.78 £ 46.28 -£1.50

Reader £36.37 £34.94 -£1.43
Research Fellow £19.78 £19.21 -£0.57 £ 45.02 £ 52.68 £7.66
Research Fellow Il £25.78 £25.78 £0.00
R h Prof 1 £49.58 £47.49 -£2.09
o T e
e g6 000 e oss £ om £o
Senior Research Fellow £29.10 £29.88 £0.77
Teaching Fellow £24.31 £28.16 £3.86 £ 16.10 £ 1658  £0.48
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Equal Pay Gap - Academic Professors and Readers

2.7
Professor Reader
100.00 ° 46
The distribution of male professors is much
44 ° more uneven than female professors, with a
90.00 ° . . .
) . large number of highly paid outliers and the
4 42 bottom half of the distribution is concentrated
80.00 8 around £40 per hour which pulls down the
40 median for men.
8
70.00 38
Similarly, for male readers the bottom half of
£0.00 36 x the distribution is concentrated around £34
a per hour. However the highest paid male
34 reader is £40 per hour. There are a large
50.00 X amount of male readers on the lower pay
32 scale and this is pulling down the median for
men.
40.00
l ‘ 30
30.00 28
[ Female [ Male L Female [ Male
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2 Equal Pay Analysis

Commentary:

There is only 1 female research professor whose hourly rate is higher than the median value
for the 4 males.

Charts 2.1 and 2.2 show there are smaller differences in the pay of men and women in all
grades (apart from H2 lecturers). However it is interesting to note that these differences occur
right at the beginning of an academic career, where you may expect staff to start at the bottom
of the salary scale.

Women Readers however have slightly higher pay than men.

The pay gap between research and academic professors is relatively small, however there are
a number of highly paid professors who are men. The pay gap between professors has
decreased since the initial analysis as a number of professors have left the University.

In the professional grades the pay gap between men and women is most stark at the highest
grade at H6 where there is a difference of over £20,000. This is an increase of £2000, since
the initial analysis.

Brunel University London 38



11 July 2018

3. Talent/Career Development
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3 Talent / Career Development Promotions

3.1 % of eligible staff by gender at each stage of promotions
) L1000 m Sum of Didn't apply m Sum of Stage 1 Sum of Stage 2 ® Sum of Promoted
0
o R B
90%
85% 3 2 5
To Chair/Professor 80%
;gff 22 36
0 18
65% 31 1 30 20 36 B
60% 15
55%
Female Male Female Male Female Male Female Male Female Male
2012-13 2013-14 2014-15 2015-16 2016-17
100% s 3|
95% [ 6 | 6 |
90%
4
85% 6 z ! 8
80% 6 2
To Reader 75% a1 - -
65% 72 46
60%
55%
Female Male Female Male Female Male Female Male Female Male
2012-13 2013-14 2014-15 2015-16 2016-17
100%
5
o BE 6 "o | KN
90% = 6 : 24 23 =
85% 9 7
. 80% -
To Senior Lecturer 750/0 7 11
0 121 7
70% 130 111 137 124 98
65% 82 97 95
60%
55%
Female Male Female Male Female Male Female Male Female Male
2012-13 2013-14 2014-15 2015-16 2016-17
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3 Talent / Career Development

Promotions

Total Total
ToFaI Total Applied |Recommended| Total Promoted | Total Eligible | Total Applied | Recommended | Total Promoted
Eligible
at Stage 1 at Stage 1

I Female Male

To Professor/Chair

24 2 1 0 39 8 5 1
22 4 2 0 39 3 3 0
23 8 7 4 40 10 4 2
25 5 5 2 45 9 4 3
25 4 4 1 45 12 6 4
43 7 3 1 93 21 15 6
45 4 3 0 92 16 10 5
49 7 5 3 102 16 9 6
58 7 6 3 114 14 13 7
58 12 10 4 114 20 12 3
131 10 5 5 159 29 20 6
130 19 14 7 157 20 14 9
130 27 17 11 150 26 19 16
115 33 26 24 129 32 25 23
115 17 12 9 129 34 23 16

* This year has seen an increase in the proportion of women applying for, being recommended for and being successful in appointments
to reader positions compared with last year. However there was a decrease in the proportion of women applying for senior lecturer
positions compared with last year.

* In the last academic year we had 20 women on the external Aurora scheme women. Four staff who participated in this and other
diversity mentoring schemes achieved promotion or other significant achievements. This year we have five staff on the diversifying
leadership programme (BME staff). This is the second highest cohort in the programme across all Universities participating. 35
Women patrticipated in the Springboard and Fresh Steps programmes.
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3 Talent / Career Development

Promotions

3.2

100%
95%
90%
85%
80%
75%
70%
65%
60%
55%

To Chair/Proffessor

100%
95%
90%
85%
80%
75%
70%
65%
60%
55%

To Reader

100%

95%

90%

85%

. 80%

To Senior Lecturer 75%
70%

65%

60%

55%

® Sum of Didn't apply

2012-13

BME White

2012-13

Tt B o |
11
183

White
2012-13

BME

% of eligible staff by White/BME at each stage of promotions

m Sum of Stage 1

BME White
2013-14

2|
White

2013-14

White

BME
2013-14

Sum of Stage 2

2
2
47 5

® Sum of Promoted

-H

a7

White White BME White
2014-15 2015-16 2016-17
N N

5
4 5 5
100 117
34 32 108
BME White BME White BME White
2014-15 2015-16 2016-17
B
32
15
11 -
7
171 5
143 42
36
White BME White BME White
2014-15 2015-16 2016-17
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3 Talent / Career Development Promotions

.. . Total Total .. . Total Total
Total Eligible | Total Applied | Recommended Total Eligible | Total Applied | Recommended
at Stage 1 Promoted at Stage 1 Promoted

] BME White

10 1 0 0 53 9 6 1
10 1 1 0 51 6 4 0
12 4 2 2 51 14 9 4
14 E 2 2 56 9 7 3
14 7 2 2 56 9 8 g
33 6 6 2 103 22 12 5
31 6 4 2 106 14 9 3
36 8 4 3 115 15 10 6
41 7 6 2 131 14 13 8
41 9 4 2 131 23 18 5
74 6 3 2 216 33 22 9
72 12 8 4 215 27 20 12
69 13 7 7 211 40 29 20
57 21 16 15 187 44 35 32
57 15 8 6 187 36 27 19

» This year has seen an increase in the proportion of BME staff applying for professor and reader roles, although the proportion
promoted remains the same as last year.

« Similar to women, there has been a decrease in the proportion of BME staff applying and being promoted to be a senior lecturer.
Therefore our talent initiatives should have a focus on lecturers to help them progress to the next level.
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3 Talent / Career Development — Promotions

Key Question

For both female and BME academic employees , there is a reduced number of employees
moving from lecturer to senior lecturer.  Will this be addressed through the full
implementation of the Academic Life Cycle or is further work needed to improve induction,
probation, mentoring and development processes?
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3 Talent / Career Development

Key Question

How do we increase both the quality of and
engagement with the PDR process?

PDR
3.3 % of employee PDRs started and completed by College / Directorate

College or Directorate Started Completed m Started = Completed
College of Business Art & Social Science 294 (82.4%) 214 (59.9%) 350
College of Eng, Design & Phys Sciences 206 (64.4%) 49 (15.3%) 300
College of Health & Life Sciences 176 (85.0%) 71 (34.3%) 250 -
Academic Registrar & Student Services 71 (78.0%) 47 (51.6%) 200 -
Director of Commercial Services 87 (66.9%) 62 (47.7%) 150 -
Director of Communications, Marketing and Student 100 -
Recruitment 82 (82.0%) 30 (30.0%) 50 -
Director of Information Services 62 (78.5%) 12 (15.2%) 0 1

H 0, 0, . . . . . .
e s e S P 8

. . — = F PRI LSOO
Finance Directorate 34 (66.7%) 5 (9.8%) \(\e? 96 ®,§\°Qg,\ S \)(\\0 \(s\\o & Qg? N Q\Q
Research Institutes 112 (80.6%) 76 (54.7%) & KQ}\Q RS &© RS RS
Other 55 (79.7%) 32 (46.4%) o O F L 8 o
Total 1234 (77.1%) 647 (40.4%) o\\"’q T T O &°

() 0\&0 \@c’:‘

» As at December 20th 2017 and since the PDR year commenced on June 9th 2016, 77% of staff had
engaged in PDR activity with 40% having completed the process. The overall engagement is similar to last
year but there is a higher proportion of completions indicating more familiarity with the process.

« There is anecdotal evidence that there is an underreporting on PDR engagement, particularly in how many
are completed, as a number of departments still use paper based PDRs
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Internal Training*

*“Traini ded th h Staff Devel t data d
3 Talent / Career Development iz s oo s v

Training attendees by Ethnicity (16/17)
3.4 3.5 Training attendees by Disability (16/17)
0
80.00% 100.00%
90.00%
0
70.00% 80.00%
60.00% 70.00%
50.00% 60.00%
50.00%
40.00%
40.00%
30.00% 30.00%
20.00% 20.00%
10.00% 10.00%
0.00% -
0.00% _ e Disabled Not Disabled
White Asian Black Mixed Not Other m All Employees m Attendees
Known
Traini A 16/17
3.6 m All Employees  m Attendees 3.7 raining attendees by Age (16/17)
70.00% 35.00%
60.00% 30.00%
50.00% 25.00%
40.00% - 20.00%
30.00% - 15.00%
20.00% - 10.00%
10.00% - 5.00%
0.00% - 0.00%
Female Male 16-24 25-34 35-44 45-54 55-64 65+
mAll Employees m Attendees mAll Employees m Attendees
Brunel University London *only 14/15 data is available so a comparison has been made against all employees. Next year will have year on year comparisons




3 Talent / Career Development — Internal Training

Key Highlights

There is a higher proportion of White employees who have attended training compared to
the staff profile.

A higher proportion of women attend training than men.

Younger staff are more likely to attend training (16-44), than those over the age of 45.
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3 Talent / Career Development Compliance Training

Approximate figures: training recording system under development

3.8 Compliance Training Completion rate by Directorate

% Anti- % Environmental |% Health and %

Bribery % Data Protection (% Equally Different|Sustainability safety UKVI
College of Business Art & Social Science 44 17 32 32 33 22
College of Eng, Design & Phys Sciences 42 15 29 35 30 15
College of Health & Life Sciences 54 29 42 48 43 28
Academic Registrar & Student Services 66 37 49 54 57 41
Director of Commercial Services 53 28 68 67 52 28
|Director of Comms Marketing & Stdnt Rec 93 51 79 81 67 69
|Directorate of Information Services 60 22 31 33 44 17
|Director of Estates 37 15 26 33 29 2
|Director of Human Resources 100 68 82 92 87 74
|Finance Directorate 44 17 27 19 20 10
Research Institutes 82 31 73 74 70 25
Other 59 24 50 46 48 39
University Average 61 30 49 51 48 31

« Compliance training completion rate as at 18th of December 2017 showed an increase of
compliance across the University*,

Compliance for Anti Bribery includes completing either the online Anti Bribery course or attending the face to face Bribery Act Briefing; Compliance
for Data Protection includes completing both Data protection training sessions ( Online AND Workshop or Refresher Workshop); Compliance for
Equality and Diversity is attendance of Equality and Diversity workshop or refresher workshop; Compliance for Environment involves attending the
face to face environmental sustainability session; Compliance for Health and Safety is completing two online Health and Safety workshops;
Compliance for UKVI is attending the online session and one of the 2 face to face sessions (so either understanding tier 4 students rights’ and UKVI:
Understanding Tier 4 Students Rights or Employing Tier 4 Students). *Data for Prevent Training was unavailable at the time of reporting and has been
excluded.
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3 Talent / Career Development Length of service

3.9 Length of Service (permanent only) 3.10 Length of service (fixed term only)
600
700
500 600
400 500 -
400 -
300
200 - m15/16
200 +
m16/17
100 - 100 -
0 0 -_______
<1 year 1-2 3-5 6-10 | 10-15 | 15+ <1year 1-2 3-5 6-10 10-15 15+ years
years years years years years years years years years
14/15 189 190 271 544 280 306 m14/15 538 234 99 40 13 15
15/16| 161 296 234 515 299 330 m15/16| 531 298 84 36 13 11
16/17| 129 340 235 388 379 340 = 16/17 588 330 81 33 16 13

« Brunel employees continue to remain loyal with over 1/3 of permanent staff with >10 years’ service.
This does not demonstrate however whether they have job satisfaction

» 25% of permanent staff has less than 2 years’ service; a reflection of that change is now becoming a
constant within HE

» Brunel will hold its second long service award ceremony in April 2018 for staff with over 25 years’
service

« The majority of fixed term staff have between 1-2 years service

Brunel University London
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3 Talent / Career Development

Retirement
3.11 Headcount of employees aged 60+ by contract type 3.12 Average age of retirees by year

180

160 66.00

140

65.00

120
100 64.00 //\\ /\//
80 - 63.00 p— \ /

601 62.00

\/

20 - 61.00 \/

J |

0 Academic Hourly Paid/Casual | Professional/Support Research 60.00

m 14/15 93 66 152 10 59.00

m15/16 89 71 164 9

= 16/17 88 89 166 o 58.00 09/10 | 10/11 | 11/12 | 12/13 | 14/15 | 15/16 | 16/17

3.13 Fourse attendance for “Planning Ahead for Retirement” and “Mid Career |—T0tal 62.84 63.10 64.80 60.83 63.97 63.28 64.44
Financial Planning”
20 The ageing workforce profile illustrates the
18 Importance of investing in pre-retirement seminars
" and succession planning. The changes to the
10 USS pension scheme will also create more
6 discussions of flexible retirement.
4
2 Key Highlights:
— 1213 | 1314 | 1445 | 15116 | 1617 | There has been an increase in the numbers of
areer Planning ror .

Support Staff 10 4 casual and professional staff who are over the age
= Mid Ci‘,ﬁzﬁ{] Egancia' 10 12 6 19 9 of 60 but a decrease in staff attending the career
= Planning Ahead for 9 11 10 11 11 plannlng Workshops.

Retirement
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4. Talent Acquisition
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4 Talent Acquisition: 4.3&4.4, 4.1

Recruitment - Applicants

4.1 | Applicants by month 4.2 | Average applicants per vacancy
= Academic ===Professional / Support =—=Research 250
2500 200
2000 150
1500 100
500 01 Academic Professional / Support Research
m13/14 61 124 53
0 u14/15 44 192 56
QAN "15/16 40 186 52
XX W WX 0T 0 0 0 0 00 o o0 AT A" Al =16/17 66 171 72
N RN A XY N N N2 N0 N0 N0 N0 N N N
TESTETESS S S S S S S S
4.3 Applicant age brackets 4.4 Applicants by ethnicity
2500 3500
3000
2000 -
2500
1500 - 2000 -
1500 -
1000 -
1000 -
500 - 500 4
0 ___AJ;__-_.;
. : . Info | Unknow
0.
16-24 | 25-34 | 35-44 | 45-54 | 55-64 | 65+ White | Asian | Black | Mixed | Other |pofised| n
m14/15 660 2029 1202 667 211 14 m14/15| 2372 1695 471 218 211 28 506
m15/16 625 1749 1103 619 198 21 m15/16| 2146 1421 439 225 216 29 406
m16/17| 1160 2339 1835 906 367 43 m16/17| 2972 2218 617 302 473 157 390
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4 Talent Acquisitl

on

Recruitment - Applicants

4.5 Applicants by disability

6000

5000

4000

3000

2000

1000

O____

Disabled Not Disabled

Refused

Unknown

m14/15 144 4858

37

462

m15/16 147 4329

38

368

m16/17 155 4512

25

2437

Applicants by sexual orientation

e

4500

4000

3500

3000

2500
2000

1500
1000

500

0
Heterosexu

Bi-Sexual
al

Gay

Lesbian

Comment

m14/15 90 72 3763

18

1558

m15/16 74 74 3420

21

1293

m16/17 105 85 4017

33

2889

4.6 Average applicants by gender
4000
3500
3000
2500
2000 -
1500 -
1000 -
500 -
0 -
Female Male Unknown
m14/15 2657 2618 226
m15/16 2391 2298 193
m16/17 3222 3682 225
4.8 Applicants by Religion / Belief
1800
1600 Excludes
1400 ‘Prefer Not to Say’
1200 14/15 1,406
1000 15/16 1,206
800 16/17 2,810
600
400 -
0] o . B
Bgddh Christi Hindu Jewis | Musli None | Other | Sikh Spiritu
ist an h m al
m14/15| 79 1539 | 415 24 559 | 1178 99 171 31
m15/16| 72 1341 | 372 21 487 | 1138 89 123 33
m16/17| 94 1371 | 335 29 784 | 1426 | 107 132 41
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4 Talent Acquisition — Applicants

« The average applicants per vacancy continues to decrease for academic and professional/support
staff, which may be an indicator of better sourcing and advertising rather than a reduction in the
available labour market pool.

« There has been an increase in the average number of applicants for research vacancies.

« There continues to be a diverse range of candidates applying for roles. The bulk of applications
continues to be made by people between the ages of 25-34.

» There has been a reduction in application rates overall, but this year there is a noticeable drop in
female application rates.
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4 Talent ACqUiSitiOH Recruitment - Vacancies

4.9 Vacancies by month 4.10 % of recruitments filled
200 100%
180 90%
160 80%
140 70%
120 0
100 A 60%
80 A Y\ 50%
60 / NS /! 40%
| N\ J 0
40 1 v P —— — 30%
20 (S T NS e 20%
L A L A A S S I L L 10%
SPLIINIPIIPNSIIIINIPLI PSSP 0%
o s s s i i T o o T s s T T T T i s 1213 | 13014 | 14715 | 15016 | 1617
mNot Filed| 58 88 111 124 35
e Academic == Professional / Support Research m Filled 188 201 248 226 104
A d taken t it H H :
4.11 JAverage days taken fo recrul « This year has seen a general decline in the

volume of recruitment for all staff. However
professional staff are recruited in greater
numbers.

 There has been a lower proportion of roles
that have not been filled this year.
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5. Employee Relations & Engagement
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5 Employee Relations & Engagement Brunel Voice

51 Benchmark scores for Brunel Voice questions (higher score = better score) 52 Benchmark scores for Brunel Voice questions (lower score = better score)
Question Brunel HEI norm | Significant Question Brunel HEI norm Significant
University Agree % | Difference University Agree % Difference
London London
Agree % Agree %
| am satisfied with my current role and level of 71% 75% Yes Generally, more could be done to help staff prepare 78% 78% No
responsibility for and cope with change
| feel part of the University 67% 75% Yes Overall, | feel UNDULY stressed at work 27% 30% Yes
| feel valued by the University 5206 58% Yes Arelz/ou CURRENTLY being harassed or bullied at % 5% Yes
worl
I feel valued by students/other service users 81% 85% Yes Have you felt discriminated against at work in the last | 10% 10% No
| feel fairly paid for the work | do 63% 62% No 12 months?
The University's Senior Management Team manages 49% 71% Yes I often think about leaving the University 43% 35% No
and leads the University well (excludes ‘don’t know’)
| feel the University delivers good quality service to 76% 88% Yes . . .
students/service users « Responses are significantly different when the
I i 0, 0, . . . . .
| feel proud to work for the Universiy % Bo% e University response are statistically different
The University is a good place to work 78% 87% Yes
Would you recommend the University to a friend as a 67% 84% Yes com pared to responses from Other HEIs. These
place to work? (excludes don't know') results indicate a ‘real’ difference in the University to
My immediate manager helps me find a good work life 72% 70% Yes . . .
balance the sector and that difference is not attributable to
| feel safe and secure in my working environment 90% 93% Yes faCtorS SUCh as response rate or Size Of HEI
Do you know how to report accidents and incidents? 74% 70% Yes
My team leader/line manager/immediate supervisor 78% 78% No L . .
keeps me informed about things I should know about * For ease of reference the statistically significant
:ave you had an. individual appralgallperformance 86% 82% Yes dif‘ferences are Shown in g reen Where the dif‘ference
evelopment review (or Job Chat) in the last 12 ) .
months? Is a better score than the median for the benchmark
isfi i i [ 0, . . .
Id:\r:;;atlsfled with my current level of learning and 74% 74% No group, and in red Where the dlfference is worse
pment
On the whole, communication in the University is 51% 57% Yes than median_
effective
| am satisfied with the support | get from my immediate 80% 82% Yes
manager
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5 Employee Relations & Engagement — Brunel Voice

The overall response rate for the Brunel Voice survey is up slightly from the previous full survey from
59% to 61%

Notable changes between the 2017 and 2015 survey results are:

Improved:

Work/life balance scores have improved slightly since 2015.

Physical environment and wellbeing scores have increased in safety and incident reporting (this was
a real concern in 2015).

Significant increases in PDR take up and personal development planning and training.

Work experience scores show a fall in bullying and stress levels against 2015 post TxP level.
‘My manager’ scores have all increased since 2015.

Diversity and equality scores have all improved and this is a consistent strength area for us.

Communication scores have improved since 2015 but are still too low. The lowest scores relate
to communication between senior management and employees and between departments.

Brunel University London
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Deteriorated:

» Job satisfaction scores have deteriorated in relation to feeling part of the University, job security and
feeling valued.

» Culture and values scores have fallen in terms of pride in the University and recommendations as a
place to work or study.

» Leadership scores have fallen by 8% in leading the University well compared to the 2016 Pulse
Survey, bringing us back to 2015 levels. Scores for a clear vision are down 2% since 2015.

No Change:

* Your role’ scores are reasonably level, with a slight increase in satisfaction with current role and a
small decrease in transparent work allocation

« Considering leaving scores show minimal variation.
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5 Employee Relations & Engagement Casework

5.3 Number of cases being managed by year 5.4 % Casework by type (16/17)

Complaint (not

120 116

110

100

90

80

70
Probation

3% /
Performance

4%

60

50

2015/2016 2016/2017

» The recording of ‘informal’ casework remains incomplete. Trends indicate that employee relations issues are decreasing, with
a fall in cases being managed from 116 to 75 cases. The figures for 2015/16 was especially high as it included 37 disciplinary
cases for non-completion of time sheets, arising from the introduction of the new timesheet in the system. The issues have
been resolved and there is no such cases in 2016-17, and if these are removed from the 2015/16 figure the remaining cases
total 79. The HR business partner model and the dignity at work policy is assisting with early intervention. As confidence in the
new HR approach increases, line managers are now addressing long standing employee relations cases.

» Job shop UKVI working hours cases are included in disciplinary category.

« During the reporting period there were sixteen cases reported to the Anti-Harassment advisors, which is the same as last year.
One was around disability, two around sexual harassment/homophobic comments, three around racial harassment and 10
were general Dignity at Work cases.

Brunel University London *14/15 data is not complete — an estimate has been made (dashed line) 60




5 Employee Relations & Engagement | o 4 rees / other costs

5.5 | Legal fees & Tribunal costs 5.6 Settlement Agreements and Redundancy Payments
£900,000 £1,200,000
£800,000 -
£1,000,000
£700,000 -
£600,000 - £800,000 -
£500,000 -
£600,000 -
£400,000 -
£300,000 - £400,000 -
£200,000 -
£200,000 -
£100,000 -
£0 - £0 -
14/15 15/16 16/17 14/15 15/16 16/17
Total Fees £843,948 £491,600 £97,155.78 |Termination Payments £966,043 £582,240 £1,100,511.38

« 16/17 experienced a high number of settlement agreements for voluntary severance applications
agreed as part of restructuring programmes in CMSR in September 2016 and a restructure in
CBASS in July 17.
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6. Employee Wellbeing
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6 Employee Wellbeing

OH / Counselling

6.1 Occupational Health referrals and reviews by directorate (Aug to July 2017) 6.2
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Counselling usage by employees

Employee Clients

174

Gender % headcount
Male 32
Female 68

Top 4 Problem Presented

% headcount

Stress, depression, mental health and

anxiety 40
Other musculoskeletal 23
Back or neck problem 9

Neurological

» Overall there has been an increase in Occupational Health referrals from 87 to 174.

» More women accessed Brunel’s internal counselling services than men. Mental health and

musculoskeletal issues were the most frequent reasons for referrals.

« The University launched a new Employee Assistance Programme in 2017 which provides employees

access to confidential counselling
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6 Employee Wellbeing

Sickness Absence

10.00
9.00
8.00
7.00
6.00
5.00
4.00
3.00
2.00
1.00
0.00

6.3 Average working days lost per employee

6.4

Academic

Professional / Support

e

Research

m14/15

2.12

8.97

0.35

m15/16

2.15

7.10

0.44

m16/17

2.42

7.21

0.57

Average Working days per Absence

8.00

7.00

6.00

5.00 -

4.00 -

3.00 -

2.00 -

1.00 -

6.5 Working days lost by reason

2500
2000
1500
1000
500
N TE I T
ac ndustria regnancy
problems Cancer Accident related Stress Other
m14/15 800 399 3 271 2036 1041
m15/16 542 347 12 75 1111 562
m16/17 644 119 3 145 1392 1225

0.00 -

Academic

Support

Research

m 14/15 5.77

5.09

2.56

m15/16 5.72

4.39

2.62

=16/17 7.66

4.34

6.45

* ‘Other’ is sickness that does not fall into

a specific category.
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6 Employee Wellbeing — sickness Absence

» The sixth UCEA survey report on sickness absence in the HE sector show that on average 2.6 days were
lost per employee. At Brunel it's 2.42 days for academic staff, 7.21 days for professional/support staff and
0.57 days for research staff. The average working days lost therefore for all groups of employees is 3.4,
which is higher than the HE average. This may be a reflection of the increase in line managers using the My
View system to record episodes of sickness absence, which may have been previously unreported.

o The average working day lost per professional/support staff has reduced by 1.8 days since 2016.

o Although lower numbers of working days are lost for academic/research employees, this is probably a
case of underreporting of short term iliness. Academic and research staff do have more days off when
sick compared with professional staff.

« The UCEA survey also showed the average length of absence was 5.8 days. At Brunel the average is 7.66
for academic staff, 4.34 for professional/support staff and 6.45 for research staff. The average for all groups
of employees is 6.15 days which is higher than the HE average. Length of absences have increased for
academic and research staff, whilst they have gone down slightly for professional staff.

» Brunel has seen an increase in both average days lost and average length of absence over the past year
although our figures are still lower than the sector average

« The UCEA Workforce survey showed that the cost of absence per employee nationally was £668 per
episode.

« There has been an increase in staff experiencing back problems, pregnancy related illness and stress.
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Definitions

Benchmark Categories:

Staff Numbers Headcount :
Excluding figure 1.4b within this analysis staff are categorised by condition of service as follows:

Academic: All lecturers, Senior Lecturers, Professors & Readers

Professional / Support: Professionals (All Non academic staff on H grades or spot salaries), Ancillary, Clerical & related administrative, maintenance,
Miscellaneous, Technical and Miscellaneous

Research: All Research staff (inc. research assistants/fellows)

Support Staff’ referred to in Fig 1.4b are defined as staff on non-academic contracts who fall within major groups 1-4 of the ONS Standard Occupational
Classification (SOC). It therefore includes any staff on non-academic contracts who fall within Major groups 1-4

. Major Group 1: Managers, directors and senior officials
. Major Group 2: Professional occupations
. Major Group 3: Associate professional and technical occupations

Major Group 4: Administrative and secretarial occupations
Major Group 5: Skilled trades occupations

Major Group 6: Caring, leisure and other service occupations
Major Group 7: Sales and customer service occupations
Major Group 8: Process, plant and machine operatives
Major Group 9: Elementary occupations

BUL Comparator Group: City, University of London, Loughborough University, Queen Mary University of London, Royal Holloway and Bedford New College, The
University of Bath, The University of Kent, The University of Reading, The University of Southampton, The University of Surrey, The University of Sussex, The
University of York.

Total Turnover — (All Leavers / average employee headcount) x 100

Voluntary Turnover — (Voluntary Leavers / average employee headcount) x 100

Turnover cost — £8165

Average annual salary of leaver: £33,415

Average working days role vacant: 57

Cost of “cover” (33% of daily salary x vacant days): £3,249

Cost of recruitment (cost of advert + ~3hrs management time for shortlisting and interviews): £266
Training costs: ~2 days cost for 1 employee: £300

Loss of productivity: (50% productivity for first 50 working days) (0.5 x daily rate x 50): £4,350
Total Cost of turnover: £8165
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Definitions

Leavers:

Voluntary Leavers categorised as:

Better Career Prospects, Changed Career Path, Death, Ill Health, Voluntary Resignation , Resignation due to Maternity reasons, Offered Better Remuneration
elsewhere, By Mutual Agreement, Relocation, Study Leave, Better Training & Development Opportunities and Voluntary Severance

Non Voluntary Leavers categorised as:

Compromise Agreement, Dismissed, Dismissed Due to Capability, Early Retirement, Early Retirement in Managerial Interest, End of Contract, Funding Withdrawn, Il|
Health Early Retirement, Normal Retirement, Probation Not Confirmed, Redundancy , Some Other Substantial Reason

Average length of service leavers - Total Length of Service for all Voluntary Leavers during period / total number of voluntary leavers

% Recent Recruitment Turnover — Total Voluntary Leavers who were recruited within the last year divided by the number of new recruits (employed within the last
12 months) x 100

Sickness Absence:

Average sickness days per employee per annum — Total number of working (Monday to Friday) days lost due to sickness absence (including long term) divided by
the employee headcount

Average length of sickness absence period — Total number of working days lost due to absence in the period (academic year) divided by the number of instances of
absence (absence periods) in the period

% of absence which is long term - Number of working days lost classed as long term (over 20 consecutive working days) divided by total number of working days lost
due to sickness absence

Daily absence cost —
CIPD average cost per employee per year (whole Inst): £835
Average absence rate: 2.8%

Cost / absence rate = £30,550 per year
Divide by 260 for daily rate = £117.50 per employee per day

Recruitment:

Average Working days to fill vacancy — Total number of working days (from vacancy notification to date of job offer) divided by total number of new recruits
(excludes time taken for CRB checks etc)

Average Applicants per vacancy — Total applicants divided by total vacancies
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Appendix 1 — Equality and Diversity Events

There were 7 main joint staff and student Equality and Diversity Events within the reporting period:
1. Black History Month was celebrated with a celebration of the life of Mary Seacole

2. Disability History Month was marked with a gala dinner, with external guest speakers from the Business Disability
forum as well as alumni from Brunel.

3. Brunel's Carers Conference - on the 18th of January. The external charity Working Families were guest speakers.

4. International Women’s Day - for the sixth year Brunel’s Equality and Diversity Team led a celebration of International
Women’s Day with a lunchtime event in the Hamilton Centre on 8th March. The annual Athena SWAN lecture was
held on the 12th December 2016.

5. LGBT History Month took place in February with a film screening and discussion. Stonewall facilitated a train the
trainer session with staff from HR, Associate equality and Diversity Deans and other key contacts across the
University.
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Appendix 2- Staff Network Groups Annual Report ="

All staff network groups were consulted on a number of HR polices.

Women'’s Staff Network Group

» Flexible working: how to apply, could this be added to job vacancies, possible flexi-time

« Timetabling — some lectures at unsociable hours which cause difficulties with childcare arrangements

« Gender pay gap — when will the report be published, how do we compare to other institutions, what are the
reasons for the gap

Carers Staff Network Group

» Generally felt the University looked after them but felt there is a need for a Carer’s policy so not reliant on
good will of line managers

« Sometimes difficult to go to hospital appointments with loved ones

« Apparent the needs differ between support staff and academics who have the freedom to manage their
work hours

« Annual leave — discrepancy in allowance for S and H grades, if annual leave is used up on hospital visits
etc some staff do not get a proper break

* Acarer’s audit was suggested

Brunel University London Presentation Title 70




Appendix 2 — Staff Network Groups Annual Report

Ethnic Minorities Staff Network Group

* Issues of access to training

» Afeeling that BME staff tended to be employed as casual staff for longer periods
« Arequest for equality impact assessments to be carried out for all restructures

« Afocus on BME staff and students mental health issues

Disability network

« To conduct a survey of staff both disabled and non-disabled to find out their experiences of reasonable
adjustments
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