The strategy for people@ros
How we will help our people develop
new capacity and capability to meet
the challenges of the future.

Definitely.

Our organisation
2016-19 will see Registers of Scotland transform
from a largely paper-based registration department
to a digital knowledge and information business.
Transformational change is something that we have been planning
and preparing for over the last few years. We now have in place
the foundations we need: the legislation, the commitment
to completing the land register, control over our own IT,
the financial benefits of our trading fund status,
the leadership and professional skills and the
drive and determination to succeed.
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Our future
The three years ahead promise to be exciting: our land
register completion programme will continue apace and
by the end of 2019 we will have completed registration
of all public land in Scotland.
Our digital programme moves on apace. At the heart of this lies the use of innovative,
customer centric digital channels and technologies that enable us to better deliver our
registration and information business.
The ambition for our commercial activities continues to be hungry as we identify
transformative ways that we can create real public value from our information services.

Registers of Scotland

people@ros strategy 2016-19 // 02

Our approach
Fundamentally, all of our people-related activities
will be business driven, aligned to our vision, values
and strategic objectives.
Our people are a vital asset and our commitment to their performance and wellbeing
is outlined in this people@ros strategy, with our people outcomes reflecting our aspiration
for the kind of working environment we want to create and be part of.
Our people@ros commitments more fully outline the activities we’ll focus on over the
next three years to achieve our people outcomes. Within this strategy the commitments
are presented, broadly aligned to the functional HROD teams that will lead on their
development and implementation.
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Over the next three years our resourcing team will develop our approach to identifying
our organisational skill requirement both now and over the coming months and years,
ensuring that the business has the right people when they need them. The resourcing
team will also focus on developing our approach to onboarding colleagues, new
and existing, into new or changing roles so that they can adapt confidently into the
working environment to become effective team members. We’re proud of our Modern
Apprenticeship Programme and this will continue, as well as looking at designing and
implementing additional vocational and sponsorship programmes as we look to recruit
and retain a diverse workforce for our future needs.
Our learning and development team will design, deliver or facilitate a broad suite of
professional and technical training and development activities to ensure our people are
knowledgeable, skilled, competent and flexible in a continually changing work environment.
There will be a focus on developing current and future leaders who inspire and empower
us, with managers who truly understand and promote the benefits of creating inclusive
working environments where we feel valued and can flourish.
Aligned to our transformation programme we will see an increase in our organisational
development (OD) activity to actively support and enable successful and systemic
organisational change. Our OD activities will provide the platform to make this an inclusive
transformation journey where we have the chance to get involved, we have a clear picture
of the future and what the challenges and opportunities are for each of us.
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Importantly, much of our wellbeing activity will be an integral part of this work so that
we can successfully deliver our transformation programme in a way that supports our
personal sense of ‘wellness’.

Wellbeing

Reward

Our reward team will make it easier to understand the value of our total reward package,
and will develop additional benefits and services reflective of what’s important to each
individual within our diverse workforce.
Aligned to our digital programme, our HROD systems team will further develop our
eHR capability to maximise its benefit to the business by digitising HROD processes,
developing reporting capability and ensuring that transactional processes across all
parts of the HROD function are customer centric.

Digital HROD
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people@ros strategy
Vision
To deliver customer-focused registration and information that creates value
for Scotland.

Values

Strategic objectives

At the heart of our business are our values that inform the way we approach work,
guide us in the way we deliver services, help us to recognise our contribution
to the Scottish economy, and direct the way we interact with each other and
with our customers. We are:

// By 2020 we will be a fully digital business
with processes designed so that automation
is the norm, online registration is mandatory
and manual intervention only used where it
adds value.

// impartial – we act without bias, keeping information secure and presenting
it accurately;

// O
 ur products and services will be available
digitally and ScotLIS is the platform of choice
for information about land and property and its
data is used to create value for Scotland.

// forward thinking – we must always add value for the public of Scotland,
finding better ways to deliver what they and the Scottish economy need;
// professional – we recognise that customers need us to be efficient and
effective and to work with pace, passion and pride; and
// c
 ustomer-focused – we strive to understand what our customers need
and why so that we can design our processes and services for them.
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// B
 y 2020 we will have made the progress
needed to complete the land register by 2024.
// W
 e will maintain an agile and sustainable
business where our empowered and
capable people respond flexibly to
our customers’ needs.
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people@ros outcomes
// W
 e are skilled, capable and innovative, delivering
services of the highest standard to deliver public
value for Scotland.
// W
 e manage change systemically, we’re inclusive,
collaborative and empowered to deliver.
// W
 e are a flexible organisation capable of responding to
customer needs at pace and inspiring the development
of new, creative ideas and solutions that add value for
the public of Scotland.
// W
 e are recognised as a learning organisation that
continuously transforms itself, confident in our knowledge
and skill to respond to external drivers and better link our
resources to customer needs.
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Our

commitments

Resourcing
Workforce planning

Onboarding

Collaborating across the business to understand
what our capacity and capability requirements
are now, and over the coming months and years.
Working pro-actively to turn this understanding
into positive actions such as recruitment or
development activities that deliver the right people,
with the right skill set at the right time.

An onboarding system will be developed
collaboratively across the business, to provide
potential and new colleagues with a comprehensive
introduction to RoS and to the role they’ve applied
for or successfully achieved; its purpose is to create
‘the mechanism through which new employees
acquire the necessary knowledge, skills, and
behaviours to become effective organisational
members and insiders’.

Recruitment and selection
Continued development of our recruitment
and selection policies and processes, ensuring
our ability to attract and retain the talent our
business needs.

Our onboarding system will incorporate four stages:
// candidate attraction
// pre-employment welcome
// induction
// first six months in the role
Onboarding is not exclusive to potential and
new colleagues, our onboarding approach will
also be developed to make sure it’s appropriate
for our existing colleagues who move to new roles,
and that all the right things are done to welcome
them to their new job, manager and team.
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Youth employment
Continuing to support the Scottish government’s
Youth Employment Strategy by creating work
relevant educational experiences for young
people in Scotland, that support improved youth
employment. This will include existing and new
modern apprenticeship programmes, the creation
of vocational programmes and opportunities
aligned to business needs, continued support
of initiatives such as Princes Trust and Young
Scotland programme, as well as considering
other appropriate schemes suited to our business.

New competence framework
Development and implementation of a new RoS
competence framework that better reflects our
business requirements both now and in the future.
Implementation of the new framework will be
undertaken incrementally, and embedded with
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supporting activities across the organisation
including aligning our resourcing and
performance management systems with the
new competencies. There will be comprehensive
training and awareness events for HROD,
managers and employees so that we’re all
comfortable and confident about the new
competencies and what they mean to us day
to day.
A review of all role profiles will be undertaken,
aligned to our business transformation programme
and reflective of the new framework.

Leaving RoS
It’s inevitable that colleagues will leave RoS,
and we will create a supportive environment that
provides the information needed to make informed
decisions about our future beyond RoS.
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Learning and development
Leadership development

Competency development

Professional development

Bespoke opportunities are provided that
will enhance senior management capability as
well as developing the ability of potential leaders.
Opportunities are designed to underpin the ability
and behaviours we need to deliver our current
and future business aspirations and will develop
leaders who will inspire, engage, and empower us.

A blend of learning opportunities are available
that provide diversity of choice and flexibility,
aimed at developing the skills and behaviours we
need to collectively deliver our strategic objectives:
incorporating access to online resources such
as research materials and elearning, as well
as face to face development opportunities that
are aligned to our competence framework and
organisational values.

Continuing to enhance our professional knowledge
and skill, participation in further or higher education
programmes is available. Aligned to business
needs we will feel equipped to deliver professional
services of the highest standards.

Management development
People managers are offered a range of
opportunities, including accredited programmes
that provide a blended and flexible approach
to developing the range of skills, knowledge
and behaviours that we require our managers
to demonstrate every day: creating a dynamic,
innovative working environment where we feel
valued and we thrive.
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Technical expertise
Opportunities are provided that ensure we have
the essential technical ability we need both now
and in the future, this includes a blend of developed
in-house and externally sourced training events,
many accredited, that are delivered in a flexible
way that suit both business and learner needs.

Graduate programmes
Working across the business we’ll design, develop
and implement appropriate graduate programmes
that support our talent pool for the future.

Coaching
A coaching approach will be designed and
embedded within the business, focused on
developing our ability to share knowledge effectively
and growing our organisation wide capability.
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Organisational development
We will approach and manage change, big and small, in a systemic way making sure our decisions
are informed, data-driven and easily evidenced. Our approach is inclusive and collaborative,
ensuring the right people are involved both within and outwith our organisation. We will all
enable RoS to learn and grow as an organisation, continually improving and developing
services that deliver public value for Scotland and demonstrating excellent individual
and organisational performance.
We will continue to develop our OD capability within our HROD team and across
our organisation, building the skill set we need to approach and manage
change systemically.
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Wellbeing
Understanding wellbeing
Individual wellbeing, employee engagement and
creating an organisational culture of wellbeing
link to important organisational outcomes, such
as thriving, healthy employees who deliver high
levels of performance. Using existing information,
including our civil service people survey, and
offering everyone the chance to provide additional
data, our wellbeing team will work across the
business to understand what kind of wellbeing
culture we currently have and what kind of
wellbeing culture we want. Using this information
we’ll identify our organisational wellbeing journey,
creating a culture that helps each of us feel valued,
productive and empowered to make decisions
that are right for us.

sense of wellbeing or that we’re motivated
about our job. As part of our wellbeing journey,
and in recognition of the organisational changes
happening now, we’ll put in place tools that
help us understand what our personal resilience
looks like, and using this understanding we’ll
each be empowered to take control of our own
wellbeing decisions.

Building individual and
organisational resilience

HROD policies will be reviewed to make sure
they’re aligned to our business needs, both now
and in the future. Managers, through learning
events and coaching, will feel knowledgeable,
confident and able to deal with issues skilfully
and with little reliance on HROD.

Our business is transforming, and while significant
change is exciting, challenging and offers lots of
opportunity, it can also be a time when it’s difficult
for us to feel that we’re maintaining our individual
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We’ll gain a better understanding of resilience
at an organisational level, throughout our
transformation programmes, and will design
appropriate and timely interventions in response
to this.

Empowering

Managers understand the impact they have on
their team members and on team performance;
we work together, collectively, creating a supportive
working environment that enables collaboration,
inclusion and honesty.
HROD processes will be streamlined and,
wherever possible, workflows automated and
made available via self-service so that everything
you need is at your fingertips. Management
reports and dashboards will be created, so that
our managers have all the information they need
about their team, enabling informed and timely
decisions to be made and appropriate activity
to be undertaken.

Partnership
Working with managers, colleagues and PCS
we’ll seek to deliver fair outcomes for individuals
and for the business.
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Reward
Pay review

Financial wellbeing

Working with PCS we’ll review our pay structure,
in accordance with guidance set in the Public
Sector Pay Policy remit. During 2016 we’ll apply
for Living Wage Accreditation that supports our
commitment to fair pay: with future contractors
requiring to adhere to Fair Pay practices.

A range of events will be developed that provide
opportunities to grow our knowledge and
understanding of financial wellbeing initiatives.
Offering access to experts and informational
sessions that allow us to assess our individual
circumstances, enhance our own understanding
of what’s being offered so that informed decisions
are supported.

Total reward programme
A total reward platform is being developed that
offers greater flexibility as well as ease of access
to online employee benefit tools, products and
services, enabling us to make personal choices
that support our individual wellbeing and
lifestyle preferences. Total reward statements
will be provided online, so that each of us has
better visibility of the value and impact of the
programmes available and the things we choose.
The total reward programme will be developed
over three years, and will pro-actively encourage
everyone to get involved and shape the products
and services we offer.
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Recognition scheme
Working collaboratively across the business we’ll
explore how we prefer to be recognised for our
contribution to organisational goals. Based on this
data a recognition programme will be designed
that engages and inspires positive behaviours
and innovation that drive individual, team and
organisational success.
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Digital HROD
Digitising services
Aligned to our digital programme, HROD will
develop our eHR capability to maximise its
benefit to the business by digitising our processes
and ensuring they are customer centric.

Process improvement
and streamlining
Transactional HROD processes will be automated
making things easier and freeing time for value
add activities across the business.

Management information

Reporting

Collaboratively we’ll develop a suite of analytics
and metrics that provide meaningful management
information to our EMT and management teams,
supporting informed business decisions.

Development of an integrated reporting tool will be
rolled out to managers through the eHR platform,
providing people managers with the information they
need to make decisions and implement appropriate
activity timeously.

Employee self-service
A self-service functionality programme, covering
all areas within HROD, is being developed and will
be rolled out incrementally across the business.
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