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To All Employees

Welcome to this special edition of "Cornmunicate".

As you will know from team briefings, GEc-Marconi

Communications Ltd is committed to achieving the

lnvesto15 in People5tandard (liP).

lhis 'Communicate spec.al" is intenoed Lo give

you a clearer understandinq of what is involved in

lnvestors in People, to show you the results of the

tecent employee su'vey, Lo outIne lhe acton5 we

need to take as a Company to achieve liP and to

tell you who is in the project team responsible for

achieving liP

Comple'nerrary to liP yor will also shor rly receive

a copy of the cEC-Marcohi. Employee Charter,

which lay5 out in detail our commitment to the

development of our stafl

I firmly believe that the achievement of liP will

make a material difference to the performance of

CMCL and increase the motivation and job

satisfaction of all our employees. I look forward to

receiving your support in the coming months as we

work towards liP We will keep vou informed of

progress via team briefings and further issues of

"Communicate'.

I

\ (l '{Ja*
LG. MCNAI4EE
Managing Director

.y'- \,,
('-/

INVESTORS IN
PEOPLE LIK



What is lnvestors in People (liP)?
liP is a nationalstandard laid down bythe government

which reflects best practice in the development and

, ro-i-qoti-.-.r"r irp"op". ll" uppor or

,l pol . , "l pd i" \F rrio- .rd "r plo)F,- bodie.
and has quicky estab rshed itself as the'kitemark'for
best pract ce ir employee deve opment

An lnvestory in People enployer is one $'ho has

recognised and dernonsrrared the need to deve op

human resources, by prov d ng a framewo* wthin which
the deve opment takes place

This framework fac litates ncreased emp oyee

perforrnarce, irvolvernert ard cornrnitnent, which

tianslates d rectly to mproved proftabil!r, qualry and

lower costs. liP s elated to goals and standards, and s

evalualed as an investnent, nal a cosl.

Commuficote

liP has four mair principles, namelyl

An Investot in People

L MaGs a pub lc Connitnert from the top to develop aI

ernployees to achieve ts business oblectves.

2. Requires Reyiew ofthe training and deve opnent
needs of a I emp oyees.

3. Takes Actlo, to tra n ard develop ndvduas on

recru tment and throughoutthe r ernployment.

4. fvalrate5 the investment n trairing and developrn€nt to
d "* " \ eF e rr "nd o iTp.o/" u e afa4 v"ra..

These princ p es of an lnvestor ln People are measLrcd through
what are called'nd cators'. Ihe ndicatoE are shown below:

i 1.1 rhe .ornn imenr ftom rop manrg.mcnt to tr. i and delelcp i
I empoyee5 5.ommuni..Ed errecrvely thlolgiroLri fte organsalon i

AN IIIVESIOR 1l'l PEaPLE

MAkFa A aot,lMIfMF|\tf

FRAM fHE IAP IA DEVELAP

4!! E||TPLQYE.: 19 lcHtEVE tls
L1 1\lut\\ ( )H lt( I l\/t\
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PLANNING

AN INVTSIOR N'] PTOPIT

I 1.2 Empoyees Jt al l€ve s rre rwnre ol lhe brcad . m5 or v s or ol lhe

i i.;il ;;;;;;;;;:*'..,l'*, ;:i ;;d;G; 
", 
j i*.i'',

. I .onrnLrure ro rhe sl..ess ol rr. orgnnrs.t on. drd ir.s .ommrn..ted

t:
', l ' -;;---;----'*-- - : i '- ,' -; ; i-' ;'**'

.r -.r o o.^l--l
i orSiif s,rton sgofgaf.l tlre.oftrLrlron €nrpoyees (ard rheir I

REGULARLY RE/IEII1/5

IHE ]\IEED' AND PLANS

2.1 d. io -.o o - -ogc o god o dg 
I

I 2.2 A u/r tten p af dentiles thc or8.n sat on ! ira n'rg a .1 dele opnreit i
: nee.lr nn.i soe.lfes wher..i..r N h. r.k.. i. m..r h.se iecls

2.3 I a i ig ii.l .1.!e.pmerl.eed5 ire reSr.rly rev ewed.ga n5l go. s :

and r.Eerr ni lhe or8ai s:ron L-an.rd n.li!.hal eve

t.4Aw rrer.;n npnilFqrh.rFi.r..sr-rwilhF riF. r. mFFi

I irn nng.nd deveopmeni re.dq

2.5p .i ". op, Il.. : 2.5 Rcsponjrb ty lor tranfS an.ideveop'rg enrp o)€€s 5.*rv
ideflfed nfd !nderstood tlrougholr ilic orS.nisation st.rlng at the top

or 5.otrsh Vo..ton.l QLrrir-.i'rons (5VOr.f.l ufrrs

2.60 j n d ". oo :

rlr : rr !!
).t', """,' .' '": ", "; ";" ,;';
io.\rerf.l !irnd.r.i! sLr.ir as Natron.l V.r.atonn OLrrl l..tons INVOt
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Communi.g/te

3.1 Al new employees ale ntrodu.ed elle.ively to tire organsaion
and al empoyees new lo a lob ale given rhe rraining and
cleveopment rhey need lo do lhar job

PRINCIPLE THREE:

ACTION

AN INVESTAR lII PEAPLE IAKES

AaTlaN fA TRAIN AND DFIF|OP

INDIV|DUALS AN RECRUITMENT

ANI) THRAI IGHOI1T fI]FIR

3.2 Managers are effecive I carrying oLr I lheir respons bi ir es ror
train ng and r:levelop ng employees.

3.3 Maiagels are actve y nvolved n slpporl ng employees lo meet
rheir taining and deveopnrenr needs

3,4 Al empoyees arc macle aware ol lhe lrainlng ancldeveopmenr
opport!nites open to tirem

3.5 AlLempoyees are encouraged ro he p ideiriry and meet their iob
reaed rraninS and deveopn'rent needs

3.5 AcIon takes place ro meer the tlain ng and deveopmenr needs
of ndlvl.luals, r€ams an.l rhe organsarloi.

4.'l Th€ orSanisaron eva lares he rnpact oi traning and
deveopmenl acrlons on knowleclge. skils and ariude.

PRINCIPLE FOUR:

EVALUATION

AI'] INVFSTAR ]N PFAPIF

EUALUATES THE INVESTA4ENI IN

TRAIN]NG AND DEVELOPMENT TO

ASSESS ACH!EVEMENT AND

1 M PRAVE FU TU R E E FF ECTIVE N ESS

4.2 The o€an5alion ev.luales lhe mpacl or fain ng and
deveLopmenl acl on5 on perlormance

4.3 The organ saton eva uates tire .onrrbLrlon ol tra ning and
cleveloprnefl lo lhe achlevemeft ol ils goa s and argers

4.4 Top manag€menr !ndersrands lhe broad cosr and benelirs ol
rlaning and clevelop ng empoyees

4.s Aclon lakes place to implemenl jmirovements to tra niig an,:l

developmenl denlified as a resull of evallalon

4.6 Top maiagement's conllnLr ng comm lment to tra ning and
develop ng employees is demonnrared

-



How is GMCHs Performance Measured
Against the lndicators?

To achieve lifl CI\4CL wil be assessed aqainst the
rd cators by ar exterral aqency, us!aly a TEc (Tnining

end Erterpr se Courcil). Assessor are traired ir ihe liP
stardad

To saiislr lhe assessor lhat we meet the standard v/e

firL9t prov de substant al evideice that the stardards are

a wry of ife n C[,lCt. The ev]dence w ll usualy be the
workirg do.umerts, systerns and procedures that we
work to Examp es olthese may be:

:1: lllinutes af nee ngs, ogendas

.f Eiefins dacunents

:.r,. Develapment plons far employees

Communicate

:.::. Written business plan

-j. lnduction ptagnmmes

t DacunenLt shawing ttuining audis

:i; Appraisal schenes

': Tntntng needs onolyss

, Evaluation af tnining

The assessors a so normally nterview memb€6 ofstafi d/ourd
10o/o of the wo*force, ta che.k that ,ll naff are aware oi the
stardard and arc beinq suilab y developed

The Road towards liP
Canng Pwil be a signiicant ach evementfor GlVlCL,

but t wil rot be easy. The roadnap of how we intend to
proceed fronr herc s aid out below

4..( :.t Int"rvi"w. rllth.,p.t.n. ..tr
5en or n;in-t--r: ro !ndershnd ir.w
5)'rl! ri ; ril p;ori-d!f.-; nf,- n.!r e.
f,' lr i tli. r depirtrf.n

Suruey al ::ill ro a:ie55 hou Lr ftom
rr. .landnr. Ne . .

'---.-,.-

lro.luLe d r A(aior P/or in!--rl. r rtr--

' Assessmert l, rr LLLI Ltrt

i_*___i

I Recoqnition ...;r nle5ror n l'.ope

Augus. 1996 -

lanuary l99A -
M.tr.h l99A

lirdft! ol t re Surle! ar.l ftervrer!

t.iaProie<tted6

iA.ti.nr\tt nnrre;o e n,,eqi
i n...5ie5 ind pro.eaures

a-q l



Commnrtime

The Survey
During June 1996 the Company surueyed all staff to
assess how we currently stand againstthe 5iandard.

We had 716 responses.

The surveywas done jn two parts. Firtly seLecled

rnanagers completed a suNey and secondly al other
employees were asked to complete a separate survey,

The results are shown on the followirq paqes:

Scoring

The scoring 'Key' is as follows:

A Yes, s[rongly demons[ra[ed

B Yes, par[ly demonstrated (e.9. in some parts ot the organisation,

or sometimes, or to some exlent)

C No, nol adequately demons[rated considerable room for
improvement

D No. not demons[ra[ed at alj

comments There was a space lo note any commenls agains[ each i[em.

e
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Action Points
(l) "Every employer shou d have a written but f ex ble p ar which
sets oLt business goah and targets, considers how employees w il
contribuie to ach eving the plan and specifies how deve opment
needs in particular will be assessed and met."

(2) "Management sholrld develop and communicate to all
employees a vision of where the organisation is go ng and the
contibut on employees wi I make to its success, invo virg
employee reprcsentat ves as appropriate "

Reponses
BC

39% 50%

Comments
D

?O!r mosl senior rnanag€ls are .omm rted to deveoping p€ope 8%

Tirer commirment has been made known ro a olr€mpoyees 6 2AoA 529L 1ltq^

The or8an sa on hn5 derin€.I ils brc.cl aims or v s or 220h 42% 33"k 30/o

Emp oyees al a evels .le aware oi rhe broad aim5 or v sion ol
17% 3a%

We have a writlen plan wh cir sets o!t o!r business soals and
targ€rs 14vo 47% 2A"k 11s"

We have pais lhat i.lentry broa.l development neecls ror rhe

6% 3a% 39"k 17%

6% 3"k 60"h 31%

3%

11'% 55o4 2AoA

36% 50"k 11%

a7% 25% 250k

19% 50% 31%

Peope ar al levels know itow thcy can conrbute ro

O.,.,.81 o,, " o8-ooF--p-1o6
a vis of or where rh€ organ sar o r s going

our manaS€G .omm!iicale lhrough employce representa ve5
how they and al empoyees cai conlribLrle lo oLrr s!.cess

lq,

COMMITMENT
" An investor in people makes

a public commitment from the

top to develop all employees

to achieve its business

objectives. "

'lhese p an5 a so spec ly how we wi dent ry lhe llaln ng and
developmenl ieeds ol lndlv clla s and 8'o!ps

These p.fs also sp€.liy how we w I meet traning and

We have a clea'view ol row peope at al leves n lh€
oEanisalon .an conlrb!re to o!r success

@



PTANNING " An investor in people regularly reviews the training
and development needs of all enployees. "

Action Points
{l) "The resources for training and develop nq employees

should be cleary identified in the business plan."

(21 "i\,lanaqers sho!ld be responsib e for reg!rlary
agreelng training and developnent needs with each

Reponses
ABCD

Comments

employee ir the context of bLs ness objectives, sellinq targets and
standards linked, where appropriate, to the achievernent of
Nat onal Vocational Qua ificat ons (or rclevant units) and, jn

Scot and, 5cottish Vocational Q!alifi cations."

Co/'m?///ni(g/te

Comments

Our pans ceanv i{leftiF/ lhe resources whi.h we wil use ro
rneel lraning an.l deveopmenl needs. -l
We r€gLrbny r€vlew rraln n8 and deveopm€nt needs. espe.ialy
when o!r b!siness obj€clves change

We have a process for reg! ary revewiiS tlre individual traiiing
o d d. b opr b. b6d o. po L ot oLr 6-1ptor-a

Saft ng ar the rop of our organ sat oi we have cleary denufiecl
who s responsible lor develop ng peope

Olr managers have trre kiowedge and sk ls lhey neecl lo ilevelop
lhe peope who work lor lhem

w_ F dE' .c d d clcd. o ou, lF _op, - 4r ._.

Wirere exrern. slandards exst, noraby Narional Vo.ar ona
Olaircalons we have inked our llaning largeE ro hern

o% 19vo

3. 17%

a"k 39%

11% 36%

3% 39%

3% 17%

3% 140h

50% 3l%

s5,% 25"k

34% 19%

36% 17%

52% 2A%

"An investor in people taku action to train and develop

individuals on recruitnent and throughout their employment"

(2) 'All employees should be encouraged to contribute to
identirying their own job-related trairirg and development

6%

30h

Reponses
BC

50% 36%

a% 700k

a%

l9%

199"3oa 24,% so,"L

3q, 170 SAoA 22

a% 61%

o%

o"a 3l%

11q,

ACTION
Action Points
(l ) 'Action should focus on the trairing needs of all
new recruils and lmproving the skllls ofexisting
eriployees."

Al new €mploye€s are inrodlced elfec vey to our organisaton

Allemployees in new iobs are givef lhe lla ning an,:l deveopm€nr
trey need lo do lheir jobs propery

We develop lire sklls ol our existng empoyees to h€lp ach eve
our business objeclives

Our managers ensur€ lhar everyone s aware ol the range ol
cleveioprnenr opport!iites open lo lhem

O " "8_ -n o dEF o_op,_ o 'p a' t hlr o^

Our train ng ancl deveoprnent plans are eiiect ve y mpemented

Our managers h€ p rhose who work for rhem to meet the r
lrainlng and dev€lopment n€eds

e

o%, 46 53



Communicate

o% 2570 44% 31%

o% 141, 55.L 3110

6"k 361a 399/" 19V"

3% 19y" 451" 33%

rotot Responses, 680

EVATUATION
"An investor in people

evaluates the investment in
training and development to

assess achievement and
improve future effectiveness. "

t't. e!. uaLc hor rlr i|lesrnenr n peop e : to rtr irLrif g io
rirr hLrsincs5 8on. d.d rarffr.

U./. kfow o!r r.lon! - .lc!eop f:optc hrle ..hj.vc.l

we .!al!rle rre out.o res oi o!r ftarn fg ;nd d:!e op:]r.|t
n.rurl.-: i]l ri !.lLr; rcan and .rgd nsntotu e!-- s

.rp mnn.g€rs !fner5iafd ritc tlo..t.ost! nnd b.,jefis ot
rl.cir rv--:tmenr I peofe

Orr.rltude r.u.rd5 oi r ng.n.i .te!--opm.nr r.8r.r, rr.5
d--mon:lraic5 n .ontfri|E .om.n tn)efr n] .icv.oprng p.op !

3.3 The Employee Survey Results (totall

lnstructions for completion

Employees were asked to read each question carel.ully, then Lick one of the boxes
on the right li'employees te t that the question did not apply or they did not know
the answer they were asked to tick the third box

a

Action Points
(l)'The rvestmerr, the competence and commitment of
emp oyees ard the use made of sk lls earned, shou d be reviewed
ata I eve s aqa nst bus ress goals and targets"

(2)"The effectiveness oltra n ng ard deve opmeni should be
rcviewed atthe top eve and lead to renewed comrnitmentand
tarqet sett nq."

Reponses
ABCD

Comments
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Yes No Not Applicable/
Dontt Know

Has your lop management tod you abour rhe r .or.nritment to raning
and deve oping employees?

CoLrlcl you explain to someone who does not work here what iire
organisation is trylng lo ach evel

jave you been tolcl how you can he p the o€anisalon !o succeed?

Are your trainlng and developmenl needs regularly reviewed?

Do yo! know who is responsible itrr your lrainn!?

Hav€ yo! been encouraged to work lowar'ls any qualiicallofs

Were you given any nformalion aboul lhe orgaii5ation and
how il works when you fir5t joiiedl

Dd you gel any lraniig to eiabLe you to do your job when

lf you have changed lobs w th n lhe orSanisaton, did you ger any
tla ning to enab e yo! ro do yolr ner/ job propery?

S nce joinng lrave yo! r€c€ived any lrain ng ro h€lp you ro .1o

Do you know how ro fncl out abour rire ffa ning afd
clevelopmenr oppdrlLrfiles open o you?

Do manageE encolrag"- you lo dent R/ any new skils you need

When il ha5 been agreed thal you need lo allend a tra ning programme.

do yoLr usuaLy go on il?

Do managers h€Lp yo! lo deveop lhe skil5 you need lo do your job?

Does anyone such as yolr manager. ta k to you befoE you allend a

traln ng proSramme aboLrr whar you 5holld rry to get our ol it?

Ater you have attenclecl a llaln fg proSEm rne. does anyone such as
your manager cliscus5 wilh you wrral you gol oul of l?

After you have ailended a lmln ng programme. does anyone lake sleps
b rnd oul whelirer yolr sk ls have mprovecl?

Ater yoLr have atlen,:lecl a rrainlng programme. does anyone cireck rhat
yoLr are pLrrrinS your few sklls inro pracricel

Ale you to cl aboul whal s happen ng I lrainfg an'l cleveopmenr?

3a%

49%

17%

3s%

16%

60%

57%

22%

49%

26%

16%

50%

17%

13%

19%

5%

59.h

72%

61%

79%

32%

3a%

7A%

16%

52%

57%

55%

a6%

3%

5%

5%

11%

5%

a%

5%

320h

50/o

6v"

35%

35%

3a%

5./"

6%

9Y"

-
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The Action Plan
The survey and results ofthe intervjew showed that
considerable work will be necessary to ach eve iP

The results ofthe survey have been discussed by the

directors ofCMCL and the fo lowirg actjon plan has

been asreed.

2. DRAFT ACTION PLAN

tw ll be implemented by the ProlectTeam, who will decide whe.
actions reed to be comp eted Aswthanyplan,therearelikeiyto
be chanqes as proqress is made.

21
22

Eo.h depodnenL ptadu.e. tts aaln annual L,aintng

on.1 developnent plan frcn the 5 year busine::
pldn The .lepotrnentot pton specihes

+ dep.rrmeir.l bLr5lne55 oblecrlves

+ implicai ons for rl're rra n ng an.l developmcnt
of al srall n h€ d€pa r.llenr

.i".

I

l

The Canponv 5 yedr pldn includes.

how lraning w I lnk lo exlern.l 5landards,

how rraniig and deveopment w I be funlled.
delve'ed and eva lat€d w rh n he depatunenl

ndiv clla €sponsibi tes ror lhe r own lr.in ng

lhe overa I comrnitrnenl of lhe organsalion to
rlaln ng an,l deveopmenl

rhe role ol rhe TraniiS Deparhent. rnanagers

aid individuaLs ii rhe rraln ng and
developmenr necessary lo a.l-rjeve 5 year

how train ng ai.ldev€opment wll be
evaluared ar Company evel.

how progress w I be comnrlnlcaled.

Managiig

Sen or
\rlanagement

@
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2. DRAFT ACTION PLAN

.i E npoyee

tl
t.)
t3
46

Edch depalrn€nL dehnes xs awn cannunicdlians

Edch depatrnent irnproves ahe existing Teon
Bienng s|sten so ahot

:1 bierjngs are r€gular and llmely

'j. maiagers conf€r pror to brerrgs lo clenl ry a

common approach lo conFnl

:1.'.onlent coilains 80% d€parmenlal'nalerial

;. a formal melhod or proce5sing qlesUons ard
vews upwaftls rrcm brelngs s ncllded

'i brefngs n.ucle upclales on trre business par
and rrarn ng ancl deveopmenl pan

': bnefrigs hgh ghl empoyee conlrlrutons to
aclr eveirenr or p ans.

f,r'lanagers

Llarn ng

Lrarn n8

36
34
tl

Produce a hancl book or ranrng anll
deve opmeni soLrrces and nel|rods

lncude rhe haid book r ndlcron pa.kag€s.

Tra n al managers in deeSation afd coacrring

deniry an,:l lrain selecled manaSers an'l experts

Exrend rlre prncpes ol rire Perlormance
Deve opmenr Revew Scheme lo slaff who are nol

Tra n managers ii coLrrselig sk l! and in

paftcipatve obiecrive serrjnS lechn qles

nlro.llce qlarrery liron r€views ol lrarnlng and

l4

))
43
42

Tr. n al managers r evaunton lechnrqLres and
prc.esses ar Corporate. deparmenlal and

ttT!.it



The liP
Project Team

The liP projed team is shown

below Theirjob is to lmplement
the action plan, recommerd to
the board any funher actions that
may be necessary to achieve liP
and arsess whether and when
CMCL is rcady io be assessed

againstthe standard

The makeup ofthe team may
chanqe at a later date a5 we

Proqess towards liP

*chris cush ng s an exrerna
consultant wiro is an experr
on jP He has helpecl GMCL
wirh dev sing the empoyee
survey aid aclon plan nncl
w I assst the prolect learn
on an as and when

Communicote

Roger Watkins

Gauin Leathem

John Haftison Graeme Jakins

Marfin Elbourne lan Pilling

Links to ISO 9OOl Conclusion

Ml.k Elliott Dave Pearse Chris Cushint*

A5 ar ISO 9001 accredited company, CMCL a ready
has clearly laid o!t procedures for qua ty systems.
Having l5O 9001 means thatwe may be able to
demonstrate havirq met a number of liP assessment
ndicators already. However lS0 9001 may fall

shod on key issues to liP such as total commitment,
a clear v sion and continuous improvement.

We do not rtend to dupljcate issues already
working well through 1S09001. Neither should
'iD Iea F ur1"ce!ary burearc aq or proceore<

The achievement of liP wlll, we are sure, brrng positrve

bere[ t. to al e no ovF". ,r d .he Compdli. l rl

Communicate we have tr ed to explain a llttle more

about I e but ifyou have a.y questions p ease talk to
your manaqeT or a member ofthe liP proiect team.

GtrG-Marconi
Communications
l,4arconi House, New Sireet,
ChelmsJord, CM1 1PL, Eng and.

€ ?-aoL.SOtL:79


