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3.2 Supporting the competence development and
well-being of the staff

- HEl's self-assessment

Objectives defined in the strategy steer the development of competence
and the promotion of staff wellbeing

In accordance with the strategic plan, the UH wishes to be 'the best place to study and work’. The
focus areas of staff competence development are based on university-level strategic choices.
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Figure 12. Focus areas of competence development 2021

Work is planned, work-related objectives are set, and their implementation
is monitored

Individual objectives based on the implementation plan are set in target and development
discussions, which are monitored annually. The work plans of teaching and research staff are
based on these discussions. As regards teaching and research staff, the teaching, guidance and
supervision needs of degree programmes are explored, and a fair division of the workload is
ensured as far as possible, while allocating sufficient time for research. The practices associated
with work plans vary considerably at faculties, and the planning process has been identified as a
development challenge.

Support for staff competence development

As an employer, the UH supports various forms of competence development, guided by the
principle of continuous learning. Supervisors are tasked with supporting employees’ competence
development, for example, by revising practices and encouraging employees to participate in
working groups, networks and projects. In support of this task, supervisors can use the 70-20-10
model for competence development.
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Figure 13. 70-20-10 model for competence development

Staff can access information on the UH’s extensive staff training opportunities in the SAP Suffeli
system. Other means of competence development include work supervision, coaching,
mentoring, independent learning and international exchange. New approaches created to support
professional and career development include job enrichment and job shadowing.

Specialist and support staff can develop in their career, for example, through internal
recruitment, job rotation, fixed-term locum positions and the rearrangement of duties.

As for teaching and research staff, career advancement takes place in accordance with a four-
level model. To support the career development of university lecturers and clinical instructors,
the University Board approved in 2020 a career model that supplements the four-level model.
The new model increasingly supports the progress of teachers holding a permanent third-level
position to the position of senior university lecturer, senior clinical instructor, assistant and
associate professor or professor.

Permanent teaching and research staff can apply for a research-intensive period, which supports
their academic career development and strengthens the link between teaching and research.

The University’s Centre for University Teaching and Learning supports degree programmes and
faculties in the development of teaching and learning as well as, based on research on university
pedagogy, educates UH staff in becoming specialists in university teaching and learning.

Ensuring the transparency and fairness of recruitment

The foundations of recruitment are the Universities Act and the Regulations of the University of
Helsinki. Recruitment is based on human resources plans, which are part of the implementation
plans of the UH and its units. Process descriptions have been drawn up for recruitment, and open,
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public application procedures are usually used. Recruitment documents are also public. The
criteria for assessing applicants are agreed when defining an open position.

In some recruitment processes, an appointment committee is used. The provisions on
disqualification of the Administrative Procedure Act are applied in recruitment. The objective is
that all open recruitment processes are carried out using the SAP eRekry system, but this is not
yet the case. The purpose is to explore and enhance current practices in connection with the
deployment of a new recruitment system in the coming years.

Support for staff wellbeing

Supervisors are responsible for ensuring the preconditions necessary for staff wellbeing. To help
supervisors, the UH has developed clear processes, and supervisors are offered related training
and coaching. A national workplace wellbeing survey of all staff is carried out at two-year
intervals. Based on the results, units draw up development plans for occupational wellbeing.
Occupational wellbeing and related development measures are taken into account in the
implementation plans of units. Several faculties and units have a separate occupational wellbeing

group.

In addition to statutory occupational health services, staff have access to extensive medical
services. The UH also provides staff and supervisors with coaching, training and webinars that
support occupational wellbeing, and produces support material on topical issues. Members of the
UH community have access to the reasonably priced sports, exercise and wellbeing services

provided by UniSport.

The UH applies workplace mediation as a method for resolving conflicts in work communities. The
University’s Occupational Health and Safety Committee presents an annual award to a unit,
group or network. Depending on the selection criteria, this award is entitled the occupational
safety award, the occupational wellbeing award or the work community award.

In addition to a statutory occupational health and safety organisation, the UH has an occupational
health and safety committee on each of its four campuses. The Occupational Safety Programme
for the occupational safety period 2020-2023 was drawn up collaboratively by the occupational
safety representatives of the employer and staff and is monitored regularly. The university-level
Occupational Health and Safety Committee is chaired by one of the vice-rectors.

Procedures related to the equal and non-discriminatory treatment of staff

The UH is committed to promoting equality and preventing discrimination in all its activities.
Equality and accessibility contribute to the quality of a multicultural and multilingual UH
community (staff, students and cooperation partners). One of the vice-rectors chairs the
University’s Equality and Diversity Committee, which is supported by an equality adviser and
contact people for equality and accessibility, harassment contact persons as well as others, such
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https://www.unisport.fi/en

as supervisors. Some units also have occupational wellbeing, equality and diversity groups. The
Equality and Diversity Committee presents the annual Maikki Friberg Award for notable work
promoting equality and diversity. All members of the UH community may suggest potential
recipients.

As required by the Act on Equality between Women and Men, The University of Helsinki Equality
and Diversity Plan includes a written report on the UH’s equality actions, an estimate of the
success of implementing the measures included in the previous plan, and lists of focus areas for
future development and measures planned to achieve equality. The Equality and Diversity Plan
has been drawn up cooperatively with various partners, and its measures are systematically
monitored.

Equal
leadership
work

Social equality
efforts

Thriving study and
work culture

Recruitment, salaries and Sustainability and responsibility
career development in teaching and research

Fixed-term employment Gender studies as a means of
contracts and grant-funded developing equality

researchers Continuous learning

Support for studying and
teaching at units

Reconciliation of work, studies
and personal life

Age equality

Promotion of cultural sensitivity
and anti-racism

Equality of religion and belief
Accessibility

Special arrangements and
egual assessment

Equality of sexual and gender
minorities

Figure 14. Equality and diversity focus areas in the Equality and Diversity Plan

The UH has promoted equality and diversity, for example, through cooperation with international
networks (LERU, Una Europa), staff training and other events, and as part of university-level
surveys and reports (workplace wellbeing survey, UniHow feedback). The UH has issued
instructions for the prevention of inappropriate treatment and harassment and aims to increase
the UH community’s awareness of these instructions through communication.

Strengths Enhancement areas

Competence development activities, such Development of work plans and systematisation and
as extensive staff training opportunities  standardisation of the procedures for research-

and management and leadership training, intensive periods and other duties for teaching and
in support of strategic objectives research staff
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Diverse practices of promoting staff Further harmonisation of the quality and openness of

wellbeing, e.g., UH-trained internal recruitment through continuous internal coaching
coaches and mediators for conflicts and the deployment of a new recruitment system

To support supervisors, the UH has Promotion of equal opportunities of the English-
developed clear processes for recruitment speaking members of the UH community as a part of
and challenging situations the efforts to promote equality and diversity
Promotion and enhancement of Boosting quality management awareness and
transparent and fair recruitment competence of community members has been

processes to increase the attractiveness recorded in the staff skills development plan as a
of the UH to international professionals development area

3.2 Supporting the competence development and
well-being of the staff

- Assessment of the audit team

Good systems are in place for identifying and following up on staff
competence needs

The University of Helsinki has very good and systematic structures in place for evidence and
strategy-based activities to support the development of staff competencies. Priorities for staff
training are identified annually based on the strategic priorities of the university, which is a
commendable approach. There are systematic processes in place with target and development
discussions and work plans for teaching and research staff, although more unified practices
would be needed at the university in terms of work plans, as noted in the SAR. As described in
the SAR and on Flamma, the university uses a framework for skills development based on which
most of the skills development are founded on experience-based learning and learning from
others. The actual training part only comprises 10%. This approach can be visible from the other
methods and tools now on offer, such as counselling, coaching and mentoring, job shadowing and
enrichment. During the audit visit, good examples were provided for instance on the coaching
and mentoring of young researchers who were mentored by senior professors in writing research
proposals and grant applications.

Overall, the development of staff competence is well supported and coordinated. There are a lot
of opportunities for staff to develop their skills, from university pedagogy, digital skills, languages
to peer mentoring and self-leadership. In addition, faculties also offer own training and support.
Most of the academic staff members participating in the audit had attended the university
pedagogy courses. On the other hand, it was noted by some staff and students that there is still
variation in the university with some staff lacking training in university pedagogy. Variation
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between units was also noted. In some units all teaching staff are expected to attend pedagogical
training, while in others staff felt it could be more encouraged.

Pedagogical training is not compulsory. From the institutional perspective it is strongly
recommended and there are structures in place that are connected to the tenure track system.
When new staff are recruited to tenure track positions with insufficient pedagogical skills, they
are required to create a pedagogical plan to enhance their skills as part of the tenure track. The
plan is made with the staff member’s supervisor who is also supposed to follow up on the
training. However, senior academics are left outside this structure.

The Centre for University Teaching and Learning (HYPE) has a crucial role at the university in
enhancing the pedagogical skills of its staff. HYPE’'s importance in providing tools for curriculum
development, e.qg., through the pedagogical leadership course, was repeatedly mentioned during
the audit visit. HYPE's courses were generally considered relevant and timely. One challenge
mentioned was that the courses are so popular that it is sometimes difficult to get on the courses.
Among others, there is increasing interest among doctoral students to attend them. Based on the
audit interviews, doctoral students who teach (usually 5% of their time) as teaching assistants
would also need some clarification as to what support they can get in developing their teaching
skills. Because the capacity at HYPE is limited, it was mentioned that other options are currently
being looked into, such as the planned MOOCs course in university pedagogy and collaboration
with the Open University.

As already discussed, the Teachers’ Academy can be highlighted as an excellent forum through
which practices, experiences and ideas about teaching are shared throughout the university.
Staff also mentioned co-teaching, peer learning and assessment, and other collaborative methods
for improving teaching as good ways to improve competencies. These types of methods could be
encouraged more. This is also in line with the university’s competence development framework
mentioned above.

Teachers who are not fully employed at the university but who actively teach in programmes
should also be considered regarding their teaching competence. The Faculty of Medicine requires
their teachers who have combined positions with the university and the hospital to also partake
in teaching courses provided by MediPeda. This structure could serve as an inspiration for other
programmes with regular part-time teachers.

The university is exemplary at collecting data and using it for supporting its staff. Examples of
such approaches were provided by University Services, faculties and units. For instance, during
the pandemic HYPE conducted surveys for both staff and students and used that information for
providing various types of activities for teachers in transforming their teaching into online
teaching. As in other higher education institutions, a big digital leap that had been planned for
years was taken at the university during the pandemic. However, based on the audit discussions,
digitalisation leaves some people behind, and online teaching will need to be followed up in the
coming years.
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Recruitment processes are transparent for research and education

The processes are transparent through clear criteria that are made public on web pages and
communicated clearly to applicants for positions as well as people seeking promotion. In
particular, the use of criteria for how teaching competence is assessed can be commended as
good practice. Some academic staff members noted in discussions that teaching is still an
underdog to research, and that teaching and its development should be considered as high a
merit as research. On the other hand, it was also noted that this is a wider issue in university
culture, and teaching is appreciated at the University of Helsinki more that in many other
universities internationally.

Regarding engagement with society, there is a lack of clarity regarding the degree to which it
should count in recruitment and career advancement processes. This has also been noted in the
SAR and audit discussions and there is an ongoing process to incorporate societal engagement in
the recruitment process. The audit team encourages the university to look into opportunities for
establishing clear criteria for what is meant by societal engagement, and the degree to which it
should have an impact on recruitments and career advancement.

Based on the audit interviews, tenure track system is appreciated as a way to make career
advancement processes transparent. There are, however, differences between faculties, and
specifically in those faculties with many researchers on fixed term contracts, there is a need for
clarity regarding opportunities for competence development.

Well-being of staff is monitored and emphasised through the university’s
processes

The university has high ambitions and wants to be ‘The best place to study and work’. The
university has clearly invested in staff well-being, as evidenced by others in the work of
University Services but also in the work conducted in faculties and units, e.g., in the form of well-
being groups. The university collects well-being data regarding staff (biannually). During the
COVID pandemic, data has been collected twice from students and staff. The pandemic’s impact
on well-being was acknowledged. However, at least based on the discussions during the audit,
there was no clear plan as to how this will be dealt with in the future. There is also an emphasis
on a healthy research environment, which is regularly surveyed. Data is analysed at different
levels and data collection and analysis have clear support from the rectorate.

Well-being groups, that started at grassroot level in some departments, are now implemented
widely at the university. Other examples that have spread across the university is the code of
conduct, which was initiated in the Faculty of Science and is now implemented across the
university. Well-being is discussed with supervisors in the annual development discussions. As
can be noted from the SAR and audit discussions, the supervisors are considered as central in
terms of staff well-being. HR is also working with supervisors regularly to help them detect any
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challenges among their staff and enhance work well-being in research group, faculty or unit level.

Well-being was particularly emphasised in the university’s benchlearning activities with the
University of Edinburgh (see Chapter 5 of this report). Staff expressed that there was plenty to
learn from this exercise and ideas have also been linked to the ongoing strategic development.

Although good structures and university-level principles are in place, based on audit discussions,
the university could be more proactive concerning equality, diversity and inclusion. This is also in
line with the university’s core value of inclusivity and its strategic developments. Including topics
of inclusion, equality and diversity in the annual operations planning process presumably ensures
that these topics are kept on the agenda with clear target setting, actions and follow-up linked to
them. Based on the operations plans reviewed, many good processes and actions have already
been implemented or are planned in connection with inclusion, equal opportunities and
occupational well-being of all staff. The audit team also suggests that the university could
consider developing an anonymous reporting channel - a whistle-blower system - where
individuals can report misbehaviour.
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