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HUMAN RESOURCES COMMITTEE 

 
 

NOTICE 
There will be a meeting of the Human Resources Committee of North East Scotland 
College on Wednesday 25 September 2019 at 0900 hours in the Boardroom, G10, 
at Aberdeen City Campus. 

 

AGENDA 
Agenda 
Item 

 Paper 

13-19 Apologies for Absence  
14-19 Declaration of any Potential Conflicts of Interest in relation to 

any Agenda Items 
 

15-19 Minute of Previous Meeting – 17 April 2019 X 
16-19 Matters Arising from the Previous Meeting X 
   
 Matters for Decision  
17-19 Committee Terms of Reference X 
18-19 Programme of Business AY2019-20 X 
19-19 Equal Pay Statement & Policy X 
   
 Matters for Discussion  
20-19 HR & OD Management Information Report X 
21-19 HR & OD Enhancement Plan X 
   
 Matters for Information  
22-19 National Collective Bargaining Update X 
23-19 Investors in People Report X 
24-19 HR&OD and Quality Restructure X 
25-19 Mental Health Working Group  X 
   
26-19 Any Other Business  
   
27-19 Summation of Business and Date of Next Meeting  

 



 

 
 

 

HUMAN RESOURCES COMMITTEE 
 

Draft Minutes of the meeting of the Human Resources Committee held on 17 April 2019 at 
0900 hours in G10, Aberdeen City Campus. 

 
Agenda 

Item 
 

 

Present: 
Ann Bell – Chair 
Susan Elston 
John Henderson – Vice Chair 
Abha Maheshwari 
Liz McIntyre 
Gwen Watt 
 
In attendance: 
Kimra Donnelly, Director of HR & Organisational Development 
Elaine Reid, Senior HR Business Partner 
Pauline May, Secretary to the Board 
Zoe Burn, Minute Secretary 
 

01-19 
Apologies: 
Apologies were presented for K Godsman and K Milroy. 
 

02-19 
Declaration of any Potential Conflicts of Interest in relation to any Agenda Items 
No potential conflicts of interest were declared. 
 

03-19 
Minutes of Previous Meeting – 10 October 2018 
The minutes were approved as a true and accurate record. 
 

04-19 

Matters Arising from the Previous Meeting 
Members noted the matters arising report. 
 
K Donnelly advised that staff had been made aware of the new Professional 
Standards for Lecturers and that they had been highlighted in conjunction with 
the publication of the College’s new Employee Code of Conduct. 
 
No further matters were raised.  
 

 
Matters for Discussion 

05-19 

Gender Pay Gap Report 
The Committee considered a paper highlighting key findings from the College’s 
Gender Pay Gap Report for 2018.  Members were reminded of the requirement 
for the College to produce and publish the Repot under the Equality Act 2010. 
 
E Reid presented the Gender Pay Gap Report to the Committee. 
 
E Reid summarised reductions in the College’s gender pay gap in terms of both 
mean and median. Members were advised of a number of factors which have 
contributed to the reductions, including the appointment of a female Principal.  
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It was noted that it would be helpful for the College to consider its contractors’ 
gender pay gap information.   
 
A discussion followed with a number of considerations to be explored linked to 
the College’s gender pay gap noted, including, flexible working, job sharing 
and the advertising of posts.  It was agreed that an update from focus groups 
planned as part of the HR & OD Equalities Action Plan should be prepared for 
the next meeting of the Committee. 
 
L McIntyre stated that she believed NESCol to be an open, inclusive, equality 
driven organisation which seeks  
 
K Donnelly advised that the College is looking to improve progression 
opportunities for part-time staff, including the possibility of job sharing 
arrangements for senior posts and the exploring of potential barriers stopping 
staff members who may wish to transition into and out of part-time working. 
 
A Maheshwari queried the decision to report under only two categories -  male 
and female - noting that gender is now viewed by many as fluid and non-
binary.  E Reid advised that the College had used only these categories to 
meet guidance issued on the reporting requirements for organisations gender 
pay gap reports.  E Reid added that information provided for Agenda item 06-
19 highlighted that the College’s Equal Opportunities Form, under the heading 
of gender, includes the options of: male; female; other, but that no staff 
indicated they were in the “other” category during the period covered by the 
Staff Equality Profile for 2018. 
 
It was noted that the Gender Pay Gap Report would be included as an 
appendix to the College’s Equality Mainstreaming Report and as such would 
be shared with all Board Members as part of the papers for the Board’s 
upcoming Strategy Event. 
 

06-19 

Staff Equality Profile 2018 
Members considered a paper highlighting key findings from the College’s Staff 
Equality Profile for 2018.  
 
E Reid presented the Staff Equality Profile to the Committee. 
 
E Reid highlighted a number of key protected characteristics statistics, noting 
where significant changes had occurred in comparison to 2017. 
 
An increase in non-declaration in relation to staff members; protected 
characteristics was highlighted.  It was noted that this should be considered 
when interpreting the data as the Staff Equality Profile was therefore 
‘incomplete’.  E Reid advised of actions to be undertaken to help address the 
non-declaration rate.  Members were also advised of actions to be taken to 
address unconscious bias and gendered wording in recruitment,   
 
L McIntyre advised that the availability of detailed equality data provided the 
College with opportunities to explore perceptions, barriers etc and to increase 
awareness of challenges the College currently may have regarding issues 
related to specific protected characteristics.  
 
A discussion was held relating to the College’s current recruitment processes 
and opportunities being sought to address unconscious bias.  Members 
commenting that it would be helpful to explore if applicants felt discriminated 
against at any point of the recruitment and selection process, and the reasons 
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behind individuals choosing not to disclosure their protected characteristic 
status.   S Elston also suggested that it would be beneficial to seek feedback 
from managers following an appointment process to explore if bias may have 
occurred at any stage and to potentially help to challenge staff awareness 
and perceptions.    
 

07-19 

HR & OD Enhancement Plan AY2018-19 – Progress Update 
The Committee considered a paper providing information on progress made 
against the HR & OD Enhancement Plan for AY2018-19.  
 
K Donnelly advised of some challenges experienced with the provider of the 
new HR and Payroll System and their impact on project timelines. It was noted 
that a number of issues had now been resolved and that the provider had 
given assurances for the approach to be taken going forward.  It was reported 
that some challenges remained regarding the full implementation of the HR 
aspect of the System but that this was being managed to ensure the College 
has a system in place which delivered in terms of required levels of functionality 
and reporting. 
 
Members were provided with additional information regarding the awarding of 
the College’s new Occupational Health contract to a new provider - Icarus.  K 
Donnelly advised that following commencement of the new contract, the 
College’s HR & OD Team would be undertaking a role in the promotion and 
monitoring of wellbeing. 
 
K Donnelly advised Members that opportunities for the College’s Organisational 
Development function to work together more closely with the Students’ 
Association were being sought and an update on this would be provided at 
the next meeting of the Committee. 
 

08-19 

HR & OD Management Information Report 
A verbal update was provided with K Donnelly giving an overview of key HR & 
OD management statistics, including leavers and absences.  It was noted that 
written reports would, as previously, be provided to the Committee following full 
implementation of the new HR System. 
 
It was reported that the majority of leavers, 23, in 2017-18 were through the 
voluntary severance scheme which operated until the end of July 2018. 
 
L McIntyre noted an issue previously highlighted in relation to turnover of new 
lecturers.  It was agreed that feedback on actions implemented to help 
address this issue would be shared with the Committee at its next meeting. 
 
An overall reduction in the number of absences was reported, with the main 
reasons for both short term and long term absences highlighted.  
 
S Elston enquired if declarations relating to stress differentiated between 
influencing factors at home and work.  K Donnelly advised that the system did 
not currently report on these instances in that way but that it was hoped that, 
once fully developed, the new HR System would enable this level of reporting.  
K Donnelly added that reported instances of stress related absence were 
explored on an individual basis to ensure any appropriate additional support is 
provided to staff members where required.  
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Matters for Information 

09-19 

National Collective Bargaining Update 
The Committee were provided with a verbal update on recent developments 
relating to National Collective Bargaining.  
 
K Donnelly advised Members on the current status of national job evaluation 
and work to be completed by the College for the deadline of 30 June 2019.  
Members were advised that the software to be used for by the Sector for 
evaluation purposes was FEDRA and that this was already used by NESCol.  K 
Donnelly summarised the process that would be undertaken in terms of the 
College’s input required by 30 June 2019, adding that the next stages of the 
sector wide process and related timescales were still to be agreed and issued 
to all colleges.  It was noted that the management of staff expectations in 
relation to outcomes of the national job evaluation process was important. 
 
L McIntyre provided an update in relation to the status of the ongoing dispute 
regarding the lecturers’ pay award and related industrial action, including 
further planned strike days and action short of strike.  Members were advised 
that an emergency meeting of the Employers’ Association was planned for the 
following week.  Members noted that to date the impact of strike action at 
NESCol had been minimal and that services to students had been maintained 
on strike days.  It was however noted that support for industrial action had been 
significantly higher at a number of other colleges.  
 
L McIntyre assured Members that they would be kept up-to-date on any 
significant developments. 
 

10-19 

Organisational Development Update 
Members noted a paper providing information on benchmarking data on 
lecturers’ attainment of qualifications, and details of training and activities 
undertaken by the Organisational Development Team in the last 12 months. 
 
Members were advised that NESCol had a higher proportion of its lecturers 
holding the TQFE in comparison to the sector average.  
 
K Donnelly provided additional information on lecturer registration and 
regulation, noting that its implementation may cause some challenges for the 
College.  In response to a query from J Henderson Members were advised that 
the lecturers’ would be required to pay the registration fee themselves. 
 
Members were advised of a planned review of the College’s Organisational 
Development structure and that an update on this would be provided at the 
next meeting of the Committee.    
 
The development of a new Staff Induction Programme was noted with 
members again advised that an update would be provided at the next 
meeting. 
 
Following a discussion a on the topics focused on at the January Staff 
Development Day, it was agreed that an update on the College’s Mental 
Health Working Group would be shared with Members at the next meeting. L 
McIntyre added that the Scottish Government planned to allocate additional 
funds to assist schools, colleges and universities in relation to mental health but 
that guidance on the criteria for how these potential monies are to be utilised 
was awaited.  It was reported that the Board at its upcoming Strategy Event 
would receive a presentation on developments relating to the College’s 
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Annual Priority on a mentally-healthy College and that Members’ views of the 
provision of counselling services were likely to be sought. 
 

 
K Donnelly and E Reid were thanked for the excellent standard of papers 
prepared for the meeting. 
 

11-19 
Any Other Business 
No other business was noted. 
 

 

Summation of Business and Date of Next Meeting 
The Secretary gave a summation of the business conducted. The next meeting 
of the HR Committee is expected to be scheduled for October 2019 and will be 
confirmed at the June Board Meeting when the Programme of Meetings for 
AY2019-20 is approved. 
 

 
Meeting ended 1020 hours 

 

 
Agenda 

Item 
Actions from Human Resources 
Committee 17/04/19 

Responsibility Deadline 

05-19 

Committee to be provided with 
feedback from focus groups planned 
as part of the HR & OD Equalities 
Action Plan.  
 

K. Donnelley In due course 

07-19 

Update on the College’s 
Organisational Development function 
and the Students’ Association working 
together more closely to be provided. 
 

K. Donnelley Next meeting of 
Committee 

08-19 

Information on actions implemented 
to address increased turnover of new 
lecturers to be prepared. 
 

K. Donnelley Next meeting of 
Committee 

10-19 

Update on review of Organisational 
Development structure to be 
prepared. 
 

K. Donnelley Next meeting of 
Committee 

10-19 
Update on new Staff Induction 
Programme to be provided. 
 

K. Donnelley Next meeting of 
Committee 

10-19 

Update on the work of the College’s 
Mental Health Working Group to be 
provided. 
 

K. Donnelley Next meeting of 
Committee 

 

 

Signed:………………………………………….  Date: …………………………………………… 



   Agenda Item 16-19 
 

HUMAN RESOURCES COMMITTEE 
 
An update on matters arising from the meeting of the Human Resources Committee 
held on 17 April 2019. 

 
Agenda 

Item 
 

05-19 

Action: Committee to be provided with feedback from focus groups 
planned as part of the HR & OD Equalities Action Plan.  
 
Update: The focus groups have not been held yet.  Feedback will be 
shared with the Committee at its next meeting. 
 

07-19 

Action: Update on the College’s Organisational Development function 
and the Students’ Association working together more closely to be 
provided. 
 
Update: See Agenda Item 21-19. 
 

08-19  
& 

10-19 

Action: Information on actions implemented to address increased 
turnover of new lecturers to be prepared. 
Action: Update on new Staff Induction Programme to be provided. 
 
Update: The induction programme was revised in AY2018-19 to provide 
new lecturers with regular development opportunities during the first 12 
weeks of their employment.  The aim of this was to make the induction 
relevant, accessible and improve staff retention. 
 
Feedback from lecturers that took part in the Induction Programme has 
been generally positive but there is still some work to be done to get the 
content right to ensure new lecturers feel confident going into the 
classroom. We will continue to review and improve the induction 
process for all staff.  This work will be fundamental ongoing priority for 
the Learning Development Team. 
 
As AY2018-19 was the first year we ran the revised Programme, we will 
not have comparable data until the end of this academic 
year.  However, we can report that 4 new lecturers left during AY2017-18 
and 2 new lecturers left during AY2018-19. 
 

10-19 

Action: Update on review of Organisational Development structure to 
be prepared. 
 
Update: See Agenda Item 24-19. 
 

10-19 

Action: Update on the work of the College’s Mental Health Working 
Group to be provided. 
 
Update: See Agenda Item 25-19. 
 

 



                                                                                                     Agenda Item 17-19 
 

HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: Committee Terms of Reference 
 
Author: 
Pauline May 
 

Contributor(s): 
 

Type of Agenda Item: 

For Decision   ☒ 

For Discussion  ☐ 

For Information  ☐ 

Reserved Item of Business  ☐ 

Purpose: To enable the Committee to review its Terms of Reference. 

Linked to Strategic Goal:       

Linked to Annual Priority:      

Executive Summary: 
Attached as Appendix 1 to this paper is the Committee’s current Terms of 
Reference.  The Terms were last considered by the Committee in October 2017. 
 
Members are asked to review the attached and consider if the Committee’s 
Specific Duties accurately reflect its main areas of focus. 
 
One required change in terminology is to update the reference to the Human 
Resources Strategy to the People Strategy.   
 
Recommendation:  
It is recommended that the Committee review its Terms of Reference. 

Previous Committee Recommendation/Approval (if applicable): 
None 

Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence: 

 



HUMAN RESOURCES COMMITTEE 
1.1 Membership A minimum of 5 Members, one of whom shall be appointed 

Committee Chair 
Principal 
One Staff and one Student Board Member 

1.2 Quorum No less than one half of the members entitled to vote. 
1.3 Remit 

General  
The Committee shall make its recommendations to the Regional Board as 
appropriate.  The Committee shall make its decisions and report these to the 
Regional Board.  The Committee shall observe the Standing Orders in all its 
business.  

Specific Duties 
The Committee has overall responsibility for the direction and oversight of all human 
resource matters relating to the function of the Regional Board as employer of the 
College’s staff.  The Human Resources Committee shall: 

• Monitor the implementation of the College’s Human Resources Strategy
• Monitor key performance indicators with regard to HR and OD objectives and

College staff
• Monitor staff-related equality data
• Ensure that the College maintains positive employer relations through the

implementation of its approach to employee engagement
• Ensure that the College promotes the physical and mental wellbeing of its staff
• Maintain oversight of organisational and staff development activities within the

College
• Approve the College’s annual Equal Pay Statement and Policy, Occupational

Segregation and Gender Pay Gap Reports
• Approve College HR policies and procedures as appropriate
• Monitor progress against the HR & OD Enhancement Plan
• Undertake appropriate monitoring to ensure that the College meets all

legislative duties in relation to human resources
• Monitor progress against the implementation of the outcomes of National

Collective Bargaining.

1.4 Meetings 
The Human Resources Committee will normally meet twice per year. 

1.5 Management Support 
The following member of the Leadership Team provides objective, specialist advice to 
support the Committee to discharge its remit: 

• Director HR & OD

June 2019 

Agenda Item 17-19
Appendix 1



                                                                                                     Agenda Item 18-19 
 

HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: Programme of Business AY2019-20 
 
Author: 
Pauline May 

Contributor(s): 
Liz McIntyre 
Kimra Donnelly 
 

Type of Agenda Item: 

For Decision   ☒ 

For Discussion  ☐ 

For Information  ☐ 

Reserved Item of Business  ☐ 

Purpose: To enable the Committee to consider its Programme of Business for 
AY2019-20. 

Linked to Strategic Goal:  

Linked to Annual Priority: 

Executive Summary: The attached Programme of Business details the proposed 
schedule of key items of Committee Business throughout academic year 2019-20. 

Recommendation:  
It is recommended that the Committee set the Programme of Business for 
AY2019-20. 
 
Previous Committee Recommendation/Approval (if applicable): 
None 

Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence: 
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HUMAN RESOURCES COMMITTEE – DRAFT PROGRAMME OF BUSINESS AY2019-20 
 
Please note that the Programme of Business will be amended as required to include agenda 
items that arise throughout the academic year. 
 

25 SEPTEMBER 2019 
For Decision 

Committee Terms of Reference 
Programme of Business AY2019-20 
Equal Pay Statement & Policy 
 

For Discussion 
HR & OD Management Information Report 
HR & OD Enhancement Plan 
 

For Information 
National Collective Bargaining Update 
Investors In People Report 
HR & OD and Quality Restructure 
Mental Health Working Group 
 

 
 

26 MAY 2020 
For Decision 

 
 

For Discussion 
HR & OD Management Information Report 
HR & OD Enhancement Plan AY2019-20 – Progress Report 
 

For Information 
National Collective Bargaining Update 
Learning & Development Action Team Update 
Health & Wellbeing Update 
HR & OD Equality Action Plan – Focus Group Feedback 
 

 
 
Risk Register Updates if required. 
 
 



                                                                                 Agenda Item 19-19 
 

HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: Equal Pay Statement & Policy 

Author: Kimra Donnelly, Director of HR 
& OD 

Contributor(s): 

Type of Agenda Item: 

For Decision   ☒ 

For Discussion  ☐ 

For Information  ☐ 

Reserved Item of Business  ☐ 

Purpose: To enable the Committee to review and approve the College’s Equal 
Pay Statement & Policy. 

Linked to Strategic Goal: 

5. Optimise the use of our available resources to deliver financial and 
environmental sustainability. 

Linked to Annual Priority: 

14. Develop and deliver actions that will embed a whole college ethos of 
environmental and social sustainability. 

Executive Summary:  
The Equal Pay Statement & Policy commits North East Scotland College to the 
principle of equal pay for work of equal value for all its employees.  The College 
believes that staff should receive equal pay for work that is rated as equivalent 
and of equal value regardless of: age; disability; ethnicity/race; gender 
reassignment; marital/civil partnership status; pregnancy; religion or belief 
(including no religion or belief); sex (gender); and sexual orientation. 
 
Attached as Appendix 1 is the College’s Equal Pay Statement & Policy.  This 
document was last considered and approved by the Committee in January 2017.  
The document has been reviewed by the HR&OD Team who recommend that no 
changes are required at this time. 
 
Going forward, it is proposed that the Equal Pay Statement & Policy is reviewed 
annually to ensure that it continues to reflect the College’s commitment to equal 
pay. 
 



Recommendation:  
It is recommended that the Committee review and approve the Equal Pay 
Statement & Policy, and agree that the document should be reviewed on an 
annual basis. 
 
Previous Committee Recommendation/Approval (if applicable):  
None 
 
Equality Impact Assessment: 

Positive Impact ☒ 

Negative Impact ☐ 

No Impact  ☐ 

Evidence:  
This Policy provides a framework for the College to ensure equal pay for equal 
work for all employees. 
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Equal Pay Statement and Policy: 2019-20 
 

Statement 

North East Scotland College is committed to the principle of equal pay for work of 

equal value for all its employees.  The College believes that staff should receive 

equal pay for work that is rated as equivalent and of equal value regardless of: age; 

disability; ethnicity/race; gender reassignment; marital/civil partnership status; 

pregnancy; religion or belief (including no religion or belief); sex (gender); sexual 

orientation. 

Definitions and Legislative Framework 

The law relating to equal pay is governed by the Equality Act 2010, including the 

(Specific Duties) (Scotland) Regulations 2012. 

 

“Work rated as equivalent” is defined as work which has achieved the same/or 

similar number of points under the College job evaluation scheme. 

 

“Work of equivalent value” is defined as work which is not similar but is broadly of 

equal value under headings such as skills and decisions when compared using the 

College job evaluation scheme. 

Objectives and Values 

Our objectives are to eliminate unfair, unjust and unlawful practices and to operate 

fair and just remuneration practices for staff across all protected characteristics. We 

will monitor pay statistics annually and take appropriate remedial action should the 

need arise.   

 



The College has implemented a transparent pay and grading system and uses the 

FEDRA job evaluation system (specifically designed for the FE and HE sectors) to 

ensure that our grading and pay outcomes are equitable and free from bias. 

 

To ensure a fair system of pay, the College works in partnership with recognised staff 

representatives and consults with the Local Joint Negotiating Committees. The 

College has signed the National Recognition and Procedures Agreement and as 

such will abide by the outcome of National Collective Bargaining. 

 

The values of the College are embedded in its Equality & Diversity Policy and are 

implemented via the College’s Equality Outcomes.  The College will work to reduce 

any horizontal and vertical occupational segregation and gender pay gap which 

currently exist, by means which are detailed in its Equality Outcomes. 

Complaints 

The College commits to responding promptly to any grievances or complaints on 

Equal Pay. 

Responsibilities 

The College’s Senior Management and Board have a responsibility to promote an 

ethos and culture that reflects the commitments in this statement and policy.  

Monitoring and Review 

This Equal Pay Statement and Policy will be reviewed and monitored by the Director 

of HR&OD to ensure that it remains effective 

 
 
 
 

Status Final 

Approved by: Human Resources Committee 

Date of version: September 2019 

Responsibility for Policy:            Director of HR&OD 

Responsibility for Implementation: Director of HR&OD 

Responsibility for Review:          Director of HR&OD 

Date of equality impact 

assessment: 

September 2019 

Review date: September  2020 
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Equality Impact Assessment (EIA) Form 
 

Part 1. Background Information. (Please enter relevant information as specified.) 
 

Title of Policy or 
Procedure. Details 
of Relevant 
Practice: 
 

Equal Pay Statement and Policy 

Person(s) 
Responsible. 
 

Director of HR&OD 

Date of Assessment: 
 

10/09/2019 

What are the aims 
of the policy, 
procedure or 
practice being 
considered? 

Please refer to the introduction, equal pay statement and objectives 
detailed in the Equal Pay Statement and Policy 

 

Who will this policy, 
procedure or 
practice impact 
upon? 

This policy will impact on all staff, in that it aims to eliminate gender bias 
from the pay that staff receive 

 
 
 

 
Part 2. Public Sector Equality Duty comparison (Consider the proposed action against each 
element of the PSED and describe potential impact, which may be positive, neutral or 
negative. Provide details of evidence.) 
 

Need Impact  Evidence 
• Eliminating unlawful 

discrimination, harassment 
and victimisation. 
 

• Advancing Equality of 
Opportunity 

 
• Promoting Good relations. 

• This Policy applies to male and 
female staff, in that it aims to 
eliminate gender bias from pay 
and promote equality of 
opportunity between men and 
women 

 
• The policy applies to staff who 

may be on maternity/paternity 
leave or on sick leave.  There is 
no age limit that applies to this 
policy 

 
 

• All information is on the 
Intranet – arrangements 
need to be in place for staff 
unable to use these 
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mediums –e.g. visually 
impaired.  

 
 

Part 3. Action & Outcome (Following initial assessment, describe any action that will be 
taken to address impact detected) 
 

 
Assistance will be given by HR and Management for any reasonable adjustments which may be 
required in applying this Policy 
 
Some consideration may need to be given regarding equal pay for transgender staff or staff who 
consider themselves not to have a gender as the policy currently focuses on equal pay between 
males and females.  Further data will need to be analysed to determine whether this may be an 
issue. 
 
 
 
 
 
 
 
 
 
 

 
 

Sign-off, authorisation and publishing 
Name: Kimra Donnelly 
Position: Director of HR&OD 
Signature:  

 
Date: 10/09/2019 
Where will impact 
be published? 

On the intranet and from HR 

 



   Agenda Item 20-19 

HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: HR & OD Management Information Report 

Author: Kimra Donnelly, Director of HR 
& OD 

Contributor(s): Elaine Reid, Senior HR 
Business Partner; Alison Kerr, HR Business 
Partner; and Susan Webster, HR Manager 
OD 

Type of Agenda Item: 

For Decision ☐

For Discussion ☒

For Information ☐

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with 6-monthly management statistics on staff 
turnover and absence for the period January to June 2019. 

Linked to Strategic Goal: 

5. Optimise the use of our available resources to deliver financial and
environmental sustainability.

Linked to Annual Priority: 

14. Develop and deliver actions that will embed a whole college ethos of
environmental and social sustainability.

Executive Summary:  
The management report attached as Appendix 1 highlights the following: 

• Turnover has remained relatively stable at 4.2%.
• The total number of days lost to absence has gone up compared to the

same period last year.  There is an increase in days lost to absence on the
Aberdeen City campus, whereas there has been a reduction at
Fraserburgh and Altens campuses.

• Further investigation into the reasons for the increase, particularly at
Aberdeen campus is required.  However, it is often difficult to identify a
single cause for this increase as the length of and reason for the absences
vary.

• Cold, cough and flu is the top reason for days lost to absence replacing
anxiety, stress and depression.

• Anxiety, stress and depression remains in the top three reasons for number
of days lost due to absence at the College. However, this has been



steadily reducing over the last three years. The following has been 
previously reported to the HR Committee: 

o January to June 2016 - 494 days were lost to absence for reason of 
anxiety, stress and depression. 

o January to June 2018 - 319 days were lost to absence for reason of 
anxiety, stress and depression. 

o January to June 2019 - 307 days were lost to absence for reason of 
anxiety, stress and depression and it is no longer the overall top 
reason for absence. 
 

HR&OD are currently reviewing how health and wellbeing initiatives are 
progressed within the College and this area of work is an action included in the 
Team’s Enhancement Plan for AY2019-20.  Part of the HR&OD structure proposals 
is to bring responsibility back into the Team rather than part of the Occupational 
Health contract.  This will deliver wellbeing initiatives that will be in line with 
strategic objectives and specific issues that are identified through the College’s 
management information. 
 
Recommendation:  
It is recommended that the Committee consider the information provided. 

Previous Committee Recommendation/Approval (if applicable):  
None 
 
Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence: 
This report contains statistical information only. 
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Headcount and FTE 

As at June 2019 

Staff category Headcount FTE 
Lecturing staff 290 264.6 
Support staff  
(excluding Instructors/Interns) 

253 223.0 
 

Instructors 34 24.3 
Student Interns* 17 0.0 
Total** 570 (587 Inclusive of 

Student Interns) 
511.9 

*Student interns are paid on a timesheet basis and therefore there is no FTE figure. 

**The overall headcount is the total number of staff at the College.  Some staff have 2 posts over 
different categories (eg lecturing and support) and will be included in each category.  Therefore the 
total headcount figure will be different to the total of the categories. 

 

Average Headcount and FTE for Jan – June 2019 

Staff category Headcount FTE 
Lecturing staff 290.3 263.4 
Support staff  
(excluding Instructors/Interns) 

252.5 222.8 
 

Instructors 33.5 24.8 
Student Interns* 21.8 N/A 
Total** 576.2  

(594.2 Inclusive of 
Student Interns)  

510.9 

*Student interns are paid on a timesheet basis and therefore there is no FTE figure 

**The overall headcount is the total number of staff at the College.  Some staff have 2 posts over 
different categories (eg lecturing and support) and will be included in each category.  Therefore the 
total headcount figure will be different to the total of the categories. 

 

Leavers 

Staff category Jan-June 2019 
Lecturing staff 11 
Support staff  
(excluding Instructors) 

13 

Instructors 2 
Student Interns 8 
Total** 33 

**Some staff have 2 posts over different categories (eg lecturing and support) and will be included in 
each category.  Therefore the total headcount figure will be different to the total of the categories. 
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Turnover 

Staff category Turnover Jan-June 2019 
Lecturing staff 3.8% 
Support staff (excluding Instructors) 5.1% 
Instructors 6.0% 
Student Interns* 36.7% 
Total 4.2% 

(5.6% inclusive of Student Interns) 
 (Turnover = Number of leavers in the time period/average monthly headcount in the period x100) 
 
*As there are a small number of interns who typically work for a short period of time, a high turnover is 
to be expected. 

**Some staff have 2 posts over different categories (e.g. lecturing and support) and will be included in 
each category.  Therefore the total headcount figure will be different to the total of the categories. 

 
Vacancies  
 
The College had 52 vacancies in the period January – June 2019:  
 
Vacancy Aberdeen Fraserburgh Altens Other** Total 
Teaching* 11 9 5 5 30 
Support 11 4 0 2 17 
Manager/SET 3 1 0 0 4 
Post 
withdrawn/ 
on hold 

1 0 0 0 1 

Total 26 14 5 7 52 
*Teaching posts include Instructors/Assessors. 
**Contains figures for posts at the Scottish Maritime Academy and posts that are required to 
work at more than 1 campus. 
 
Appointments  
 
Of the 52 vacant posts in the period January-June, 47 appointments were made.   
Please note: Some posts advertised are for multiple staff and on some occasions multiple 
appointments were made to a post (e.g. Lecturer in Care - due to changes in business 
needs).  
Please note: June and July are busy months for recruitment and some of the posts that have 
been advertised have not yet had anyone appointed to them. 
 
Vacancy Number of appointments 
*Teaching 29 
Support 15 
Manager/SMT 3 
Total 47 

*Teaching posts include Instructors/Assessors 
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Sickness Absence  
 
Campus Number of days lost in  

Jan –  Jun 2018 
(Average headcount = 

 572) 

Number of days lost in 
Jan – Jun 2019 

(Average headcount = 
576.2) 

Aberdeen 1034 1759 
Fraserburgh 624 458 
Altens 171 129 
Total number of days lost to  absence 1829 2346 
Days lost as % of days available to work 2.5% 3.6% 

 
Long-term absence, defined as an absence of 28 days or more, are: 
 

Reason (long-term 
absence) 

Number of working 
days lost in Jan – 

Jun 2018 

Reason (long-term 
absence) 

Number of working 
days lost in Jan – 

Jun 2019 
Anxiety/Stress/ 
Depression/Other Psychiatric 
Illness 

 
238 

 
Anxiety/Stress/ 
Depression/Other 
Psychiatric Illness 

 
196 

Benign and Malignant 
Tumours/ Cancers 

 
142 

 
Back Pain 

 
185 

Nervous System Disorders – 
(Excl headache/migraine) 

 
130 

 
Injury Fracture 

 
134 

 
Episodes of absence 
 
Reason Number of 

absences in  
Jan - Jun 2018 

Number of 
absences in Jan – 

Jun 2019 
Gastrointestinal Problems 76 120 
Cold, Cough, Flu 146 103 
Headache/Migraine 34 32 

 
Overall Number of Working Days Lost for Top Three Reasons 
 

Reason (long-term 
absence) 

Number of 
working days lost 
in Jan – Jun 2018 

Reason (long-term 
absence) 

Number of 
working days lost 
in Jan – Jun 2019 

Anxiety/Stress/ 
Depression/Other Psychiatric 
Illness 

 
319 

 
Cold, Cough, Flu 

 
371 

Cough, Cold, Flu 277 Gastrointestinal 
Problems 

344 

Other Known Causes 187 Anxiety/Stress/ 
Depression/Other 
psychiatric illness 

307 
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HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: HR&OD Enhancement Plan 

Author: Kimra Donnelly, Director of HR 
& OD 

Contributor(s): 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☒ 

For Information  ☐ 

Reserved Item of Business  ☐ 

Purpose: To enable the Committee to monitor progress of the HR&OD 
Enhancement Plan for AY2018-19, and to provide an opportunity to consider the 
HR&OD Enhancement Plan for AY2019-20. 

Linked to Strategic Goal: 

2. Develop the skills, talents and potential of all of the people who come to 
college either to learn or to work. 

Linked to Annual Priority: 

13. Ensure that our approach to self-evaluation links directly to an integrated 
planning framework leading to actions that will improve all business services and 
improve outcomes for learners. 

Executive Summary:  
This report provides an update on HR&OD’s Enhancement Plan for AY2018-19 
(Appendix 1), and details the identified priorities for the HR&OD Enhancement 
Plan for AY2019-20 (Appendix 2). 
 
HR&OD’s Enhancement Plan for AY2019-20 has identified five areas for 
development, two of which are continuing from the AY2018-19 Enhancement 
Plan: 
 
1. HR&OD and Quality Restructure 
The revised structures within HR&OD and Quality will be implemented from the 
end of October 2019.  The changes to the structures aim to deliver continuous 
learning and improvement and a corporate strategy to deliver talent 
management including: 

• Successful leadership;  
• Innovative learning and teaching; 
• Effective business management 



2. Health &Wellbeing 
As part of a College-wide commitment to health and wellbeing, HR&OD will 
deliver activities and provide services that promote wellbeing and good mental 
health for staff. 
 
3. Workforce Planning 
As a result of National Job Evaluation priorities, development of a Workforce 
Planning Framework will be taken forward into this academic year.  Workforce 
Planning will inform the College’s workforce structure, based on current and 
future strategic objectives, future needs of the wider community, available 
funding and wider policy and legislative initiatives. 
 
4. Management Information 
HR&OD aim to provide relevant and easily accessible HR management 
information by continuing to develop the Managers’ Dashboard on MyView. 
 
5. Enhance partnership working with the Students’ Association 
HR&OD have begun to develop working more collaboratively with the Students’ 
Association by jointly working on Mentally Healthy College and Equality Groups.  
However, further work is required when developing strategies and plans for the 
enhancement of innovative learning and teaching. 
 
Recommendation:  
It is recommended that the Committee consider the content of this report and its 
appendices. 
 
Previous Committee Recommendation/Approval (if applicable):  
The HR&OD Enhancement Plan for AY2018-19 was presented to the HR 
Committee in October 2018, with a mid-year progress update provided at the 
Committee’s meeting in April 2019. 
 
Equality Impact Assessment: 

Positive Impact ☒ 

Negative Impact ☐ 

No Impact  ☐ 

Evidence: 
Enhancement of the services and information that HR & OD provide will enable 
the College to better support all staff including those employees with protected 
characteristics. 
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ENHANCEMENT PLAN 
 
Please reference each Developmental Driver using the following coding: 
 
Annual Priority – Reference to the codes within the Annual Priority Document (AP) 
Area for Improvement (from the self-evaluation) – Reference back to the self-evaluation (AI) above 
Objective (from a College Supporting Strategy) – See each strategy for reference code 
Re-establishing a previous strength or as a new development – Reference back to Education Scotland Quality How Good Is Our College? 2016 (HGIOC) 
Corporate Operational Risk – Reference back to the College Risk Register (R) 
Equality Outcome – Reference to the Equality Outcomes and Action Plan (E) 
 
 

No. Area for 
Development  
(Developmental 
Driver) 

Impact 
(The intended 
difference to be 
made) 

Actions to be taken  
(Describe each activity you 
will undertake to have the 
desired impact) 

By When & by 
Whom 

Developmental 
Driver Code 
(e.g. AP1, AI1, 
E1, R1, FT1) 

Update & Evaluation 

1 HR & Payroll System 
- Implement Phase 2 

 Formalise the project plan 
for phase 2. 
Implement the project 
plan. 

Formalised 
project plan by 
31 August 2018. 
Implementation 
of phase 2 
March 2019. 
This will be 
undertaken by 
the Project 
Officer hand the 
HR&OD Teams 

AP 13, AI 3.1 
E1 
Strategic 
Objective 2.2 
 
 
 

The payroll part of the system 
is now fully functioning and the 
original project is complete. 
There is still extreme difficulty 
in working with the supplier and 
work is still ongoing to 
implement all aspects of the 
HR/Payroll System. This will 
now be progressed by HR&OD 
as part of continuous 
improvement of the system. 

2 Work Force Planning Workforce Planning 
will inform the 
Colleges workforce 
structure based on 
current and future 
strategic objectives, 
future needs of the 
wider community, 
available funding 

•  Develop of 
Workforce Plan 
Framework. 

• Data Analysis. 
 

July 2019 
HR & OD 
Business Partner 

 
Strategic 
Objective 2.2, 
A1 1.1 &2.6 
 

As a result of the requirements 
for National Job Evaluation this 
outcome will be taken forward 
to AY2019-20 Enhancement 
Plan.  
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and wider policy and 
legislative initiatives. 

3 Staff Development To Provide support, 
development and 
opportunity to our 
staff through a 
refreshed and 
prioritised approach 
to organisation 
development 
supporting our 
strategic goals 

• Review, 
Restructure & Co-
locate HR & OD  

• Develop & 
Implement 
Leadership 
Development 
Programme. 

• Produce a 
corporate Training 
Plan aligned with 
the strategic 
objectives and 
annual priorities. 

 

January 2018 – 
Director of HR & 
OD 
2018/19 - 
Training – HR 
Manger (OD) 
October 2018 – 
Training Manger 
OD 

Strategic 
Objective Goal 
2 - 2.2 
A16 
 
 

HR & OD have been co-located 
and this has enable much 
closer working between the 
teams. 
 
A detailed management 
programme has been 
developed and implemented for 
newly appointed managers 
from recent restructures.  Some 
wider leadership training has 
taken place for all line 
managers. 

4 Health & Wellbeing  To deliver activities 
that promote 
wellbeing and good 
mental health for 
staff. 

Review the Occupational 
Health provision to ensure 
that there is a provision for 
Health & Wellbeing that 
meets the College's aim of 
becoming a mentally 
healthy college. 
  

January 2019 – 
Director of HR 

A1 8 The OH contract is now being 
provided by IQARUS and we 
are currently out or tender for 
an Employee Assistant 
Programme. With an objective 
of providing a wider range of 
support for our employees than 
we currently, have.   

5 Equalities 
Awareness 
 
 

To contribute to the 
strategic objective to 
create a positive and 
supportive culture 
based on respect, 
trust, engagement 
and clarity of shared 
purpose. 

• Actively contribute 
to the Equalities 
Action Group. 

• Develop a 
corporate training 
that address the 
actions set by the 
Equalities Action 
Group. 

2018/19 All of 
HR & OD 
 
October 2018 
HR Manger (OD) 
 
 
 
2018/19 HR 
Manger (OD) 

Strategic 
Objective Goal 
2 – 2.4, 
A 7 

Complete 



 Agenda Item 21-19 
Appendix 1 

 

  3          

• Undertake a 
compliance-training 
refresh for staff. 

6 
 
 

Enhance partnership 
working with the 
Student Association 

To develop working 
practices that gain 
feedback from 
learners to improve 
the services HR & 
OD deliver.  

• Work with the 
Student 
Association on 
Health & Wellbeing 
and Equalities 
initiatives. 

• Invite views from 
the Student 
Association on 
what training they 
believe our staff 
may benefit from. 

• Invite student 
representatives to 
one of our HR & 
OD team meetings 
to share ideas on 
how we can work 
closer together. 

2018/19 - All of 
HR & OD  
 
 
 
January 2019 - 
HR Manager 
(OD) 
 
 
October 2019 – 
Director of HR & 
OD  

Strategic 
Object Goal 2 – 
2.5, 
A 7, A1 1.3 
 

HR&OD are involved in both 
the Mentally Health College 
and Equalities Groups which 
attended by the Students’ 
Association. 
 
However, further work is 
required to develop a closer 
working partnership. 

7 National Bargaining To implement 
changes as agreed 
through national 
bargaining and 
ensure that staff are 
well informed of the 
changes taking 
place. 

• Work with the 
Communications 
Group and the 
Director of 
Marketing & 
Communications to 
develop a 
communication 
action plan for 
national bargaining. 

• Implement national 
agreements within 
the stipulated time 
scales. 

September 2019 
– Director of HR 
& OD 
 
 
 
 
 
 
2018/19 - All of 
HR & OD 

A12 HR&OD have implemented all 
changes resulting from National 
Bargaining. 
 
All official communications 
detailing national agreements 
are up on COLIN. 
 
Regular meetings with the 
Trade Unions in addition to 
LJNCs take place to discuss 
the implementation of national 
agreements at NESCol. 
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ENHANCEMENT PLAN  
  
Please reference each Developmental Driver using the following coding:  
  
Annual Priority – Reference to the codes within the Annual Priority Document (AP)  
Area for Improvement (from the self-evaluation) – Reference back to the self-evaluation (AI) above  
Objective (from a College Supporting Strategy) – See each strategy for reference code  
Re-establishing a previous strength or as a new development – Reference back to Education Scotland Quality How Good Is Our College? 
2016 (HGIOC) Corporate Operational Risk – Reference back to the College Risk Register (R)  
Equality Outcome – Reference to the Equality Outcomes and Action Plan (E)  
  
  
No.  Area for 

Development   
(Developmental 
Driver)  

Impact  
(The intended difference to be 
made)  

Actions to be taken   
(Describe each activity you will 
undertake to have the desired 
impact)  

By When & 
by Whom  

Developmental 
Driver Code 
(e.g. AP1, AI1, 
E1, R1, FT1)  

Update & 
Evaluation  

1  HR & OD and Quality 
Restructure  

The restructures aim to 
deliver:  
• Continuous learning 

and improvement;  
• A corporate strategy to 

deliver talent 
management including:  
o Successful 

leadership  
o Innovative 

learning and 
teaching  

o Effective 
business 
management.  

Implement the restructures that will 
bring together those who deliver 
quality activities with those who 
deliver and support essential 
teaching qualifications.    
Bring together Learning Technologies 
and Organisation Development, 
enabling the two teams to work 
closely together to deliver a year of 
“Digital”, improving digital skills 
across our workforce in support of 
the delivery of innovative learning 
and teaching and effective 
business management systems.   
Create a college wide development 
plan that supports the delivery of the 
Strategic Plan and Annual Priorities.  

HR& OD in 
conjunction 
with Quality  
  
AY 2019/20  

APs 5; 6;7;16  
AI   
SO2  
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Establishment of LDAT to give 
strategic direction to college wide 
learning and development.  

2  Heath & Wellbeing  To deliver activities and 
provide services that promote 
wellbeing and good mental 
health for staff.  

 As part of the restructure 
of HR&OD the responsibility for 
developing a College wide statement 
of commitment to health & wellbeing 
and an action plan to implement it.   

AY 2019/20  APs 7;14  
  
  

  

3  Workforce Planning  Ma  • Develop of Workforce 
Planning Framework  

• Data Analysis  

February 
2020  

AP7;  
SO 5  
  
  

  

4  Management 
Information  

Relevant and 
easily accessible HR 
management information will 
support managers in 
proactively managing their staff 
and preparing for future 
staffing requirement.  

Continue to develop the Managers 
dashboard on the HR/Payroll 
system.  

AY 2019/20  APs 4;7  
SO5  

  

5  Enhance partnership 
working with the 
Students’ Association  

To develop working practices 
that gain feedback from 
learners to improve the 
services HR & OD deliver.  

• Work with the 
Students’ Association on 
Health & Wellbeing and 
Equalities initiatives.  

• Invite views from the 
Students’ Association on what 
training they believe our staff 
may benefit from.  

• Invite student representatives 
to one of our HR & OD team 
meetings to share ideas on 
how we can work closer 
together.  

  

AY 2019/20  AP12    
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HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: National Collective Bargaining Update 

Author: Kimra Donnelly, Director of HR 
& OD 

Contributor(s): 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☐ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose: To update the Committee on the progress of National Collective 
Bargaining and to be inform Members on how developments impact on North 
East Scotland College. 

Linked to Strategic Goal: 

5. Optimise the use of our available resources to deliver financial and 
environmental sustainability. 

Linked to Annual Priority: 

18. Deliver a financial plan that reduces reliance on SFC funding and ASET gift-aid 
and increases capacity for in-year resourcing flexibility. 

Executive Summary:  
 
Teaching Staff  
The National Joint Negotiating Committee (NJNC) have agreed the National 
Working Practices Agreement (NWPA) for lecturers (Appendix 1). 
 
The NWPA came into effect on 01 August 2019 and brought an end to any local 
contractual or collective agreements in the areas covered. 
 
The College had already met or implemented the majority of the changes that 
have been agreed in NWPA.  However, there were three conditions under 
‘Working Hours per Week and Working Arrangements’ that required changes to 
be made over the summer to meet the 01 August 2019 implementation: 
 

1. Lecturing staff will work 35 hours per week (FTE) exclusive of lunch-breaks 
and inclusive of tea-breaks. 

2. The NWPA states that every lecturer (pro-rata for part-time) will have one 
continuous half-day each week with no class contact for preparation, 
curriculum development, marking and professional development.   



3. The NWPA states that the College will be the normal venue for working 
hours, however a lecturer may work outwith the College up to a maximum 
of seven hours per week. 
 

Prior to this agreement, full-time lecturers were given two 15-minute unpaid tea 
breaks in their timetable and, where possible, they were given a half-day 
continuous slot for non-class contact time, but this was not guaranteed.  To 
incorporate tea breaks and the half-day continuous non-class contact time the 
College had to adjust the start and finish times at each campus.  These are 
detailed in the letter and guidance that was issued to lecturers (Appendix 2 and 
3). 
 
The College advised the Trade Union that these are interim arrangements for 
AY2019-20 and a full review will be undertaken to ensure that we identify the best 
solution for NESCol to be implemented for AY2020-21. 
 
Support Staff 
Work is ongoing with Support Side Unions in relation to the implementation of a 
national job evaluation scheme.  Job evaluation questionnaires are currently 
being completed for all support staff posts as of 01 September 2018.  As these are 
completed they are sent to Colleges Scotland where they will be evaluated by 
an independent panel.  At the current stage of negotiations, the above process 
will generate a hierarchy of posts and not salary grade placement. 
 
The reason for this is that there are many aspects of the National Job Evaluation 
process that are not yet agreed.  The key issues are: 

• How a national pay scale will be created and implemented; 
• If pay across the sector will be harmonised; 
• How the decisions regarding job placement will be made. 

 
The Director of HR&OD is on the Support Staff – Side Table working group tasked 
with developing proposals to address the above. 
 
Recommendation:  
It is recommended that the Committee note the contents of the paper. 

Previous Committee Recommendation/Approval (if applicable):  
None 

Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence: Nationally agreed changes to terms and conditions are applied to all 
staff equally. 
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NATIONAL WORKING PRACTICES AGREEMENT 

IMPLEMENTATION - 1 AUGUST 2019 

MANAGER AND STAFF GUIDANCE 

The NJNC have reached agreement on a pay and conditions settlement for 
lecturers,  To meet the requirements of the New Working Practices Agreement 
(NWPA) the College must implement some changes to “working hours per week and 
working arrangements” effective as of 1 August 2019.  The NJNC Circulars and 
Agreements detailing these changes can be accessed on COLIN under: Working 
Here – My Work & Development – Human Resources & Payroll – NJNC.  

This guidance is to provide clarification for both managers and staff to ensure the 
implementation of the changes to “working hours per week and working 
arrangements” are applied consistently across the College. 

Working Week and Working Hours 

The working week is 35 hours (FTE), exclusive of lunch breaks and inclusive of tea 
breaks. The College working day will continue to be in line with its opening hours of 
8.30am-5pm and staff can be timetabled to work their 35 hour week within these 
times.  To facilitate this, revised notional working patterns have been implemented 
for each campus.  Unless your timetable states otherwise the start and finish times for 
AY 2019/20 are detailed below: 

Campus Lecturer Start-time Lecturer Finish-time Lecturer 
Lunch 
break 

Aberdeen City 
campus: 
Monday- Thursday 
Friday 

09.00 
09.00 

17.00 
15.45 

45 mins 

Altens Campus 
Monday-Friday 08.30 16.30 

Note: There will be a 2pm 
finish once a week on a day to 
be determined by managers. 

30 mins 

Fraserburgh Campus 
Monday-Thursday 
Friday 

08.45 
08.45 

16.45 
15.45 

45mins 
1 hour 

Scottish Maritime 
Academy  
Monday-Thursday 
Friday 

08.45 
08.45 

16.45 
15.45 

45mins 
1 hour 

Lecturers who work across campuses should follow the timings of the campus on 
which they work on that particular day. 

To meet requirements of the NWPA and the needs of learners, lecturers will have a 
scheduled 35 hour working week (pro-rata for part-time lecturers) between 08.30 
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and 17.00.  A lecturer’s scheduled working week may be changed throughout the 
block to meet the needs of learners. As much notice as possible will be given of any 
such changes. 

Lecturers who wish to permanently change their working patterns, for example 
being able to arrive later in the morning by taking a shorter lunch must request this 
through the flexible working process.  Flexible working will continue to be considered 
by reviewing the request and the impact it has on delivering the service.   

No regular change to a lecturers working pattern can be put in place without 
applying for flexible working. 

One Half Day Continuous Non-Class Contact  

All lecturers now have in their timetable one continuous half day each week (pro 
rata for part-time lecturers) with no class contact for preparation, curriculum 
development, marking and professional development. 

This non-class contact time can be timetabled at any time during the week and can 
change throughout the block to meet the needs of the learners. 

It is important to note that this time is not protected and lecturers may be asked to 
cover in line with the NJNC agreement, or undertake one-off or short-term activities 
to meet the needs of the learners.  If a lecturer is required to undertake such 
activities during any of their non-class contact time, there is no entitlement to get this 
back later in the week.      

Working Outwith the College 

The College will be the normal venue for working hours, however a lecturer may 
work outwith the College up to a maximum of seven hours per week.   

Lecturers must make a request to their line manager each time they wish to work off-
site.  For example, requests may be to work at a campus nearer their home or to 
work from home to complete a specific piece of work. Requests to work outwith the 
College must be made in advance to enable it to be recorded on CELCAT. 

These 7 hours are for ad-hoc requests and managers should not approve ongoing 
continuous arrangements as the requirements of the service must be considered 
each week. 

It is important to note that travel to and from off-site working must be made in the 
lecturers own time and not included in the 35 hour working week. 

Line managers are required to act reasonably when considering such requests, but 
they are entitled to refuse if the exigencies of the College dictate. Reasons for 
refusing requests in relation to the exigencies of the college service should be 
provided to staff. 

Collaboration is a strong theme throughout the College, which enables staff to 
deliver a service that meet the needs of the learners.  To support our staff and to 
continue to enable a culture of collaboration the College’s campuses will be the 
normal venue for staffs working hours. 
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As you know, the NJNC have reached agreement on a pay and conditions 
settlement for lecturers,  To meet the requirements of the New Working Practices 
Agreement (NWPA) the College must implement some changes to “working hours 
per week and working arrangements” effective as of 1 August 2019.  The NJNC 
Circulars and Agreements detailing these changes are detailed below and can be 
accessed on COLIN under: Working Here – My Work & Development – Human 
Resources & Payroll - NJNC 

1. Circular 03.19 – signed by the joint secretaries, Anne Keenan for EIS and 
Heather Stevenson for the Employers’ Association.  It summarises the main changes 
under the settlement. 

2. Circular 02.19 - signed by the joint secretaries and summarises the changes to 
pay for lecturing staff in scope.  We are planning to make these payments in July 
2019. 

3. NJNC Agreement – Terms & Conditions - 29th May 2019 – there are significant 
changes to current terms and conditions from 1st August 2019 under the New 
Working Practices Agreement (NWPA).   

4. NJNC Agreement – Pay - 29th May 2019 –this gives the details of the pay 
award. 

 

Given the short timescale in which to meet the requirements of the NWPA, the 
College will implement the following interim changes for AY 2019/20 only, whilst it 
undertakes a full review and consultation, in order to determine the best way 
forward in AY 2020/21 to meet the business needs of the College, its learners and the 
NWPA. 

 

Please note that Circular 03.19 states ‘Agreement on the NWPA brings an end to any 
local contractual or collective agreements on the areas covered within the 
document, including those applied under TUPE, unless otherwise specified in the 
NWPA or other National Agreement’.  To reflect these changes all lecturing staff will 
be issued with revised contracts during block one of AY 2019/20.   

 

Further guidance will be provided early in the new term on the implementation of 
the changes to terms and conditions.  The College has implemented the majority of 
the changes that have been agreed nationally. There were three conditions under 
‘Working Hours per Week and Working Arrangements’ that required changes to be 
made over the summer to meet the 1 August 2019 implementation date: 

 



Lecturing staff will work 35 hours per week (FTE) exclusive of lunch-breaks and 
inclusive of tea-breaks. 

 

1 – The working week is 35 hours (FTE), exclusive of lunch breaks and inclusive of tea 
breaks. The College working day will continue to be in line with its opening hours of 
8.30am-5pm and staff can be timetabled to work their 35 hour week within these 
times.  To facilitate this, revised notional working patterns have been implemented 
for each campus.  Unless your timetable states otherwise the start and finish times for 
AY 2019/20 are detailed below: 

Campus Lecturer Start-time Lecturer Finish-time Lecturer 
Lunch 
break 

Aberdeen City 
campus: 
Monday- Thursday 
Friday 

 
 
09.00  
09.00 

 
 
17.00 
15.45 

 
 
45 mins 

Altens Campus 
Monday-Friday 

 
08.30 

 
16.30 
Note: There will be a 2pm 
finish once a week on a day to 
be determined by managers. 

 
30 mins 

Fraserburgh Campus 
Monday-Thursday 
Friday 

 
08.45 
08.45 

 
16.45 
15.45 

 
45mins 
1 hour 

Scottish Maritime 
Academy  
Monday-Thursday 
Friday 

 
 
08.45 
08.45 

 
 
16.45 
15.45 

 
 
45mins 
1 hour 

 

Lecturers who work across campuses should follow the timings of the campus on 
which they working on that particular day. 

 

2- The NWPA states that every lecturer (FTE) will have one continuous half day each 
week with no class contact for preparation, curriculum development, marking and 
professional development.  To implement this from August 2019 timetables have 
been amended where required and these will be available when you return to 
College.  

Please note that team meetings can be scheduled, as part of curriculum 
development, during this time. Staff can be asked to undertake class cover during 
this time. 

 

3 – The NWPA states that the College will be the normal venue for working hours, 
however a lecturer may work outwith the College up to a maximum of seven hours 
per week.   Lecturers must make a request to their line manager each time they wish 



to work off-site. Line mangers will not approve ongoing continuous arrangements as 
the requirements of the service must be considered each week   Line managers are 
required to act reasonably when considering such requests, but they are entitled to 
refuse if the exigencies of the College dictate.  

 

In undertaking all of the arrangements outlined in this letter, the College will work to 
ensure that it continues to meet the needs of learners. 

 

All terms and conditions are pro-rata for part-time staff. 

 

If you have any questions please email humanresources@nescol.ac.uk. 

 

 

Kind regards 

 



National Joint Negotiating Committee (NJNC) Agreement on 
Terms and Conditions – 29th May 2019 

The NJNC – Side Table Lecturers agreed the National Working Practices Agreement (NWPA) and 
the four points below are a National Collective Agreement of the NJNC.  The NWPA is attached as 
Appendix 1.   

• The NWPA will apply from 1st August 2019 with the exception of those national terms already
agreed and applied.

• Agreement on this document will bring an end to any local contractual or collective agreements
on the areas covered, including those applied under TUPE, unless otherwise specified in the
NWPA or other National Agreement.

• In respect of Working Hours Per Week and Working Arrangements, the college will be the normal
venue for working hours.  When a lecturer requests the timing of up to 7 hours per week off-site
working, the line manager will determine whether to agree the request.  Line managers are
required to act reasonably when considering such requests, but they are entitled to refuse if the
exigencies of the college dictate.

• The wording on Professional Registration/Development includes observation of learning in a
classroom or other learning environment as determined by local college procedures.

All of the above will be covered in NJNC Circular 03/19 (Terms and Conditions). 

Agenda Item 22-19, Appendix 3
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NATIONAL WORKING 
PRACTICES AGREEMENT 

 
Staff Terms and Conditions 

(Lecturing) 

 
1st August 2019 

 
 

 
 
 
 
 



Introduction 
 
The National Recognition and Procedures Agreement (NRPA) between the EIS, GMB, UNITE, and 
UNISON and Scottish Colleges sets the areas of college staff’s contracts that are negotiated 
nationally.  The EIS is the recognised trade union by colleges for lecturing staff, for national 
bargaining at the NJNC and at colleges for the purposes of local bargaining.  An extract of the NRPA 
is copied below: 
 

“The Colleges agree to negotiate with the Unions at the National Joint Negotiating Committee 
(NJNC) on the undernoted Contractual Terms and Conditions of employment applying to 
members of the Colleges’ Defined Staff”.  

 
Pay 
 
Working hours 
 
Class contact hours 
 
Sick pay 
 
Annual Leave 
 
Maternity Policy 
 
Paternity Policy 
 
Family friendly policies 
 
Transfer to permanent status 
 
Grievance and Disciplinary Policies 
 
Additional terms and conditions can be included as agreed by the NJNC.  
 
The scope of this agreement will be reviewed annually. 
 
The Colleges agree to consult with the Unions at the NJNC on other matters on national 
policy, and both Sides agree to provide guidance for implementation locally, appropriate 
to the need of each particular college. The NJNC may issue national policy advice and 
may share best practice for Colleges or local collective bargaining arrangements.” 

 

 
This National Working Practices Agreement – Staff Terms and Conditions (Lecturing) (‘the NWPA’) 
applies to the lecturing staff of all the Scottish colleges that have signed the NRPA. 
 
Any dispute over the interpretation of any aspect of the NWPA should be referred to the NJNC Joint 
Secretaries for resolution.  A joint response will be issued to all points of clarification.  If no agreement 
can be reached by the NJNC Joint Secretaries, then the matter will be referred to the NJNC Side 
Table (Lecturing Staff) for resolution. 
 
Jointly agreed Circulars are referenced within the document and hyperlinks to these are provided.  
 
Until such times as contractual terms and conditions of employment referred to above under the 
NRPA have been agreed and incorporated in the NWPA (Lecturing), National Collective Agreements 
and Circulars, local terms and conditions will remain extant.   
 

 
 
 
 
 



Equality in Employment 
 

The colleges affirm that all staff should be afforded equal opportunities in their employment, 
irrespective of their sexual orientation, gender, gender reassignment, age, marital status, race, 
religious belief, disability, nationality, ethnic origin, trade union membership and activity, 
responsibility for dependents or employment status. 
 
Colleges are committed to ensuring that equal pay underpins all aspects of pay and reward for the 
purposes of National Bargaining and the National Pay Scale (NPS) for unpromoted lecturing staff 
and the NPS fixed points for promoted lecturing staff provide the mechanism of delivering equal pay 
for lecturing staff.   
 
To ensure equal pay within colleges, the following principles will be applied in individual colleges: 
 

• All pay and associated terms and conditions must deliver equal pay for work of equal value  

• All pay scales and points must be set in a way that is transparent and consistent with relevant 
equal pay legislation 

• Supporting the achievement of equal pay for work of equal value, the application of national pay 
scales and terms and conditions to all lecturing staff will be consistent and fair. 

 
The terms of the NWPA are applicable equally to all lecturing staff without differentiation.  The 
colleges confirm their obligation to develop, embed and practise equal opportunities for all lecturing 
staff in full compliance with the terms of the Equality Act (2010) and other Equal Opportunities 
legislation. 
 
All Agreements between the employing college and the EIS will be subject to an Equality Impact 
Assessment.  Full details of Equality and Diversity Policies and Procedures are available from 
individual college Human Resources/Staffing departments 
  



1. Pay 
 
There are five scale points on the NPS which applies to unpromoted lecturing staff and three fixed 
points on the NSP for promoted lecturing staff.   
 
The values of the NPS points will be reviewed through the NJNC, with any increase effective from 1 
September each year.   
 
Part-time staff will be paid pro rata to the full time salary on the basis of a 35 hour week. 
 
The salary receivable by a lecturer accrues daily at 1/365 of the annual rate of salary.  Deductions 
and payments in respect of a days’ pay will be made at 1/365 of the annual rate of salary.  
 

2. Working Hours Per Week and Working Arrangements 
 

All lecturing staff will be expected to work such hours as are reasonably necessary for the proper 
performance of duties and responsibilities, within a working week of 35 hours, full time equivalent 
exclusive of a lunch break and inclusive of morning and afternoon breaks to be determined locally. 
 
The NJNC seeks to develop a flexible, modern college workforce to deliver the educational ambitions 
of the Scottish Further Education sector. 
 
The college will be the normal venue for working hours. A lecturer may work outwith the college up 
to a maximum of seven hours per week, offered as a minimum half day block. The timing of such 
arrangements would be determined by the line manager in consultation with the lecturer, taking 
cognisance of the exigencies of the service.  All working hours spent outwith college must be spent 
on appropriate college activities.   
 
The college will ensure that duties are allocated to members of staff commensurate to the grade of 
the post and the contractual working hours.   
 
The length of college sessions and academic year will be determined locally and college timetables 
determined in line with such arrangements.  Teaching should be timetabled during the day whenever 
possible; where there is an operational requirement for an evening class then evening work will be 
allocated equitably, taking cognisance of individual circumstances, contractual arrangements and 
local collective agreements.  No lecturer will be compelled to work for the morning, afternoon and 
evening in the same day nor work more than two evenings per week.  
 
The college will ensure that every lecturer has at least one half day with no class contact to provide 
a continuous period for additional professional duties, i.e. preparation, curriculum development, 
marking or professional development. 
 

3. Continuous Service 
 
For statutory employment rights the period of continuous service dates from the date of 
commencement of employment with the college. 
 
For the purposes of calculating entitlement to redundancy payment, sickness allowance and notice 
periods, the period of continuous service dates from the start of continuous service with any college 
or other employer referred to under the Redundancy Payments (Continuity of Employment in Local 
Government etc) (Modification Order) 1999 as amended from time to time unless there is a break of 
service of four weeks or more. 
 
For fixed term contract holders any natural period of time between teaching assignments shall not 
be deemed a break in service. Any agreed secondment or agreed period of unpaid leave will not be 
considered a break in service. Where an employee has been in receipt of a severance/redundancy 
payment, this will constitute a break in service for the purposes of further redundancy rights. 
 
 
 
 



4. Letter of Appointment 
 
All staff will be issued with a letter of appointment and a statement of the terms and conditions of 
employment, including National Collective Agreements made in terms of the NRPA, in compliance 
with current employment legislation and statutory requirements.  This will include reference to the 
effective date of commencement of employment, the relevant period of continuous service and a 
specific work location for those colleges with more than one campus. 
 
The letter of appointment will also state that lecturing staff’s national conditions may only be changed 
by agreement at the NJNC and that may variation will be notified by NJNC Circular. 
 

5. Class Contact Hours 
 
The level and definition of Class Contact Hours for unpromoted and promoted lecturing staff is set 
out in the November 2017 NJNC Agreement and NJNC Circular 01/18. 
 

6. Annual Leave 
 
Annual leave provisions applicable to both unpromoted and promoted lecturing staff are set out in 
the November 2017 NJNC Agreement and NJNC Circular 01/18. 
 
Leave for full time staff shall accrue as shown in the following table: 
 

Lecturer 

Completed months 
of service 

1 2 3 4 5 6 7 8 9 10 11 12 

Leave entitlement in 
days – Unpromoted 
and Level 1 
Promoted 

5 10 16 21 26 31 36 42 46 52 57 62 

Level 2 Promoted 5 10 15 20 25 30 35 40 45 50 55 60 

Level 3 Promoted 5 9 14 19 23 27 32 37 41 45 50 55 

 
A ‘completed month’ means the period between a date in one month and the immediately preceding 
date in the following month (for example, 15th February to 14th March inclusive). 
 
Staff appointed to a part time post will have their leave accrual determined on a pro rata basis with 
any fractional part of a day being rounded upwards to the nearest half day.  
 
The leave year shall commence on 1st September and leave entitlements shall not normally be 
carried over from one leave year to the next.  A lecturer leaving employment for reasons other than 
dismissal for misconduct shall be granted the balance of accrued holiday entitlement as shown above 
before the date of termination unless, at the requirement of the college or through unavoidable 
circumstances, such leave cannot be granted.  If the balance of leave cannot be taken, the lecturer shall 
receive one day's pay for each full day of unused accrued leave. 
 
Where a lecturer has received more than the accrued entitlement prior to the date of termination of 
employment, one day's pay for each day's leave received in excess of entitlement will be recovered, 
subject to meeting minimum statutory leave entitlements. 
 

7. Salary Conservation 
 
Salary Conservation provisions are set out in the November 2017 NJNC Agreement and NJNC 
Circular 01/18 
 
 
 
 

https://njncscotlandscolleges.ac.uk/about-us/686-njnc-agreement-side-table-lecturing-november-2017/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/692-circular-0118-implementation-of-november-2017-njnc-agreement-150318/file.html
https://njncscotlandscolleges.ac.uk/about-us/686-njnc-agreement-side-table-lecturing-november-2017/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/692-circular-0118-implementation-of-november-2017-njnc-agreement-150318/file.html
https://njncscotlandscolleges.ac.uk/about-us/686-njnc-agreement-side-table-lecturing-november-2017/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/692-circular-0118-implementation-of-november-2017-njnc-agreement-150318/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/692-circular-0118-implementation-of-november-2017-njnc-agreement-150318/file.html


8. Transfer to Permanency 
 
The rules governing transfer to permanence are contained in the November 2017 NJNC Agreement 
and NJNC Circulars 01/18 and NJNC Circular 04/18. 
  

9. Periods of Notice 
 
The minimum period of notice to terminate employment to be given to the college by a member of 
lecturing staff shall be as follows: 
 

• Temporary staff, all groups – 1 week 

• Permanent Unpromoted lecturing staff – 4 weeks 

• Permanent Level 1 Promoted Lecturing staff – 4 weeks 

• Permanent Level 2 Promoted Lecturing staff – 8 weeks 

• Permanent Level 3 Promoted Lecturing staff – 12 weeks 
 
The minimum period of notice to terminate employment to be given by the college to both 
unpromoted and promoted lecturing staff employed on a temporary basis shall be one week. 
 
The minimum period of notice to terminate employment to be given by the college to lecturing staff 
employed on a permanent basis shall be: 
 

• 1 week for each year of continuous service where total service is less than 12 years with a 
minimum notice of 4 weeks 

• 12 weeks where continuous service is 12 years or more. 

 
10. Sickness Allowance 
 
Subject to satisfying conditions set out in local college sickness procedures, entitlement to sickness 
allowance will depend on length of service as follows: 
 

Service at Commencement of 
Absence from Duty 

Full Allowance 
for a period of * 

Half Allowance 
for a period of * 

Less than 1 year 1 month/5 weeks 1 month/5 weeks 

1 year but less than 2 years 2 months/9 weeks 2 months9/weeks 

2 years but less than 3 years 4 months/18 weeks 4 months/18 weeks 

3 years but less than 5 years 5 months/22 weeks 5 months/22 weeks 

5 years or more 6 months/26 weeks 6 months/26 weeks 

 
Note * – colleges may choose to apply sickness allowance in months or weeks according to existing 
arrangements. 
 

11. Acting Appointments 
 
Where a lecturer is formally appointed, on a temporary basis, to carry out the duties of a promoted 
lecturer, they will be paid in accordance with the salary for the appropriate level of post.  The 
appropriate remuneration will be paid from the effective date of the appointment and will revert to 
the substantive salary when the acting appointment ends. 
 
There is no entitlement to the increased salary until the acting appointment has been held for 20 
working days.  Once entitled to receive the increased salary, the lecturer will receive the payment 
backdated to when the appointment began.  In the event that the lecturer is reappointed in an acting 
capacity to the same post following an interval of at least six months, the 20 day waiting period will 
again apply. 
Where an acting appointment has been in place for a continuous period of two years and is 
anticipated to continue, the arrangement should be reviewed and the provisions of Circular 04/18 
applied. 
 

https://njncscotlandscolleges.ac.uk/about-us/686-njnc-agreement-side-table-lecturing-november-2017/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/692-circular-0118-implementation-of-november-2017-njnc-agreement-150318/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/670-njnc-circular-04-18-transfer-to-permanency-221018/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/670-njnc-circular-04-18-transfer-to-permanency-221018/file.html


12. Unpromoted Lecturing Staff Salary Placement and Progression  
 

These arrangements are set out in NJNC Circular 03/18 and NJNC Circular 01/19. 
 

13. Professional Registration/Development 
 

Lecturing staff will require professional registration with the General Teaching Council (Scotland) 
(GTCS) as per the agreement. Circular 03/18.  Professional registration is a mark of teaching 
professionalism and will raise the status and standing of lecturer professionalism in colleges. 
 

The role of qualified, experienced professional lecturing staff is central to teaching and 
learning.  While attainment and retention are impacted by a complex range of personal, 
socioeconomic and cultural factors, a high-quality learning and teaching experience is central to 
raising attainment and learner success. 
 

To this end, and in line with lecturer Professional Update, Professional Standards for Lecturers, 
GTCS Registration and agreed College procedures, lecturers will participate in Staff Development 
Reviews/Professional Review and Development processes, observation of learning, reflective 
practice, and professional learning. 
 

14. Trade Union Duties 
 

The NJNC Trade Union Facilities Time Agreement specifies the amount of time off with pay 
(including remission) provided for trade union representatives carrying out duties associated with 
National Bargaining.  The college shall be responsible for the appropriate teaching cover. 
 

Colleges will establish local agreements to cover the amount of time with pay (including remission) 
that will be provided for trade union representatives carrying out duties associated with local 
bargaining and representation.  The college shall be responsible for the appropriate teaching cover. 
 

15. Pension 
 

The Scottish Public Pensions Agency (SPPA) provides a superannuation scheme for all lecturing 
staff. Any changes to your pension will be communicated to you by the college or the Scottish 
Teachers Pension Scheme (STPS). 
 

16. Staffing Policies  
 

The NJNC will oversee the development of and approval for a suite of National Staffing Policies 
for college staff. 
National Staffing Policies will include, but not be limited to: 
 

• Absence Management 

• Family Friendly Policies (including Maternity, Paternity, Special Leave etc) 

• Discipline and Grievance 

• Flexible Working 

• Professional Development. 
 

Staffing policies approved by the NJNC may be supplemented by other policies and procedures 
agreed locally. 
 
In the event of any conflict between any local Staffing Policy at any college and any NJNC Circular, 
then any provision of the NJNC Circular shall take precedence. 
 
 
 

 

 

https://njncscotlandscolleges.ac.uk/njnc/communications/654-njnc-circular-0318-unpromoted-lecturing-staff-salary-placement-and-progression-280618/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/693-njnc-circular-0119-salary-placement-and-progression/file.html
https://njncscotlandscolleges.ac.uk/njnc/communications/654-njnc-circular-0318-unpromoted-lecturing-staff-salary-placement-and-progression-280618/file.html
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HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: Investors In People Report 

Author: Kimra Donnelly, Director of HR 
& OD 

Contributor(s): Susan Webster, HR 
Manager OD 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☐ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose:  To provide the Committee with the latest Investors In People (IIP) report 
and an update on identified actions. 

Linked to Strategic Goal: 

2. Develop the skills, talents and potential of all of the people who come to 
college either to learn or to work. 

Linked to Annual Priority: 

7. Promote talent management, innovative learning and teaching and 
excellence in leadership and business management through the development of 
a new and integrated approach to organisational development. 

Executive Summary:  
IIP has assessed North East Scotland College as fully meeting the requirements of 
the IIP Standard at the Gold Level and has achieved the Health and Wellbeing 
Award.  A copy of the assessment report received from IIP is attached as 
Appendix 1 to this paper. 
 
Representatives from IIP visited a cross section of staff, including a Board Member, 
lecturing and support staff and managers.  The meetings took place with staff 
from all three campuses.   
 
The IIP assessors stated in the report that the College’s recent structural changes 
were spoken about positively, and whilst they agree there is now a need to make 
time for further consolidation, the assessors were really impressed by the 
commitment and enthusiasm of the College’s staff.  They came across may 
examples of how the staff collaborate and innovate for the good of the local 
community and students. 
 



The report also identifies how we can improve further and a summary of these 
development suggestions is attached as Appendix 2 to this paper. 
 
Recommendation:  
It is recommended that the Committee note the contents of the paper. 

Previous Committee Recommendation/Approval (if applicable): 
None 
 
Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence: 
This report is for information only. 
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1. Introduction		
	
Background	
	
North	East	Scotland	College	(NESCol)	was	formed	in	November	2013	following	a	merger	of	Aberdeen	College	and	
Banff	and	Buchan	College.		Both	previous	Colleges	were	recognised	against	the	IIP	Standard	and	in	2015	achieved	
the	new	6th	Generation	IIP	Framework	at	the	Silver	level.	The	detail	of	this	is	summarised	in	this	Heatmap:	

	
	

	
	

	
	
Your	Values	shape	your	work	and	influence	behaviours	through:		
	

• Commitment	and	Excellence	
• Empowerment	and	Engagement	
• Respect	and	Diversity	

	
Your	 values	 and	 overarching	 strategy	 are	 delivered	 through	 a	 number	 of	 annual	 priorities.	 These	 priorities	 are	
grouped	into	a	number	of	areas,	one	of	which	is	Developing	People.	The	Developing	People	Priorities	for	2018/19	
are	as	follows:	
		
1. Implement	through	dynamic	intervention	the	revised	approach	to	the	delivery	of	Student	Support	Services	and	

the	new	curriculum	management	 structure,	 including	appropriate	 staff	 training	and	development	 to	 support	
new	roles	and	responsibilities.		

	
2. Deliver	 and	 cascade	 a	 whole	 College	 approach	 to	 leadership	 training	 based	 on	 College	 vision	 and	 values,	

strategic	priorities	and	required	skills	and	knowledge.	
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3. Deliver	a	range	of	employee	engagement	activities	based	on	the	promotion	of	vision	and	values	and	behaviours	
in	support	of	a	positive	culture,	strong	working	relationships	and	an	excellent	working	environment.	 	

	
4. Create	and	implement	a	whole	College	equalities	theme	of	“Respect”,	for	staff	and	students	delivered	through	

both	curriculum	and	student	support	activities	and	designed	in	partnership	with	the	Students’	Association.		
	
5. Develop	a	systematic	approach	to	a	“mentally	healthy	college”	and	deliver	activities	to	promote	wellbeing	and	

good	mental	health	for	staff	and	students. 
	
Context,	Methodology	and	feedback	from	earlier	stages	
	
Throughout	your	2015	assessment	and	subsequent	action	planning	discussions	you	 indicated	that	you	aspired	to	
achieve	 IIP	 Gold	 and	 also	 Indicators	 1	 (Leading	 and	 inspiring	 people)	 and	 2	 (Living	 the	 organisation’s	 value	 and	
behaviours)	at	the	High	Performing	level	as	identified	below:	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
In	order	to	progress	and	achieve	your	ambition	we	undertook	a	rolling	assessment	in	four	phases:	
	
Phase	1:	Was	undertaken	between	September	and	November	2016.		Whilst	this	activity	did	not	lead	to	any	change	
in	award	status	it	concluded	that	you	were	moving	closer	to	your	desire	to	achieve	IIP	Gold	and	also	Indicators	1	
(Leading	and	inspiring	people)	and	2	(Living	the	organisation’s	value	and	behaviours)	at	the	High	Performing	level.	
	
Survey	 results	 indicates	 that	 peoples’	 agreement	with	 the	 various	 statements	 had	 risen	 in	 positivity	 against	 the	
previous	survey,	and	whilst	you	remained	‘behind’	other	organisations	in	the	education	sector	you	appeared	to	be	
‘closing	the	gap.’		
	
Onsite	activity	reflected	the	results	of	the	survey	and	showed	people	felt	engaged	and	had	a	greater	optimism	than	
in	2015.		The	general	atmosphere	was	upbeat,	welcoming	and	confident,	with	people	seeming	more	positive	and	
relaxed.	
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Phase	2:	Was	a	further	IIP	40	on-line	assessment	completed	in	September	2017.		The	result	indicated	an	overall	dip	
in	feedback	and	saw	you	return	to	levels	similar	to	2015.		The	detailed	of	this	is	provided	below:	

	
	
Further	analysis	of	the	on-line	survey	information	identified	feedback	from	Teaching	Staff	to	be	lower	than	Support	
Staff,	with	some	particularly	mixed	results	with	regard	to	trust	and	empowerment	(IIP	Indicators	1	and	3).		
	
Phase	3:		Took	place	on	27th	and	28th	February	2018	and	consisted	of	Focus	Groups	with	Teaching	Staff	to	explore	
the	feedback	from	the	recent	survey.		The	results	of	this	were	discussed	and	shared	by	way	of	a	.ppt	presentation	
as	summarised	here:	
	
Trust	in	Leadership	

Ø Aberdeen	said	timing	was	not	good	
Ø Who	are	regarded	as	leaders	and	managers	was	mixed		
Ø Comments	suggest	most	trust	immediate	colleague/manager	but	don’t	know	enough	above	next	level	
Ø Questions	about	“all	the	work	we	did	on	value-	what	has	happened	to	it”		
Ø Some	real	lack	of	trust	exists	–	due	to	perceived	lack	of	progress	

	
Engagement	and	Empowerment	

Ø Poor	communication	
Ø Lack	of	time	
Ø Disconnect	between	‘us	and	them’	
Ø Lack	or	appreciation	
Ø New	recruits	find	it	tough.	
Ø Positives	

	 	 College	Conversations	
	 	 Strategy	Day	
	 	 iCon	
	 	 Faculty	visits	by	Liz	
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Phase	 4:	 This	was	 planned	 for	November	 2018	but	 due	 to	 operational	 changes	 postponed	 till	 April	 2019.	Given	
these	operational	changes	and	your	recent	restructure	you	realigned	your	thinking	with	regard	to	the	likely	level	of	
achievement	against	the	IIP	Framework	as	detailed	in	this	Heatmap:		

	
	

	
	
	
	
In	this	phase	 I	worked	with	a	colleague,	Ruth	Oulton	and	we	visited	all	 three	of	your	sites	on	23rd	and	24th	April	
meeting	a	cross	section	of	your	staff.	To	enable	this	final	phase	of	activity	to	dictate	the	final	outcome	we	met	with	
a	minimum	of	6%	of	your	staff	–	this	being	the	requirement	as	no	on-line	survey	was	conducted	within	the	last	12	
months.	The	detailed	of	this	is	provided	here:		
	
Role	 Total	number	

employed	in	
role	

Required	2%	
to	meet	in	
phase	4	is	

Met	in	phase	
1	

Met	in	phase	
3	

Being	met		in	
phase	4		

Board	of	Management	 18	 1	 1	 0	 1	
Senior	Management	Team	 5	 1	 1	 1	 2	
Support	 Staff	 who	 line	
manage	others	

52	 3	 1	 	 3	

Other	Support	Staff	 208	 12	 6	 0	 14	
Teaching	 Staff	 who	 line	
manage	others	

48	 3	 2	 6	 4	

Other	Teaching	Staff	 280	 17	 6	 24	 18	
Agency	Staff	 79	 4	 3	 0	 3	
TOTALS	 672	 41	 19	 31	 44	

	
You	 asked	 that	 we	 provide	 IIP	 and	 HWB	 feedback	 linked	 to	 your	 key	 drivers	 of	 Consolidate	 (following	 recent	
structural	changes)	Collaborate	and	Innovate	as	well	as	gather	views,	thoughts	and	opinions	with	regard	to	the	new	
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whole	 College	 Performance	Management	 System	 “iCon”	 –	 as	 introduced	 in	 February	 2018.	 To	 achieve	 this	 we	
specifically	focused	on:	
	
Leading	 &	 Inspiring	 People	 /	 Structuring	Work	 –	 to	 what	 extent	 are	managers	 leading	 in	 order	 to	 embed	 the	
changes	 we	 have	 gone	 through?	 Are	 staff	 clear	 about	 what	 their	 roles	 and	 responsibilities	 are	 under	 the	 new	
structure?	
	
Living	the	Organisation	values	–	to	what	extent	are	staff	committed	to	the	vision	we	are	trying	to	achieve?	
	
Empowering	&	Motivating	People	/	Managing	Performance	/	Recognising	&	Rewarding	Performance	–	to	what	
extent	has	 iCon	and	 training	 that	has	been	provided	 to	date	empowered	and	motivated	staff	 to	undertake	 their	
roles?	–	How	well	is	iCon	now	embedded?	How	effective	do	both	leaders	and	staff	feel	the	system	is?	
	
Continuous	Improvement/Building	Capacity	and	Sustainability	–how	well	do	leaders	feel	prepared	for	their	roles?	
How	effective	staff	feel	the	workshops	provided	earlier	this	year	and	associated	follow	on	information	has	been.		
	
Health	 and	Wellbeing	 –	 the	 extent	 to	which	 staff	 believe	 the	College	has	 a	 systematic	 approach	 to	 a	 “mentally	
healthy	college”	and	deliver	activities	to	promote	wellbeing	and	good	mental	health	for	staff	and	students.	
	
We	 provided	 initial	 feedback	 to	 Susan	 and	 Kimra	 at	 the	 end	 of	 our	 on-site	 activity	 on	 25th	 April	 and	 we	
congratulated	you	on	 the	progress	made	and	 the	positive	atmosphere	we	encountered	across	all	 sites	and	 from	
almost	everyone	we	met.	We	agreed	to	provide:	
	

• A	summary	of	findings	from	this	final	phase	of	assessment	activity	–	this	 is	done	in	Section	2:	Final	Stage	
Summary	Findings.		

• Consolidated	 conclusion	 and	 development	 suggestions	 against	 each	 of	 the	 IIP/HWB	 Indicators	 –	 this	 is	
achieved	in	Appendix	1.	

	
2. Final	Stage	Summary	Findings		
	
We	 congratulate	 you	 on	 the	 progress	 you	 have	 made	 since	 your	 last	 IIP	 assessment	 in	 2015.	We	 enjoyed	 our	
discussions	 with	 your	 staff	 and	 observed	 people	 to	 have	 more	 energy	 and	 positivity	 than	 in	 2015;	 this	 is	
significantly	different	to	when	we	held	focus	group	discussions	in	2017.	
	
Your	recent	structural	changes	were	spoken	about	positively	and	whilst	we	agree	there	is	now	a	need	to	make	time	
for	 further	 consolidation	we	were	 really	 impressed	by	 the	 commitment	 and	enthusiasm	of	 your	 staff.	We	 came	
across	many	 examples	 of	 how	you	 collaborate	 and	 innovate	 for	 the	 good	of	 the	 local	 community	 and	 students.	
Your	people	told	us:	
	
“We	all	work	to	ensure	students	get	the	best	possible	experience	and	opportunities	throughout	every	aspect	of	their	

time	at	NESCol.”	
	

“Our	teams	are	much	more	cohesive	now,	we	are	a	good	team.”	
	

“The	change	to	how	the	College	supports	students	means	I	feel	my	role	is	closer	to	students	than	it	was	before.”	
	

“The	fact	that	we	have	a	smaller	team	at	the	top	means	we	know	who	the	key	people	are	better.		It	is	like	the	tree	
has	been	properly	pruned:	in	better	shape	and	we	can	now	see	directly	to	the	top.”	

	
“The	changed	structure	is	much	clearer	and	much	better	for	succession	planning.”		
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“I	think	the	new	structure	has	worked	really	well,	it’s	really	helping	us.”	
	

“Restructure	gives	us	a	chance	to	do	more	with	local	groups	–	the	people	in	these	groups	then	often	come	back	to	
us	as	students.”	

	
“Consolidate,	collaborate	and	innovate	are	themes	for	2019	–	they	come	from	the	strategic	plan.”	

	
As	previously	stated	you	asked	us	to	look	at	five	specific	areas	in	this	phase	of	our	activity	and	you	also	identified	
some	questions	for	us	to	answer.	We	now	provide	feedback	directly	linked	to	these:	
	
1.	 Leading	&	 Inspiring	People	/	Structuring	Work	 -	 to	what	extent	are	managers	 leading	 in	order	 to	embed	 the	
changes	 we	 have	 gone	 through?	 Are	 staff	 clear	 about	 what	 their	 roles	 and	 responsibilities	 are	 under	 the	 new	
structure?	

	
Almost	 everyone	 we	 spoke	 with	 was	 positive	 about	 the	 restructure	 and	 said	 senior	 managers	 are	 leading	 to	
support	the	change.	People	particularly	liked:	
	
• Having	CM’s	as	line	managers	
• More	support	staff	being	located	in	Altens	
• The	acceptance	that	whilst	all	sites	are	part	of	the	one	College	they	are	 ‘different’	and	differences	should	be	

accepted	and	celebrated	
• The	fact	that	the	new	structure	has	resulted	in	clearer	communication	and	a	stronger	team	approach	
	
The	vast	majority	of	people	we	met	said	they	were	clear	about	their	role	and	responsibilities.	This	said	we	received	
varying	accounts	of	the	changes	with	regard	to	‘guidance	and	student	support’	roles	and	the	remit	of	Academic	
Tutors.	As	a	result	we	suggest	that	this	needs	further	clarification	and	for	some	people	further	development	and	
training	 support.	 	 We	 hope	 the	 following	 quotes	 help	 you	 understand	 and	 appreciate	 the	 current	 diversity	 of	
thoughts	and	opinions:	
	
“I	don’t	like	being	in	charge	of	stopping	bursaries.	It	takes	up	a	lot	of	time.	We	are	just	acting	as	middle	men	for	

Student	Services.”	
	

“It	muddles	the	role	between	tutor	and	student.	I’ve	had	people	glaring	at	me	in	class	because	they	think	I’ve	
stopped	their	bursary.”	

	
“I	like	the	fact	that	we	now	have	more	authority	and	the	ability	to	influence	student	bursary	payments.	In	the	past	a	

number	of	Students	haven’t	been	accountable	or	responsible	for	their	own	actions.”	
	

“I’m	not	really	clear	what	we	are	supposed	to	be	doing	and	not	doing.	Mental	health	is	a	big	issue	and	students	
need	help	we	can’t	provide.”	

	
“We	are	expected	to	monitor	their	attendance,	but	all	the	tutors	do	it	differently.”	

	
“Depending	on	the	tutor,	the	student	gets	a	different	experience.”	

	
“Academic	Tutors	are	now	the	starting	point	for	‘guidance	support’	but	as	part-time	students	don’t	have	them	I	am	

not	sure	what	happens	for	them.”	
	

Given	that	many	iCon	discussions	with	teaching	staff	will	be	taking	place	of	the	next	couple	of	months	we	urge	
you	to	provide	further	clarification	on	this	and	encourage	all	line	managers	to	use	this	1:1	opportunity	to	identify	
the	extent	to	which	further	development	support	is	needed.		
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2.	Living	the	Organisation	values	–	to	what	extent	are	staff	committed	to	the	vision	we	are	trying	to	achieve?	
	

The	short	answer	here	is	100%.	We	wish	to	congratulate	you	on	the	way	College	values	are	part	of	your	culture	and	
at	the	heart	of	everything	you	do.	Comments	made	by	people	we	met	included:	 	
	

“There	is	no	way	of	showing	you	our	values,	you	just	feel	it.”	
	

“The	values	are	just	part	of	the	way	we	do	things.”	
	

“	I	can’t	tell	you	exactly	what	they	are	but	it	is	all	about	the	best	for	the	student	and	the	local	area.”	
	
3.	Empowering	&	Motivating	People	/	Managing	Performance	/	Recognising	&	Rewarding	High	Performance	–	to	
what	extent	has	 iCon	and	training	 that	has	been	provided	to	date	empowered	and	motivated	staff	 to	undertake	
their	roles?		How	well	is	iCon	now	embedded?	How	effective	do	both	leaders	and	staff	feel	the	system	is?	
	
We	 believe	 your	 recently	 introduced	 iCon	 is	 a	 good	 system	 and	 has	 great	 potential	 but	 as	 yet	 this	 is	 not	 fully	
utilised.	We	say	this	because	whilst	some	people	are	using	it	to	good	effect	for	many	the	process	is	not	embedded	
and	for	some	it	hasn’t	even	started.	Your	people	told	us:	
	

“iCon	is	better	–	it’s	all	about	the	conversation.”	
	

“I	had	an	iCon	with	my	old	line	manager	almost	a	year	ago	but	nothing	since.”	
	

“I	have	regular	conversations	with	my	team.	iCon	is	just	the	formal	recording	of	the	discussions	we	have	on	a	
regular	basis.”	

	
“I	really	like	the	fact	that	iCon	gives	me	a	chance	to	ask	my	line	manager	for	a	meeting	rather	than	it	always	coming	

from	them.”	
	

As	iCon	becomes	more	accepted	and	embedded	we	would	encourage	you	to:	
	
• Evaluate	the	effectiveness	and	provide	more	training	for	those	less	effective	in	its	use	
• Consider	how	to	link	it	to	recognition	and	celebration	of	high	performance	–	IIP	Indicator	5	is	the	framework	

to	use	for	this	
	

4.	 Continuous	 Improvement/Building	 Capacity	 and	 Sustainability	 -	 how	well	 do	 leaders	 feel	 prepared	 for	 their	
roles?	How	effective	staff	feel	the	workshops	provided	earlier	this	year	and	associated	follow	on	information	has	
been.		
	
Recently	 delivered	 ‘leadership	 training’	 was	 spoken	 of	 positively	 by	 everyone	 who	 attended	 and	 your	 people	
believe	you	are	serious	about	supporting	 their	development.	The	quotes	below	reflect	what	 the	vast	majority	of	
people	told	us:			
	
“The	College	is	highly	supportive	of	L&D.	We	have	lots	of	opportunities	to	learn.	The	only	issue	is	making	time	to	do	

it.”	
	

“The	leadership	training	was	great.	I	learnt	a	great	deal	from	it	and	whilst	I	do	feel	much	better	able	to	cope	with	
managing	people	than	I	did	I	still	have	a	lot	to	learn.”	

	
“The	training	was	good.	I	particularly	liked	the	‘role	play’	and	chance	to	discuss	with	colleagues	how	to	tackle	issues	

etc.”	
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We	 suggest	 you	 need	 to	 build	 further	 on	 the	 ‘leadership	 training’	 delivered	 so	 far	 and	 that	 you	 consider	
group/action	learning	for	this;	possibly	also	supported	through	a	coaching/mentoring	programme.	 	We	suggest	
this	approach	as	it	will	encourage	people	to	take	responsibility	for	their	own	learning	and	could	also	be	used	to:	
	
• Enhance	a	culture	of	continuous	 learning	where	 leaders	 look	to	the	future	to	 identify	capabilities	 for	success		

(IIP	Indicator	7	High	Performing	criteria).	
	
• Provide	 a	 safe	 environment	 for	 people	 to	 learn	 together	 and	 challenge	 behaviours	 not	 in	 line	 with	 College	

values	(IIP	Indicator	2	High	Performing	criteria).	
	
5.	Health	and	Wellbeing	–	the	extent	to	which	staff	believe	the	College	has	a	systematic	approach	to	a	“mentally	
healthy	college”	and	deliver	activities	to	promote	wellbeing	and	good	mental	health	for	staff	and	students.	
	
Your	 staff	 believe	 you	 are	 serious	 about	 the	 mental	 health	 of	 students	 and	 desire	 to	 have	 a	 mentally	 healthy	
college.	This	is	summed	up	in	the	words	of	the	people	we	met:			
	
“They	are	really	good	at	wellbeing.	The	Wellbeing	Days	are	phenomenal.	Lots	of	choice	of	things	to	do.	It’s	great	to	

get	to	know	your	colleagues	better.”	
	

“We	are	a	very	social	bunch	here.	Lots	of	things	happening	outside	of	work	that	are	really	well	attended.”	
	

“We	have	done	mental	health	awareness	training	as	part	of	the	health	day.”	
	

“We	all	know	mental	health	is	important	and	that	young	people	can	have	it	tough	and	that	we	need	to	watch	out	
for	them.		It	is	the	same	with	us	staff.”		

	
“We	get	loads	of	opportunities	and	encouragement	to	take	up	new	activities.		College	courses	are	free	to	us.”	

	
This	 said	we	 believe	 there	 are	 opportunities	 for	 further	 development	 and	 several	 staff	made	 suggestions	 to	 us.	
These	included:	
	
“It	would	be	good	if	we	could	have	some	more	activities	year	round.	The	Development	Day	is	good	but	only	once	a	

year.		Maybe	some	team	challenges	would	help	keep	the	momentum.”	
	

“What’s	happening	with	OH	isn’t	clear.	We	know	it	is	changing	but	we	don’t	really	understand	how	or	indeed	how	
we	will	access	it.”	

	
“I	think	we	need	to	improve	class	cover:	“It’s	detrimental	to	teachers	and	to	students	if	you	don’t	have	subject	

knowledge,	it	can	be	very	stressful.”	
	
It	is	our	opinion	that	whilst	you	do	indeed	have	lots	of	policy	and	practice	in	place	and	that	participation	levels	
are	high	you	would	benefit	from	having	a	more	systematic/defined	approach	and	we	encourage	you	to	set	clear	
targets	for	your	activities	and	measure	the	return	on	your	investment.	

	
3. Outcome	
	
Having	carried	out	this	assessment	in	accordance	with	the	guidelines	provided	we	are	satisfied	that	you	fully	meet	
the	requirements	of	the	Investors	in	People	Standard	at	the	GOLD	level	and	the	Health	and	Wellbeing	Award.	
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A	summary	of	the	Indicators	met	is	provided	through	the	Heatmaps	below.	 	The	full	details	of	the	Indicators	and	
Themes	met	are	provided	in	the	Appendix	at	the	end	of	this	report.		

	
Updated	Heatmap	for	where	you	are	now	April	2019:	Meeting	the	Framework	at	GOLD:	
	

	

	
	
	

4. Summary	Recommendations	
	
We	believe	we	have	provided	a	number	of	suggestions	both	in	the	above	text	and	in	the	Appendix	of	this	report	
with	regard	to	developing	current	practice.	For	ease	of	reference	these	are	now	summarised	below:		
	
• Provide	further	clarity	with	regard	to	‘guidance	and	student	support’	roles	and	the	remit	of	Academic	Tutors.		
	
• Consider	further	development	needs	post	restructure.	Specifically	looking	at	the	roles	of	Curriculum	Managers	

and	Academic	Tutors.	
	
• As	iCon	becomes	more	accepted	and	embedded	we	would	encourage	you	to:	
	

• Evaluate	the	effectiveness	and	provide	more	training	for	those	less	effective	in	its	use.	
• Consider	how	to	link	it	to	recognition	and	celebration	of	high	performance.		
• Ensuing	 a	 culture	 where	 you	 encourage	 people	 to	 set	 stretching	 targets	 and	 for	 those	 who	 desire	 it,	

mapped	this	against	career	development	plans.	
• Ensuring	line	managers	support	high	performance	as	well	as	manage	under	performance.	
• Gather	 performance	 and	 behaviours	 data	 and	 use	 to	 ensure	 consistency	 and	 improvement	 across	 the	

College.		
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• Build	further	on	the	‘leadership	training’	delivered	so	far	and	consider	group/action	learning	for	this;	possibly	
also	supported	through	a	coaching/mentoring	programme.		

	
• Introduce	‘problem	solving	discussions’	as	this	would	result	in	people	taking	direct	responsibility	rather	than	

cascading	issues	or	‘passing	the	buck!”		
	
• We	suggest	you	monitor	activity	levels	and	ensure	‘time’	isn’t	a	barrier	to	success.		
	
• Involve	 people	 in	 designing	 a	 College	 approach/strategy	 to	 recognition	 and	 reward.	 This	would	 result	 in	 an	

enhanced	understanding	and	increase	staff	confidence	and	belief	in	consistency;	motivating	people	to	perform	
at	their	best.	

	
• Ensure	your	 streamlines	 structure	 is	used	 to	ensure	 innovation	 ideas	are	acted	on	quickly	and	opportunities	

taken.	
	
• Continue	with	your	Digital	Futures	project	and	ensure	everyone	has	the	skills	required	for	future	change.	
	
• We	suggest	a	more	formal	approach	to	succession	planning	within	all	departments	and	levels.		
	
• We	encourage	you	to	set	clear	targets	for	your	all	HWB	activities	and	measure	the	return	on	your	investment	
	
5.	Next	Steps		
	
We	have	already	agreed	 that	Ruth	will	 speak	 to	 you	 in	a	 few	weeks	and	 set	 a	date	 to	meet	again	and	 start	 the	
process	of	action	planning	for	further	improvement	and	agreeing	a	forward	strategy	for	IIP	from	now	to	2022.		
	
The	new	6th	Generation	of	IIP	requires	formal	activity	on	an	annual	basis	and	so	future	diary	dates	are	November	
2019,	2020	and	2021.	I	suggest	we	discuss	this	further	when	we	next	meet.	
	
As	a	final	point	we	would	like	to	pass	our	thanks	to	everyone	we	met;	your	assistance	in	planning	this	activity	was	a	
great	help	and	your	people	were	open	and	informative.		
	
Hilary	Crick	and	Ruth	Oulton	
Investors	in	People	Specialists	
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Appendix	1:	
Consolidated	Conclusions	and	Development	Suggestions	against	the	indicators	of	the	IIP	
Framework		
	
Indicator	1:		Leading	and	Inspiring	People		-	Met	at	Advanced	as	detailed	here:	
	
Leaders	 make	 the	 organisation's	 objectives	 clear.	 They	 inspire	 and	 motivate	 people	 to	 deliver	 against	 these	
objectives	and	are	trusted	by	people	in	the	organisation.	
	
Themes	
	

Developed	
In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	
improving	

Creating	
transparency	and	
trust	

Leaders	provide	
clarity	around	the	
organisation's	
purpose,	vision	
and	objectives	

There	is	clear	and	
regular	two-way	
communication	
between	leaders	and	
people	at	all	levels	

Leaders	ensure	that	
there	is	a	consistent	
level	of	trust	at	all	levels	
of	the	organisation	

Leaders	are	active	role	
models,	leading	by	example	
and	trusted	by	people	in	the	
organisation	

Motivating	people	
to	deliver	the	
organisation’s	
objectives	

People	understand	
the	organisation’s	
objectives	

Line	managers	
support	people	to	
deliver	the	
organisation’s	
objectives	

Leaders	are	passionate	
about	delivering	the	
organisation’s	
objectives	and	
motivating	people	to	
deliver	against	them	

Leaders	motivate	and	inspire	
people	to	achieve	results	
above	and	beyond	what	is	
expected	of	them	

Developing	
leadership	
capability	

Line	managers	
know	what	is	
expected	of	them	
to	lead,	manage	
and	develop	their	
people	effectively	

People	know	what	to	
expect	from	their	
line	manager	and	
provide	feedback	on	
how	they	are	
managed	and	
developed	

People	have	confidence	
in	the	leadership	and	
management	
capabilities	within	the	
organisation	

Future	leadership	capabilities	
are	defined	in	line	with	the	
organisation’s	values	and	
leaders	meet	these	challenges	

	
We	 congratulate	 you	 on	 your	 achievements	 against	 this	 part	 of	 the	 IIP	 Standard.	 Your	 people	 clearly	 have	
confidence	in	the	leadership	of	the	College	and	regard	your	new	slimmer	structure	as	more	effective.	We	were	told	
that	 communication	 has	 improved	 in	 recent	 times	 and	 your	 people	 believe	 your	 new	 slimmer	 structure	makes	
people	more	accountable.		
	
Everyone	at	the	College	is	passionate	about	delivering	the	best	they	can	for	Students	and	the	way	this	is	presented	
to	people	motivates	and	inspires	them	to	give	of	their	best	to	achieve.	
	
Development	Suggestions:	
	
Whilst	‘Liz’s	conversations’	were	sited	by	many	people	as	highly	effective	and	motivational	many	people	would	like	
to	see	these	taking	place	more	frequently.	We	suggest	that	other	senior	managers	become	involved	in	these	as	this	
would	lift	their	profile	across	the	College	and	further	demonstrate	commitment	and	motivation.	
	
Your	recently	delivered	induction	processes	and	leadership	training	is	testimony	to	you	defining	future	leadership	
requirements	and	expectation	but	we	suggest	you	build	on	this	and	consider	 introducing	an	explicit	competency	
framework	for	managers	and	leaders.	
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Indicator	2:	Living	the	organisation’s	values	and	behaviours	-	Met	at	Advanced	as	detailed	here:	
	
People	and	 leaders	 act	 in	 line	with	 the	organisation’s	 values	at	 all	 times.	 They	have	 the	 courage	and	 support	 to	
challenge	inconsistent	behaviours.	
	
Themes	 Developed	

In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	
improving	

Operating	in	line	
with	the	values	

Leaders	clearly	
communicate	the	
organisation's	core	
values	and	how	
they	should	be	
applied	

People	are	led,	
managed	and	
developed	in	line	
with	the	
organisation’s	
values	

Leaders	consciously	
consider	and	act	in	line	
with	the	organisation’s	
values	when	making	
decisions	

The	organisation’s	values	
are	at	the	heart	of	
everything	it	does.	They	
shape	the	way	it	operates	at	
every	level	

Adopting	the	
values	

People	know	and	
understand	what	
the	organisation's	
values	are	
	

People	are	
personally	
motivated	to	
behave	in	line	with	
the	organisation’s	
values	

People	do	the	right	
thing	in	accordance	
with	the	values,	not	
necessarily	the	easiest	
or	most	convenient	
thing	

People	make	decisions	
based	on	values	rather	than	
self	interest	

Living	the	values	 People	understand	
how	to	behave	in	
line	with	the	
organisation’s	
values	

People	are	
encouraged	to	
demonstrate	the	
organisation’s	
values	in	the	way	
they	behave	

Leaders	create	a	culture	
of	openness	and	trust	
where	people	
consistently	behave	in	
line	with	the	
organisation’s	values	

People	feel	comfortable	
challenging	behaviours	that	
are	not	in	line	with	the	
organisation’s	values	and	
people	are	held	to	account	

	
As	stated	earlier	 in	this	report	College	values	are	part	of	your	culture	and	at	the	heart	of	everything	you	do.	We	
believe	the	way	you	approached	the	recent	restructure	 is	testimony	to	this	and	certainly	people	confirmed	to	us	
that	they	were	consulted,	fully	informed,	communicated	with	throughout	and	supported	at	all	stages.	
	
Development	Suggestions:	
	
Whilst	people	told	us	they	are	“OK	with	challenging	behaviours	not	in	line	with	College	values”	and	that	“iCon	is	a	
good	 vehicle	 and	 has	 created	 a	 further	 opportunity	 for	 openness	 and	 trust”	 we	 suggest	 this	 is	 not	 the	 case	 for	
everyone	 and	 that	 the	 College	 as	 a	 whole	 would	 benefit	 from	more	 people	 being	 ‘held	 to	 account.’	 A	 way	 to	
achieve	this	could	be	through	the	introduction	of	formal	‘problem	solving	discussions’	as	this	would	result	in	people	
taking	direct	responsibility	rather	than	cascading	issues	or	‘passing	the	buck.”	We	suggest	you	start	the	processes	
with	 specific	 work	 topics,	 for	 both	 teaching	 and	 support	 staff	 and	 that	 this	 be	 expanded	 to	 cover	 people	
management	 topics	 as	 staff	 become	 more	 comfortable	 with	 the	 concept.	 You	 could	 also	 link	 this	 with	 our	
suggestion	 for	 action	 learning	 as	 a	 follow	 on	 from	 your	 leadership	 training.	We	 suggest	 this	 as	we	 see	 benefits	
extending	to	IIP	Indicator	3	as	well	as	7,8	and	9.			 	
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Indicator	3:		Empowering	and	involving	people	-	Met	at	Advanced	as	detailed	here:	
	
There	is	a	culture	of	trust	and	ownership	in	the	organisation	where	people	feel	empowered	to	make	decisions	and	
act	on	them.	
	
Themes	 Developed	

In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	improving	

Empowering	
people	

People	have	access	to	
the	knowledge	and	
information	they	need	
to	do	their	job	well	

People	feel	
empowered	to	
identify	ways	to	
improve	how	
they	do	their	job	

People	are	
encouraged	to	take	
the	lead	and	have	
the	opportunity	to	
develop	their	
leadership	skills	

People	use	their	initiative	to	lead	
and	take	ownership	over	
delivering	the	organisation’s	
objectives	

Participating	
and	
collaborating	

People	or	their	
representatives	are	
consulted	about	
decisions	which	have	
an	impact	on	them	

People	are	
involved	in	
decisions	that	
have	an	impact	
on	them	and	feel	
their	
contribution	
makes	a	
difference	

People	consistently	
participate	in	
decisions	and	feel	
their	contribution	
makes	a	difference	

Participation,	collaboration	and	
teamwork	are	at	the	heart	of	the	
organisation’s	approach	to	
decision-making	
	

Making	
decisions	

Leaders	trust	and	
support	people	to	make	
decisions	in	line	with	
their	level	of	
responsibility	

Leaders	involve	
people	when	
establishing	their	
level	of	decision-
making	in	line	
with	their	role	

Leaders	are	open	
and	transparent	
about	sharing	
information	which	
enables	people	to	
make	and	act	on	
decisions	themselves	

People	are	empowered	to	
challenge	the	status	quo	to	
improve	the	organisation's	
performance		

	
As	already	stated	openness	and	trust	exists	 throughout	the	College	and	many	people	commented	that	your	new	
slimmer	structure	makes	you	more	transparent	and	accountable.		
	
Development	Suggestions:	
	
The	benefit	of	high	performance	against	this	IIP	Indicator	would	be	particularly	beneficial	to	the	College	as	it	would	
support	your	new	slimmer	structure	by	enabling	everyone	to	make	decisions.	Our	earlier	suggestion	for	‘problem	
solving	discussions’	will	 encourage	participation	and	collaboration	and	given	your	operational	 culture	and	values	
empowering	people	to	challenge	the	status	quo	should	then	result.		
	
Many	of	the	people	met	make	a	direct	link	between	empowerment,	decision-making	and	career	progression	and	so	
we	would	encourage	you	to	be	mindful	of	this	and	ensure	line	managers	address	these	issues	through	discussions	
with	 staff	which	 are	 then	 recoded	 in	 iCon.	We	 say	 this	 because	 the	 ‘removal’	 of	 senior	 lecturer	 posts	means	 a	
number	of	teaching	staff	regard	there	to	be	“no	opportunities	for	career	development.”	Whilst	we	appreciate	you	
cannot	move	everyone	into	promoted	posts	we	believe	you	do	need	to	consider	wider	role	development	and	work	
with	the	people	who	want	further	development	to	create	career	planning.	
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Indicator	4:		Managing	performance	-	Met	at	Established	as	detailed	here:	
	
Objectives	within	the	organisation	are	fully	aligned,	performance	is	measured	and	feedback	is	used.	
	
Themes	 Developed	

In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	outcomes	

High	Performing	
Embedded	and	always	
improving	

Setting	
objectives	

People	know	what	is	
expected	of	them	
and	understand	how	
their	individual	
objectives	affect	the	
organisation's	
objectives	

Leaders	involve	
people	in	setting	
clear	and	achievable	
objectives.	People	
are	regularly	
reviewed	against	
these	objectives	

Stretching	individual	and	
team	objectives	are	aligned	
to	the	organisation's	
objectives	and	performance	
measures.	People	take	
responsibility	for	monitoring	
their	own	performance	

People	take	the	lead	in	
setting	stretching	objectives	
that	support	and	respond	to	
the	organisation's	goals	and	
plans	for	change		
	
	

Encouraging	
high	
performance	

Line	managers	invest	
time	in	managing	
performance	and	
ensure	people	
understand	the	
performance	process	

Line	managers	have	
open	and	honest	
conversations	with	
people	about	their	
performance	

Line	managers	are	highly	
effective	and	consistent	at	
supporting	high	
performance	and	addressing	
underperformance	through	
effective,	constructive	and	
open	dialogue	

People	are	expected	and	
actively	supported	to	strive	
for	high	performance	at	all	
times	
	

Measuring	
and	assessing	
performance	

Peoples’	
performance	is	
regularly	measured	
and	assessed	against	
objectives.	People	
receive	feedback	on	
their	performance	

Peoples’	behaviours	
are	assessed	against	
the	organisation’s	
values	

Performance	data	and	
evidence	of	behaviours	are	
captured	and	used	
effectively	to	improve	the	
performance	of	people	and	
the	organisation		
	

Giving	and	seeking	timely	
feedback	on	an	informal	
basis,	engaging	in	
performance	discussions	
and	coaching	are	all	part	of	
the	day-to-day	running	of	
the	organisation		
	

	
We	were	repeatedly	told	“performance	is	more	effectively	managed	now	than	a	few	years	ago.”	One	of	the	reasons	
for	this	is	that	teaching	staff	feel	closer	to	their	line	managers	than	under	your	previous	structure.		
	
Development	Suggestions		
	
We	believe	your	recently	introduced	iCon	process	and	linked	leadership	training	will,	once	fully	embedded,	enable	
you	 to	 effectively	 manage	 performance	 and	 move	 to	 a	 higher	 level	 of	 achievement	 against	 this	 IIP	 Indicator.	
However,	we	also	believe	you	would	benefit	from	considering	specific	actions	to	address	the	following:	
	
• Ensuring	a	culture	where	you	encourage	people	to	set	stretching	targets,	and	for	those	who	desire	it,	mapped	

against	career	development	plans.	
	
• Ensuring	line	managers	support	high	performance	as	well	as	manage	under	performance.	
	
• Gather	performance	and	behaviours	data	and	use	to	ensure	consistency	and	improvement	across	the	College.		
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Indicator	5:		Recognising	and	rewarding	high	performance	-	Met	at	Established	as	detailed	here:	
	
Recognition	and	reward	is	clear	and	appropriate,	creating	a	culture	of	appreciation	where	people	are	motivated	to	
perform	at	their	best.	
	
Themes	 Developed	

In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	improving	

Designing	an	
approach	to	
recognition	and	
reward	

The	way	the	
organisation	
recognises	and	
rewards	people	
support	its	objectives	

Leaders	
continually	
review	how	the	
organisation	
recognises	and	
rewards	its	
people	

The	approach	
taken	to	
recognising	and	
rewarding	people	
is	flexible	and	
tailored	to	meet	
individual	
motivations		

People	are	involved	in	designing	
the	organisation’s	approach	to	
recognising	and	rewarding	people	

Adopting	a	culture	of	
recognition	

The	organisation	has	
an	appropriate	and	
clear	approach	to	
recognition	and	
reward	

Individual	and	
team	
achievements	
are	rewarded	
and	celebrated	
with	financial	or	
non-financial	
benefits.	

People	feel	
confident	that	
individual	and	
team	
achievements	are	
consistently	
recognised	and	
encouraged	across	
the	organisation		

There	is	a	culture	of	appreciation	
where	people	feel	valued	and	
recognised	for	their	efforts	and	
performance		

Recognising	and	
rewarding	people	

People	know	how	they	
are	recognised	and	
rewarded	and	the	
criteria	have	been	
clearly	communicated	

People	are	
recognised	for	
their	behaviour	
as	well	as	their	
performance	on	
a	formal	and	
informal	basis	

People	are	
motivated	to	
perform	at	their	
best	as	a	result	of	
the	approach	to	
recognition	and	
reward	

High	performing	people	and	teams	
receive	greater	financial	or	non-
financial	recognition	and	rewards	

	
We	 are	 aware	 you	 are	 a	 public	 sector	 organisation	 and	 as	 such	 unable	 to	 offer	 financial	 reward	 for	 high	
performance.	This	said	we	do	believe	you	would	benefit	from	developing	a	more	comprehensive	approach	to	the	
recognition	 of	 high	 performance,	 as	 whilst	 your	 biennial	 Awards	 are	 well	 regarded	 most	 other	 approaches	 to	
recognition	are	low	key.	Your	people	said:	
	

“We	don’t	really	link	values	to	high	performance.	They	are	there	but	we	don’t	review	them	every	day.”	
	

“I’d	like	someone	to	come	into	the	classroom	more.	To	recognise	that	I	am	working	hard	with	the	students	and	
doing	a	good	job.”	

	
“iCon	is	better	–	it’s	all	about	the	conversation	but	I	would	like	to	see	it	scored	and	linked	to	bonus	payments.”	

	
Development	Suggestions:	
	
If	you	are	to	create	a	culture	of	appreciation	where	people	are	motivated	to	perform	at	their	best	we	suggest	you	
involve	 people	 in	 designing	 a	 College	 approach/strategy	 to	 recognition	 and	 reward.	 This	 would	 result	 in	 an	
enhanced	 understanding	 and	 increase	 individuals’	 confidence	 and	 belief	 in	 consistency;	 motivating	 people	 to	
perform	at	their	best.	
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Indicator	6:		Structuring	work	-	Met	at	Advanced	as	detailed	here:	
	
The	organisation	is	structured	to	deliver	the	organisation's	ambition.	Roles	are	designed	to	deliver	organisational	
objectives	and	create	interesting	work	for	people,	while	encouraging	collaborative	ways	of	working.	
	
Themes	 Developed	

In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	improving	

Designing	roles	 Roles	are	designed	
to	deliver	
organisational	
goals	by	creating	
clear	
accountability	and	
avoiding	
duplication	of	
effort	across	teams	

Roles	are	
designed	to	
create	
interesting	work	
for	people,	with	
skills	and	
capabilities	for	
each	role	clearly	
defined	

Roles	are	designed	to	
help	people	develop	
the	skills	and	
capabilities	needed	for	
progression	

Roles	are	designed	in	order	to	
meet	the	changing	needs	of	
communities,	markets,	
organisational	strategy	and	
employees		
	

Creating	autonomy	
in	roles	

Each	role	is	
designed	with	
clear	decision-
making	authority	

Policies	and	
practices	across	
the	organisation	
support	people	
to	make	the	
decisions	
required	in	their	
specific	roles	

Policies	and	practices	
are	aligned	to	help	
people	take	individual	
ownership	and	act	
quickly	and	effectively		

Policies	and	practices	are	regularly	
reviewed	and	improved	to	speed	
up	decision-making	and	increase	
individual	ownership		
	

Enabling	
collaborative	
working	

It	is	clear	how	roles	
enable	people	to	
work	together	to	
achieve	the	
organisation’s	
objectives	

People	are	
encouraged	to	
work	across	the	
organisation	to	
share	
information	and	
expertise	

Open	communication	
and	flexible	work	
practices	make	
collaboration	across	
the	organisation	easy	
and	effective	
	

The	organisation's	structure	
encourages	people	to	create	
formal	and	informal	networks	to	
maximise	collaboration	

	
We	were	repeatedly	told	that	your	new	structure	is	supporting	the	College	to	deliver	its	ambition	and	specifically	
that	it	has	enhanced	team	working	and	the	creation	of	more	interesting	work.	
	
Development	Suggestions:	

Whilst	the	above	is	positive	and	we	believe	you	are	on	track	to	meet	the	high	performing	level	for	this	Indicator	we	
were	also	told:	
	

“The	CM’s	have	too	big	a	role	now	with	line	management	responsibility.”	
	

‘People	feel	pressure	because	staff	leave	at	short	notice	and	you	have	to	cover	classes	that	you	don’t	know.	We	
don’t	have	any	spare	capacity.”	

	

Linked	 to	 your	 ambition	 to	 have	 a	 systematic	 approach	 to	 a	 “mentally	 healthy	 college”	 and	 deliver	 activities	 to	
promote	wellbeing	and	good	mental	health	for	staff	and	students,	we	suggest	you	need	to	monitor	activity	levels	
and	ensure	collaboration	is	built	on	so	that	people	maximise	support	networks	and	roles	reflect	the	changing	needs	
of	the	College	and	its	stakeholders.	
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Indicator	7:		Building	capability	-	Met	at	Advanced	as	detailed	here:	
	
Peoples’	capabilities	are	actively	managed	and	developed.	This	allows	people	to	realise	their	full	potential	and	
ensures	that	the	organisation	has	the	right	people	at	the	right	time,	for	the	right	roles.	
	
Themes	 Developed	

In	place	and	understood	
Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	improving	

Understanding	
peoples’	
potential	

Line	managers	have	
development		
conversations	with	
people	to	identify	their	
potential	and	ensure	
learning	and	
development	needs	are	
met	

Learning	and	
development	
opportunities	are	
provided	in	line	
with	the	
organisation’s	
objectives	and	
enable	people	to	
achieve	their	full	
potential	

The	organisation	is	
flexible	in	the	way	
it	develops	people,	
using	innovative	
solutions	that	
meet	learning	and	
development	
needs	

People	take	ownership	of	their	own	
learning	and	development	to	
effectively	support	the	organisation's	
objectives		
	

Supporting	
learning	and	
development	

Development	advice	and	
guidance	is	well	
communicated	
throughout	the	
organisation	

People	have	the	
opportunity	and	
support	to	put	new	
skills	and	
knowledge	into	
practice	

Investment	in	
learning	and	
development	is	
evaluated	to	
understand	the	
impact	on	peoples’	
progression	
opportunities		

Continuous	learning	is	part	of	the	
culture	of	the	organisation		
	

Deploying	the	
right	people	at	
the	right	time	

Recruitment	and	
selection	is	fair,	efficient	
and	effective	and	fits	
with	the	organisation’s	
objectives	

Resource	planning	
is	actively	
managed	to	
support	the	
organisation’s	
objectives	

The	organisation	
uses	succession	
planning	to	ensure	
critical	roles	are	
filled	and	people	
can	progress		
	

Leaders	continually	look	to	the	future	
to	identify	and	plan	the	capabilities	
people	need	to	deliver	success		

	
Learning	and	development	is	at	the	heart	of	the	College	and	effective	capability	the	result.	We	were	certainly	told	
of	numerous	examples	of	how	learning	 is	supported	and	we	believe	a	continuous	 learning	culture	 is	part	of	your	
culture.	
	
Development	Suggestions:	
	
We	suggest	a	more	formal	approach	to	succession	planning	within	all	departments	and	levels	would	enable	you	to	
have	an	even	clearer	picture	of	future	requirements.	We	suggest	this	is	something	you	look	to	pilot	within	teaching	
and	 support	 teams	 as	 we	 believe	 it	 will	 enable	 line	 managers	 to	 more	 effectively	 look	 to	 the	 future	 and	 feed	
thoughts	and	ideas	to	senior	managers	–	ensuring	the	College	is	always	able	to	deploy	the	right	people	at	the	right	
time.				
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Indicator	8:		Delivering	continuous	improvement	-	Met	at	Advanced	as	detailed	here:	
	
There	is	a	focus	on	continuous	improvement.	People	use	internal	and	external	sources	to	come	up	with	new	ideas	
and	approaches,	supported	by	a	culture	that	encourages	innovation.	
	
Themes	 Developed	

In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	improving	

Improving	internal	
and	external	
sources	

The	investment	in	
people	is	evaluated	
and	the	results	are	
used	to	improve	
performance	

The	organisation	
uses	information	
from	internal	and	
external	sources	
to	improve	how	it	
manages	and	
develops	its	
people	

Leaders	look	
beyond	the	current	
business	
environment	to	
learn	from	the	
outside	world	and	
bring	in	knowledge	
to	improve	the	
organisation's	
performance		
	

People	take	responsibility	for	
continuous	improvement.	They	
look	to	the	world	around	them	for	
new	ideas	and	innovations	then	
deliver	change	in	line	with	this		

Creating	a	culture	
of	continuous	
improvement	

People	are	aware	of	
how	they	can	
contribute	to	
improving	their	
performance	and	the	
ways	of	working	within	
the	organisation	

People	are	
encouraged	to	try	
new	approaches	
and	learn	from	
their	efforts,	
mistakes	and	
successes	

People	are	
supported	by	their	
leaders	to	take	
reasonable	risks	
when	trying	new	
and	innovative	
approaches	

The	organisation	nurtures	
innovation	and	acts	quickly	in	
response	to	new	ideas	and	
opportunities	

Encouraging	
innovation	

People	are	encouraged	
to	come	up	with	new	
ideas	

People	work	
together	to	
generate	new	
ideas	

People	are	
passionate	about	
innovation	and	
volunteer	new	
ideas	
	

New	ideas	deliver	positive	
outcomes	for	the	organisation		

	
As	 we	 have	 already	 stated	 your	 people	 are	 100%	 “committed	 to	 delivering	 the	 very	 best	 possible	 service	 for	
Students”	 and	 as	 a	 consequence	 continuous	 improvement	 and	 innovation	 is	 part	 of	 your	 culture	 with	 people	
networking	and	looking	to	the	world	around	them	for	new	ideas	and	improvements.	
	
Development	Suggestions:	
	
Whilst	staff	provided	example	of	new	 ideas	and	 innovations	we	were	told	 that	practice	and	procedures	 result	 in	
“suggestions	taking	a	long	time	to	get	approved	which	sometimes	results	in	opportunities	being	lost.”	We	believe,	
given	time,	your	recently	introduced	streamlined	structure	should	alleviate	this;	resulting	in	positive	outcomes	for	
all	concerned.		
	
We	are	aware	of	your	‘Digital	Future’	project	and	wish	to	encourage	this	as	it	too	should	allow	for	ideas	to	be	acted	
upon	quicker	and	without	the	project	some	people	may	become	‘lost’	in	a	world	of	change	and	improvement.	
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Indicator	9:		Creating	sustainable	success		-	Met	at	Advanced	as	detailed	here:	
	
The	organisation	has	a	focus	on	the	future	and	is	responsive	to	change.	Leaders	have	a	clear	understanding	of	the	
external	environment	and	the	impact	this	has	on	the	organisation.	
	
Themes	 Developed	

In	place	and	
understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	
improving	

Focusing	on	the	
future	

Leaders	communicate	
future	priorities	

People	are	actively	
engaged	in	both	
short-term	and	
long-term	planning	

People	believe	the	
organisation	is	a	great	
place	to	work	and	are	
committed	to	its	
future	success	

Leaders	are	aware	of	future	
challenges	for	the	
organisation	and	consciously	
develop	their	own	capabilities	
and	partner	with	the	
stakeholders	to	respond	to	
these	
	

Embracing	change	 Where	change	
happens	it	is	
communicated	in	a	
timely	and	
transparent	way	
across	the	
organisation	

Benefits	of	change	
are	measured	and	
captured.	
Successes	and	
failures	are	openly	
communicated	

People	that	
demonstrate	optimism	
and	drive	are	selected	
to	champion	change	
and	support	others	to	
understand	and	
engage	with	it	

Change	is	viewed	as	'business	
as	usual'	where	mistakes	are	
accepted	and	valued,	as	an	
opportunity	for	learning	and	
improvement	

Understanding	the	
external	context	

Leaders	have	a	clear	
understanding	of	who	
the	stakeholders	are	
in	the	communities	
and	the	markets	the	
organisation	serves	

The	workforce	is	
diverse	and	reflects	
the	communities	
and	market	the	
organisation	serves	

People	understand	the	
relationship	between	
the	organisation	and	
the	wider	community	

The	organisation	has	a	
positive	impact	on	the	
communities	and	market	it	
serves	

	
The	College	has	undergone	significant	change	in	recent	years	and	you	are	now	seeing	the	benefit	of	that	process	
with	 everyone	 committed	 to	 the	 future	 of	 one	 College.	We	 congratulate	 you	 on	 recent	 decisions	 to	 “keep	 the	
family	together	whilst	celebrating	differences	across	your	various	locations	and	sites.”	
	
Development	Suggestions:	
	
If	 introduced	 our	 earlier	 suggestion	 for	 ‘problem	 solving	 discussions’	 would	 further	 support	 a	 culture	 of	
improvement	and	sustainable	success	and	could	also	be	used	 to	ensure	mistakes	are	accepted	and	valued	as	an	
opportunity	for	learning	and	development.		
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Health	and	Wellbeing:		
	
The	 indicator	 specific	 to	HWB,	 is	met	as	detailed	below.	 IIP	 indicators	1,	2	and	3	are	also	met	 so	 IIP	Health	and	
Wellbeing	Award	is	fully	met.		
	
Theme	
	

Developed	
In	place	and	understood	

Established	
Engaging	and	
activating	

Advanced	
Creating	positive	
outcomes	

High	Performing	
Embedded	and	always	
improving	

	
Supporting	
physical	
wellbeing	

	
The	organisation	has	in	
place	a	defined	approach	to	
support	the	physical	
wellbeing	of	people	with	
policies	and	practices	to	
promote	healthy	living	
across	the	organisation	

	
People	participate	
in	the	
organisation’s	
policies	and	
practices	to	
improve	their	
physical	health	

	
The	organisation	offers	
tailored	policies	and	
practices	that	motivate	
people	to	live	healthy	
lives,	while	monitoring	
data	to	track	the	
effectiveness	of	these	
initiatives	and	identify	
areas	for	improvement.	

	
Leaders	act	as	role	models	
and	create	a	culture	of	
health	throughout	the	
organisation	

	
Supporting	
psychological	
wellbeing	

	
The	organisation	has	in	
place	a	defined	approach	to	
support	the	psychological	
wellbeing	of	people	through	
preventative	and	
responsive	policies	and	
practices	

	
People	know	the	
risk	factors	
associated	with	
psychological	
wellbeing	and	are	
capable	of	
providing	the	right	
support	

	
The	psychological	
wellbeing	of	employees	
is	actively	monitored	
and	data	is	used	to	
confirm	the	success	of	
initiatives,	identify	
potential	areas	of	
concern	or	people	at	
risk	

	
Leaders	create	a	strong	
culture	throughout	the	
organisation	which	de-	
stigmatises	mental	health	
and	supports	psychological	
wellbeing	

	
Supporting	
social	
wellbeing	

	
The	organisation	has	
policies	and	practices	in	
place	which	promote	social	
relationships	at	work	

	
People	actively	
contribute	to	
making	the	
organisation	a	
supportive,	friendly	
and	inclusive	place	
to	work		

	
People	feel	valued	and	
have	good,	positive	
relationships	at	work.	
People	have	open	and	
honest	conversations	
with	managers	and	
peers	

	
Leaders	create	a	supportive	
and	caring	culture	at	all	
levels	in	the	organisation.	
People	feel	comfortable	
talking	about	personal	issues	
affecting	their	work	without	
fear	of	reprisal	

	
We	are	aware	that	one	of	your	current	annual	priorities	 is	 to	have	a	systematic	approach	to	a	“mentally	healthy	
college”	and	deliver	activities	to	promote	wellbeing	and	good	mental	health	for	staff	and	students.	We	believe	you	
are	 indeed	 promoting	 a	 range	 of	 activities	 and	 that	 your	 people	 are	 informed	with	 regard	 to	 both	mental	 and	
physical	health	risk	factors.		
	
We	were	 told	 that	 you	 also	 have	 effective	 practices	 in	 place	 that	 promote	 social	 relationships	 at	work	 some	of	
which	directly	 link	with	your	physical	and	mental	wellbeing	 initiatives	such	as	the	Wellbeing	Days.	Certainly	your	
people	believe	the	College	is	a	good	place	to	work	and	that	people	have	positive	relationships	as	well	as	a	culture	
that	encourages	open	and	honest	conversations.	
	
Development	Suggestions:	
	
We	believe	you	would	benefit	from	reviewing	your	approach	to	HWB	and	setting	clear	targets	for	your	activities.	
This	will	then	enable	you	to	measure	the	return	on	your	investment	as	well	as	benchmark	against	others.	
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Appendix	2:	Summary	of	IIP	Indicators	and	Theme	Met		
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Investors in People – April 2019 Report: 

Summary of Development Recommendations & Comments 

Commentary / recommendations College response / position 
1. There have been many 

changes. Allow time for 
consolidation 

The College is aware of this and whilst the College has to 
keep moving forward in order to comply with sector 
changes, national bargaining etc. the intention is not to 
introduce any more large scale changes in the short term.  

2. Clarification is needed 
regarding guidance / 
support / academic 
tutoring role 

This need was recognised and further clarification guidance 
has been provided. 

3. iCon – work needed to fully 
embed and evaluate. 
 

a. Recommend we 
use iCon to drive 
high performance 
(benchmarked 
against standards) 

iCon is still relatively new and last year there were a large 
number of new managers who were still developing their 
skills. Consequently not everyone had received an iCon. 
Again this is recognised by us and will be elevated to a 
priority in AY2019-20.  
 
Point a will be considered as part of future reviews of iCon.  

4. Living the organisations 
values. More people to be 
“held to account”. 
Suggestion was to hold 
more problem solving 
discussions (Page 14) 

5. Encourage innovation and 
act more quickly when 
suggestions are made 
(P20) 

It was IIP’s perception that some people felt that they were 
generating ideas but these were taking a long time to 
happen. However, IIP suggested that it also appeared that 
people are not taking responsibility for their ideas and for 
putting plans into action. 
It was agreed that we need managers to be better at giving 
feedback (about ideas etc.) but we also need to be better at 
giving negative feedback (i.e. explaining why an idea isn’t 
being taken forward). 

6. Offer more opportunities 
for Employee 
Conversations – WEG to be 
involved in these 

Staff like College Conversations and would like more of 
these. However, it is important that staff do not feel they 
have to wait for a College Conversation to discuss 
something. 
This action will be taken to the Leadership Team to discuss 
how we facilitate more employee conversations at a team 
and faculty level.   

7. Monitor activity levels and 
recognise time barriers – 
suggest implementation of 
collaboration and support 
networks.  

The College will:  
• Continue offering development and networking 

opportunities to support staff manage their workload;  
• Ensure that iCons are taking place to enable staff to 

have that one to one conversation with their manager: 
• Improve opportunities for Employee Wellbeing and 

introduce an Employee Assistant Programme. 
8. Improve College approach 

to recognition and reward 
Suggestion that we involve 
staff in discussions to 
implement R&R strategies.  

Because we are constrained by National Collective 
Bargaining this isn’t something we can do from a monetary 
perspective.  However other alternatives in addition to the 
Staff Awards Ceremony and Long Services awards will be 
considered. 



9. Improve Succession 
Planning. Comment that 
with removal of “Senior 
Lecturer Posts there are no 
opportunities for career 
development” P15. 

The need to improve succession planning has been 
identified and is included in this academic year’s HR&OD 
Enhancement Plan.  

10. Set targets for health and 
well being 

The approach to H&W is going to be better developed with 
the implementation of the new People Services Structure. 

 

Note: Items shaded green are in hand. Those shaded in orange need further discussion.  

Susan Webster 
HR Manager (OD) 
03/09/19 
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HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: HR&OD and Quality Restructure 

Author: Kimra Donnelly, Director of HR 
& OD 

Contributor(s): Gillian Griffin, Director of 
Quality 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☐ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with information on the restructure of HR&OD 
and Quality. 

Linked to Strategic Goal: 

2. Develop the skills, talents and potential of all of the people who come to 
college either to learn or to work. 

Linked to Annual Priority: 

7. Promote talent management, innovative learning and teaching and 
excellence in leadership and business management through the development of 
a new and integrated approach to organisational development. 

Executive Summary:  
The restructure brings together those who deliver quality activities with those who 
deliver and support essential teaching qualifications.  This will ensure that a 
consistent and holistic approach to learning and teaching is applied across the 
College.   
 
The restructure also brings together Learning Technologies and Organisational 
Development, enabling the two teams to work closely together to deliver the 
College-wide development plan. 
 
A Learning Development Action Team (LDAT) will be created to ensure that 
strategic decisions, impacting on the learning experience is monitored, and the 
key objectives of the People and Learning & Teaching Strategies are achieved. 
The LDAT will include representation from both curriculum and support areas. 
 
Appendix 1 provides an overview of how training needs across the College are 
identified and inform a College-wide development plan and approach to talent 
management. 



The main changes to the HR&OD and Quality structures are: 
 
Quality 
1. A new role of Quality Enhancement Manager to lead the Quality Team on 

the enhancement activities around learning and teaching and to 
facilitate the delivery of quality operational objectives.  

2. A revised role of Senior Lecturer Enhancement (SLE) which will replace the 
current Senior Lecturer Quality Development and Professional 
Development Tutor roles.  The new role will combine the current quality 
and organisational development responsibilities, and will be further 
augmented to have a key focus on enhancement in learning and 
teaching.  

 
Organisational Development 
1. HR&OD will be renamed People Services to more accurately reflect the 

services delivered within HR & OD, including Human Resources, 
Organisational Development, Payroll and Learning Technologies. 

2. Organisational Development will be renamed Learning & Development. 
3.         The Learning Technologies Manager, and the Team, is moved to the 

Learning & Development Team. 
4.         The Training Advisor will have responsibility for delivering health and 

wellbeing initiatives, in line with strategic objectives and annual priorities. 
 
Response from the staff consultation process was positive.  Changes will be 
implemented from 28 October 2019. 
 
Recommendation: 
It is recommended that the Committee note the contents of the paper. 

Previous Committee Recommendation/Approval (if applicable): 
None 

Equality Impact Assessment: 

Positive Impact ☒ 

Negative Impact ☐ 

No Impact  ☐ 

Evidence: 
A College-wide development plan aligned to the strategic objectives will help to 
ensure all staff, regardless of protected characteristics have access to 
development opportunities. 
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HR&OD and Quality Restructure Overview 
 

Strategic Objective
Annual Priority

Legislative Requirement
Policy

Manager
Performance Management

iCon
Quality Assurance Processes

Quality AssurancePerson 1

Learning 
Technologies 

Manager Quality Team

College Wide Development Plan & Talent Management

Commissions 
Work and 
Resources 

Training 
Advisor

Learning & 
Development Action 

Team - LDAT

Learning & 
Development Manager

Training Needs
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HUMAN RESOURCES COMMITTEE 

Meeting of 25 September 2019 

Title: Mental Health Working Group 

Author: Kimra Donnelly, Director of HR 
& OD 

Contributor(s): Susan Webster HR 
Manager (OD) 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☐ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with an update on the activities of the 
College’s Mental Health Working Group. 

Linked to Strategic Goal: 

4. Deliver an excellent learning environment and experience leading to 
successful outcomes for all learners. 

Linked to Annual Priority: 

14. Develop and deliver actions that will embed a whole college ethos of 
environmental and social sustainability. 

Executive Summary:  
Following a successful launch of “Mental Health Matters at NESCol - Live Well, 
Learn Well” work has been underway, led by the Mental Health Group, to 
promote the initiative and newly developed resources among staff and students 
across each campus.  In addition to creating a new project area on MyNESCol, 
the Group has been busy collaborating with teaching colleagues to refine the 
mental health crisis procedures and update the mental health first aid systems. 
 
AY2018-19  
During the last academic year, members of the Student Support Team were 
trained as Mental Health First Aiders, with several also attending ASIST Training in 
Suicide Prevention and Safe Talk Training. 
 
Mental Health Workshops were run as part of the January 2019 Development Day 
with 81% of staff taking part in one of the workshops. These workshops were 
repeated during the summer term allowing staff who had been unable to attend 
to take advantage of the training. The content of the mental health workshops 
has also been incorporated into the induction programme, providing mental 
health training for all new staff. 



As part of the Mental Health Matters At NESCol initiative, a programme of mental 
health training for staff has been developed (Appendix 1). 
 
Many members of staff indicated that they would like to improve their knowledge 
of mental health. The programme developed offers training offering several 
different options, delivered in a variety of ways.  For example, staff wishing to 
develop their knowledge of mental health further have the opportunity to 
undertake online training in the form of a certificated award “Understanding 
Issues in Mental Health” which is being facilitated by the Business Development 
Team. 
 
AY2019-20 
During this academic year, the College is continuing to offer development 
opportunities for all staff designed to raise your awareness of mental health: 
 
Mental Health Workshop: this provides a general overview of mental health and 
will provide the opportunity to discuss the main types of mental health issues that 
staff in the College may come across on a day-to-day basis, explaining how 
these issues should be addressed and managed.   
 
Suicide Talk Workshop: this is designed to raise awareness of the activities that 
can help prevent suicide.  The aim of the training is to make it easier for 
participants to have an open and honest talk about suicide. 
 
Recommendation:  
It is recommended that the Committee note the information provided. 

Previous Committee Recommendation/Approval (if applicable):  
None 

Equality Impact Assessment: 

Positive Impact ☒ 

Negative Impact ☐ 

No Impact  ☐ 

Evidence: 
The activities referred to in this paper are designed to raise staff’s awareness of 
mental health and enable them to support with students and or other members 
of staff who may have a mental illness. 
 

 



MENTAL HEALTH TRAINING FOR STAFF
Many members of staff have said that they would like to improve their knowledge of mental health. When it 
comes to training there are many options available. Picking the right course can be confusing. As a College we 
want everyone to have the training that is right for them. Therefore we have identified a range of alternatives. 
These are explained in the table below together with some instructions on what you need to do in order to  
access the training that you are interested in. You will notice that some training is for designated staff only – this 
is so that we can deal with mental health emergencies in a coordinated way.

WHAT IS THE TRAINING? WHO IS THIS FOR? HOW CAN I ACCESS THIS?

Mental Health Awareness Workshop:
This is a short workshop which briefly 
outlines the different types of mental 
health issues that we most frequently 
encounter in College, together with 
some case studies and suggestions as 
to how certain situations should be 
managed

All staff

• These workshops were originally included as
part of our January Development Day.

• The presentation and case studies will be
available for all staff to access on the “Mental
Health Matters at NESCol Pages”. (See below)

• If you were unable to attend one of the
workshops in January you can book onto one
of the forthcoming sessions by using this
link: Mental Health Workshop. Alternatively,
please contact Organisational Development
by e-mailing cpd@nescol.ac.uk

• If you are new to the College this training will
be included in your induction.

Understanding issues in mental health
This is an online course which provides 
a more detailed introduction to mental 
health focussing on some of the more 
common problems - eating disorders, 
stress, anxiety and depression. The 
course takes approximately 18 weeks to 
complete and is assessed. Successful 
candidates achieve a certificate. 

All staff

• Please contact Organisational Development
by emailing cpd@nescol.ac.uk for the
correct forms to apply to undertake this
course.

Suicide Talk
This is a short (one hour) workshop 
designed to raise awareness of suicide. 

All staff
• These sessions will be offered at the start

of the new academic year (i.e. from August
2019). Dates will be advertised on COLIN.

SafeTalk
This is a half day course which focuses 
on how to provide practical help to a 
person with thoughts of suicide.

Designated Mental 
Health First Aiders

• If you have been designated as a Mental
Health First Aider please speak to your line
manager to request to attend this training

Mental Health First Aid Training
This is a two day course which enables 
those completing it to manage mental 
health first aid situations.

Designated Mental 
Health First Aiders 

(ONLY)

• If you have been designated as a Mental
Health First Aider your line manager will
arrange for you to undertake this training.

ASIST Suicide Prevention Training
This is a two days course and will be 
undertaken by key staff responsible for 
Safeguarding

Designated 
Safeguarding Staff

(ONLY)

• If you have responsibility for Safeguarding,
your line manager will arrange for you to
undertake this training.

Finally there will be a wealth of information on the “Mental Health Matters at NESCol” pages which will soon be 
available. Please look out for announcements on COLIN.

If you have any queries please contact:

Zuzana Banicova Susan Webster
Student Access and Inclusion Manager Human Resources Manager (Organisational Development)
Email: z.banicova@nescol.ac.uk  Email: s.webster@nescol.ac.uk
ext. 2635 / 4785 ext. 2320
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https://webapps.nescol.ac.uk/courses/book_course/course_information.cfm?course_id_arg=12022
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