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HUMAN RESOURCES COMMITTEE 

 
 
NOTICE 
There will be a meeting of the Human Resources Committee of North East Scotland 
College on Tuesday 26 May 2020 at 0900 hours through the use of Microsoft Teams. 

 
AGENDA 

Agenda 
Item 

 Paper 

01-20 Apologies for Absence  
02-20 Declaration of any Potential Conflicts of Interest in relation to 

any Agenda Items 
 

03-20 Minute of Previous Meeting – 25 September 2019 X 
04-20 Matters Arising from the Previous Meeting X 
   
05-20 Presentation – Supporting & Guiding our Staff during COVID-19  
   
 Matters for Discussion  
06-20 People Services Enhancement Plan – Progress Update X 
07-20 People Services Management Information Report X 
   
 Matters for Information  
08-20 National Collective Bargaining Update  
09-20 Staff Wellbeing & Support Survey X 
10-20 Peer Support Programme X 
   
11-20 Any Other Business  
   
12-20 Summation of Business and Date of Next Meeting  

 



 

 
 

Agenda Item 03-20 

HUMAN RESOURCES COMMITTEE 
 

Draft Minutes of the meeting of the Human Resources Committee held on 25 September 
2019 at 0900 hours in G10, Aberdeen City Campus. 

 
Agenda 
Item 

 

 

Present: 
Angela Calderon 
Susan Elston 
Ken Milroy - Chair 
Liz McIntyre 
 
In attendance: 
Kimra Donnelly, Director of HR & Organisational Development 
Pauline May, Secretary to the Board 
Susan Lawrance, Minute Secretary 
 

 
The Chair of the meeting welcomed Angela Calderon to her first Regional 
Board Committee meeting. 

13-19 

Apologies: 
Apologies were presented for Ann Bell, John Henderson, Abha Maheshwari 
and Gwen Watt. 
 

14-19 
Declaration of any Potential Conflicts of Interest in relation to any Agenda Items 
No potential conflicts of interest were declared. 
 

15-19 
Minutes of Previous Meeting – 17 April 2019 
The minutes were approved as a true and accurate record. 
 

16-19 
Matters Arising from the Previous Meeting 
Members noted the Matters Arising Report and no further matters were raised.  
 

 
Matters for Decision 

17-19 

Committee Terms of Reference 
The Committee noted a paper providing Members with an opportunity to 
review its Terms of Reference.  Members confirmed that the Specific Duties 
continued to accurately reflect the Committee’s main areas of focus, noting 
that the reference to the HR Strategy would be updated to the People 
Strategy. 
 

18-19 

Programme of Business AY2019-20 
Members considered a paper detailing a proposed schedule of key items of 
Committee business throughout AY2019-20.  It was agreed that the Programme 
was appropriate, noting that agenda items would be added as appropriate 
during the academic year.  The Chair of the meeting reminded Members that 
they could propose agenda items and to advise the Secretary to the Board if 
any matters arise. 
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19-19 

Equal Pay Statement & Policy 
The Committee noted a paper advising that, under legislation, the College was 
required to adopt and publish an Equal Pay Statement & Policy.  Members 
were advised that the Statement & Policy had been reviewed by the HR&OD 
Team, who had advised that it remained appropriate and that no 
amendments to the document were therefore required.  The Committee 
reapproved the document as presented and was advised that it would be 
made publicly available on the College website. 
 

 
Matters for Discussion 

20-19 

HR & OD Management Information Report 
Members considered a paper providing statistics in relation to staff turnover 
and absence for the period January to June 2019. 
 
K Donnelly advised that the Committee would be provided with detail on an 
increase in the College’s annual turnover rate at its next meeting.  Members 
were advised that the annual report was expected to include a turnover rate 
of 9.4%, more than double that reported for the current period. K Donnelley 
advised that the majority of this increase can be attributed to a number of 
lecturers retiring in August 2019. 
 
A discussion was held in relation to the College’s absence rates.  It was agreed 
that for future reports it would be helpful for the Committee to be provided with 
a breakdown showing the number of employees that are affected by each 
type of absence. 
 
In response to a query, K Donnelly advised that the College’s absence rate was 
in line with the sector average.  K Donnelly reported that the HR Strategic 
Network were currently developing a benchmarking approach to be adopted 
to provide meaningful comparison across the sector. 
 
K Donnelly stated that the College would have a more pro-active approach to 
health and wellbeing following this area of responsibility moving from the 
external Occupation Health provided to in-house. 
 
The Committee was advised that reporting options available through the new 
HR System were being explored to ensure that the Committee and Managers 
are providing with more meaningful data sets. 
 
In response to previous Committee discussion regarding the turnover rate of 
lectures, K Donnelly confirmed that this was improving and summarising new 
approaches adopted to help address this, including the introduction of 
teaching assessment centre and improved support linked to induction.  It was 
also noted that there had been ian increase in the number of Protocol lecturers 
progressing to become permanent members of teaching staff. 
 
A short discussion was held on the turnover of graduates appointed at NESCol 
and the noted increase of STEM related teaching staff, e.g. engineering; 
electrical engineering; software development, moving to jobs in the private 
sector.  The Committee was advised that the College was ensuring that the 
attractive terms and conditions package over by the College as an employer 
was being advertised as part of recruitment processes. 
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21-19 

HR & OD Enhancement Plan 
The Committee considered a paper detailing progress made against the 
HR&OD Enhancement Plan for AY2018-19 and the five areas for development 
identified in the Team’s Enhancement Plan for the current academic year. 
 
K Donnelly highlighted that two areas of development from the AY2018-19 
Enhancement Plan had been carried forward to the AY2019-20 Plan. 
 
Members were provided with detailed information on the HR&OD and Quality 
Teams’ Restructure.  K Donnelly provided the rationale for and expected 
benefits of the restructure.  The development of a new strategic learning 
development plan driven by the new Learning & Development Action Team 
(LDAT) was highlighted. 
 
K Donnelly advised of plans to increase engagement with both staff and 
students in relation to health and wellbeing.  
 
It was noted that progress in relation to workforce planning had been delayed 
in AY2018-19 due to the significant amount of time required from the HR Team 
to undertaken job evaluations.  A discussion followed with K Donnelly advising 
that a greater understanding of the age profile of staff to enable improved 
plan for retirements, and the consideration of the types and skills sets of 
lecturers that will be required to deliver the College’s future curriculum were 
needed.  
 
The Committee was advised that the AY2018-19 HR/Payroll Project was now 
closed but that work to improve functionality and reporting would continue in 
liaison with the system provider. 
 

 
Matters for Information 

22-19 

National Collective Bargaining Update 
Members noted a paper providing information on recent National Collective 
Bargaining developments.   
 
K Donnelly and L McIntyre provided additional information on changes 
implemented at NESCol in response to the new National Working Practices 
Agreement for teaching staff.  It was highlighted that the College only had 
three weeks to implement changes to teaching staff timetables to 
accommodate the required terms and conditions changes.  K Donnelly 
advised that the implemented changes would be reviewed for AY2019-20 to 
see if consistency across the campuses in terms of the working day could be 
improved.  
 
K Donnelly noted that further clarity and consistent practice around the 
change in relation to “a lecturer may work out with the College up to a 
maximum of seven hours per week” was required and that further guidance 
would be provided to NESCol managers and teaching staff. 
 
The Committee was advised that a sector-wide Working Practice Agreement 
for support staff was currently under discussion but that a circulation timescale 
was unknown. 
 
An update on progress with job evaluations for NESCol members of support 
staff was also provided, with K Donnelly advising that, to date, 100 out of 150 
posts had been submitted centrally.  K Donnelly commented that the outcome 
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of the national job evaluation processes would not expected to be shared for 
some time. 
 

23-19 

Investors in People Report 
The Committee noted a paper summarising the outcome of the College’s 
recent IIP accreditation and considered the report received from IIP.  Members 
recorded their congratulations for the achievement of the Gold Standard.   
 
It was reported that the Report’s recommendations had been shared with and 
discussed by the College’s Leadership Team who would work collectively to 
address the areas for improvement, especially those relation to staff 
communications.   
 
A short discussion was held on the value of IIP accreditation, with the analysis of 
staff satisfaction noted as a key benefit.  The Committee endorsed the benefits 
of the College maintaining the IIP Standard. 
 

24-19 

HR&OD and Quality Restructure 
Members noted paper providing information on the restructure of the College’s 
HR&OD and Quality Teams. 
 
K Donnelly explained the rationale for the introduction of two new posts, the 
renaming of HR&OD Teams and the refocusing of priorities. 
 
Members recorded their support for the changes to be implemented, 
commented that the expected benefits were welcomed and very positive. 
 
It was noted that the Regional Board would be advised of progress of the 
restructure through updates on the College’s Annual Priorities for AY2019-20. 
 

25-19 

Mental Health Working Group 
The Committee a paper providing an update on the work of the College’s 
Mental Health Working Group.   
 
K Donnelly highlighted the development of the new online resource “Mental 
Health Matters at NESCol”. 
 
S Elston noted that she would shortly be speaking at a national conference on 
mental health and it was agreed that NESCol’s approach to addressing the 
mental health of both staff and students could be highlighted as best practice. 
 
Information was also provided on ongoing sector discussions relating to the 
proposed provision of counselling services at Scottish colleges.  A short 
discussion followed on funding concerns and possible ways that NESCOl could 
meet the Scottish Government’s requirements.  It was noted that a sector 
circular providing detailed guidance was currently in draft form but had yet not 
been officially published. 
 

26-19 
Any Other Business 
No other business was noted. 
 

27-19 

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 scheduled to take place at 0900 hours on Tuesday 26 
May 2019. 
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Meeting ended 1015 hours 

 

 
Agenda 
Item 

Actions from Human Resources 
Committee 25/09/19 

Responsibility Deadline 

17-19 
Committee Terms of Reference to be 
updated and finalised. 

P. May As soon as possible 

19-19 

College website to be updated with 
latest version of Equal Pay Statement 
& Policy. 
 

K. Donnelly As soon as possible 

20-19 

Future Management Information 
Reports to include breakdown 
showing the number of employees 
that are affected by each type of 
absence. 
 

K. Donnelly Next meeting of 
Committee – May 2020 

 

 

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



   Agenda Item 04-20 
 

HUMAN RESOURCES COMMITTEE 
 
An update on matters arising from the meeting of the Human Resources Committee 
held on 25 September 2019. 

 
Agenda 

Item 
 

17-19 

Action: Committee Terms of Reference to be updated and finalised. 
 
Status: Complete. 
 

19-19 

Action: College website to be updated with latest version of Equal Pay 
Statement & Policy. 
 
Status: Complete  
 

20-19 

Action: Future Management Information Reports to include breakdown 
showing the number of employees that are affected by each type of 
absence. 
 
Status: See Agenda Item 07-20. 
 

Ongoing 

Progress Update: 
26 People Services policies have been recently reviewed and updated 
to ensure that they remain fit for practice and are accurate in their 
content.  As part of this process the following amendments have been 
made in all 26 policies: 
 

• Updated Department names 
• Updated job titles 
• Updated legislative dates and information 
• Adoption of new Policy template and layout. 

 
The content of these policies has not been altered.  
 
The Unions have been consulted on these changes and advised of the 
planned programme of for a comprehensive review of all People 
Services Policies over the next 2 years.  
 

 



                                                                                Agenda Item 06-20 
 

HUMAN RESOURCES COMMITTEE 

Meeting of 26 May 2020 

Title: People Services Enhancement Plan – Progress Update 

Author: Kimra Donnelly, Director of 
People Services 
 

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 People Services 
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 People Service’s Enhancement Plan for AY2019 
-20 (Appendix 1).  
 
People Services Enhancement Plan for AY2019-20 identified five priority areas for 
development: 
 
1. HR&OD and Quality Restructure 
2. Health & Wellbeing 
3. Workforce Planning 
4. Management Information 
5. Enhance Partnership Working with the Students’ Association. 
 
All five of these have been impacted by the COVID-19 pandemic as detailed in 
Appendix 1.  Where the current situation has delayed progress, it has also 
informed our plans for moving these forward in the College’s ‘new normal’. 
 



The following area identified for enhancement during AY2019-20 has progressed 
significantly because of the COVID-19 pandemic 
 
HR&OD and Quality Restructure - aiming to improve digital skills across our 
workforce in support of the delivery of innovative learning and teaching. 
 
The College’s ‘Year of Digital’ was promoted during the Development Day held 
in January 2020.  73% College staff took part either by facilitating or attending a 
workshop on the Day. 178 staff provided feedback through a post-event survey 
and the vast majority indicated that the day was well organised and they 
enjoyed the sessions.  
 
Since remote working was initiated, a Learning Pathways tool has been released 
that details many training opportunities available to staff during the lockdown to 
improve their digital skills, use of technology, deliver courses online and provide 
assessments via Blackboard. Further training will be available to staff via webinars 
in the coming weeks and the Learning Development Team continues to meet 
with many staff and teams to teach the use of digital tools and to provide 
advice. Since remote working began (23 March 2020) the Team has provided 
more than 480 training or advice sessions with staff across all campuses.  The 
Pathway also includes many recommended LinkedIn Learning courses and 
usage has continued to increase with 439 fully completed courses since January 
2020.  
 
The Digital Futures Toolkit has been further expanded to provide more self-service 
guidance to staff and students. Since January, over 2,000 users have visited the 
website and viewed nearly 8,000 pages and spent, on average, two minutes on 
the site. 
 
Since remote teaching began, usage of Blackboard Collaborate Ultra has hugely 
increased across the College – 3,803 Collaborate Sessions were created, lasting 
8,644 hours; 2,033 recordings have been made, lasting 1,044 hours. 
 
Going Forward 
The five areas identified within the Enhancement Plan will all remain relevant post 
COVID-19.  It is proposed to carry these identified areas into AY2020-21 and to 
report on progress at the next meeting of the HR Committee. 
 
Recommendation: 
It is recommended that the Committee consider the information provided. 
 
Previous Committee Recommendation/Approval (if applicable): 
The People Services Enhancement Plan for AY2019-20 was presented to the HR 
Committee in September 2019. 
 
Equality Impact Assessment: 

Positive Impact ☒ 

Negative Impact ☐ 



No Impact  ☐ 

Evidence: 
Enhancement of the services and information that People Services provide will 
enable the College to better support all staff, including those employees with 
protected characteristics. 
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Appendix 1 

PEOPLE SERVICES ENHANCEMENT PLAN AY2019-20 
 
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  

Development
al 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  
  

 The People Services and 
Quality Teams restructures 
are now fully implemented.  
The Leaning & Development 
Manager, Learning 
Technologies Manager and 
the Quality Enhancement 
Manager are working closely 
together to deliver 
opportunities that support the 
development of enhanced 
learning and teaching skills of 
our lecturers. However, 
significant amounts of future 
planning and joint working 
between Quality and Learning 
Development Teams has 
been delayed to prioritise the 
current issues resulting from 
COVID-19. The changes in 
the way we work and deliver 
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Establishment of LDAT to give 
strategic direction to college wide 
learning and development.  

the curriculum will now inform 
our Corporate Development 
Plan. 
 

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  
  
  

A Health & Wellbeing Strategy 
and action plan is currently 
being developed. The 
College’s Employee 
Assistance Programme will be 
available to staff from June 
2020. Health & wellbeing of 
the College staff during the 
COVID-19 is consider wswith 
all decisions taken and 
appropriate support put in 
place where required. 
 

3  Workforce Planning  Ma  • Develop of Workforce 
Planning Framework  

• Data Analysis  

February 2020  AP7;  
SO 5  
  
  

Delay due to COVID-19 

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  

 Recent improvements to the 
HR Payroll System will now 
enable management 
information to be further 
developed and shared with 
managers. 

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 

AY 2019/20  AP12  Some progress had been 
made with meetings being 
arranged but these have been 
delayed as a result of COVID-
19. 
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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.  

  
 



                                                                                   Agenda Item 07-20 
 

HUMAN RESOURCES COMMITTEE 

Meeting of 26 May 2020 

Title: People Services Management Information Report 

Author: Kimra Donnelly, Director of 
People Services 

Contributor(s): Elaine Reid, Senior HR 
Business Partner; Alison Kerr, HR Business 
Partner 
 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☒ 

For Information  ☐ 

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with the annual management statistics on 
staff turnover and absence for the period January to December 2019, and to 
provide Members with an opportunity to consider the proposed format for a new 
People Services Annual Report. 
 
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: 
 
Staff turnover for January – December was 9%. On investigation there was not 
one particular reason or area identified for this level of turnover.  It is worth noting 
that approximately 25% of the 52 leavers, left due to retirement.  
 
The total number of days lost to absence has remained relatively static at 3.14%. 
 
Anxiety, stress and depression remains in the top three reasons for number of days 
lost due to absence at the College.  Of the 655 days lost to absence for this 
reason, 535 days were the result of 12 employees off for 28 days or more.  The 
remaining 120 days lost were short-term absences by 14 employees. 
 
This data currently does not differentiate between work and home-related stress, 
and includes depression in the same category. This makes it difficult to identify 



‘hot spots’ of work related issues.  People Services are updating the information 
recorded for this absence category and considering how this should be 
captured.    
 
People Services are continuing to work closely with the College’s Occupational 
Health provider, with good feedback received from staff regarding the provision 
of counselling services. 
 
The College will be launching an Employee Assistance Programme from June 
2020, which will provide a variety of services that our staff will be able to access 
confidentially. 
 
People Services are currently developing a Health & Wellbeing Strategy and 
action plan.  The Strategy will detail the aims and objectives for supporting both 
improved mental and physical health of our staff. 
 
Going forward, it is proposed that the Equalities Management Information Report 
is provided to the first HR Committee of each academic year.  A detailed People 
Services Annual Report is then provided to the second HR Committee of each 
academic year.  Appendix 2 details the proposed contents of the new People 
Services Annual Report. 
 
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: 
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Appendix 1 

Management Information Report – January to December 2019 
 
Headcount and FTE (As at 31 December 2019) 

Staff Category Headcount FTE 
Lecturing staff 296 269.4 
Support staff  
(excluding Instructors/Interns) 

254 225.2  

Instructors*** 36 29.4 
Total Staff** 583 524.0 
Student Interns* 14 0 
Overall Total (including interns) 597 524.0 

 
Average Headcount and FTE 

Staff category Headcount FTE 
Lecturing staff 292 265.6  
Support staff  
(excluding Instructors/Interns) 

253 223.0 

Instructors*** 35 26.0 
Total Staff** 575 514.6 
Student Interns* 17 0 
Overall Total (including interns) 592 514.6 

Note: This is the headcount and FTE at the end of each month, added up and then divided by 12 with 
FTE figures rounded to one decimal place. 
*Student interns are paid on a timesheet basis and therefore there is no FTE figure. 
**The total average headcount is the total number of staff at the College.  Some staff have two 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. 
***Instructors include verifiers/assessors. 
 
Leavers 
 
Staff Category Jan-Dec 2019 
Lecturing staff 24 
Support staff  
(excluding Instructors/Interns) 

25 

Instructors*** 4 
Total staff** 52 
Student Interns 20 
Overall Total (inc interns) 72 

**Some staff have two 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. 

Turnover 

Staff Category Turnover Jan-Dec 2019 
% 

Lecturing staff 8.2 
Support staff  
(excluding Instructors) 

9.9 

Instructors 11.4 
Staff turnover** 9.0 

Turnover = Number of leavers in the time period/average monthly headcount in the period x100 
 
**Some staff have two 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. 
Note: The turnover for Instructors is higher than for Support staff and Lecturers due to the smaller 
numbers involved. 
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Top Three Reasons for Leaving 

Reason Given Number 
Resigned 23 
Retired 13 
Personal Reasons 6 

Note: 13 out of 52 staff leavers (25%) left because they retired. 

Vacancies  
The College had 84 vacancies in the period January – December 2019:  
 
Vacancy Aberdeen Fraserburgh Altens Other** Total 
Teaching* 31 8 7 1 47 
Support 22 5 1 0 28 
Manager/SMT 5 1 2 0 8 
Post 
withdrawn/ 
on hold 

1 0 0 0 1 

Total 59 14 10 1 84 
*Teaching posts include Instructors/Assessors 
**Contains figures for posts at the Scottish Maritime Academy  
 
Appointments  
Of the 84 vacant posts in the period January-December, 83 appointments were 
made (although not all those appointed, started work in 2019). 
 
Vacancy Number of Appointments 
*Teaching 47 
Support 28 
Manager/SMT 8 
Total 83 

*Teaching posts include Instructors/Assessors 

 
Sickness Absence  
Number of days lost as a percentage of days available to work in 2019 was 3.14% 
 
Sickness Absence – Working Days Lost By Campus 
 
Campus Working Days Lost Due to Absence 
Aberdeen City Campus 2,297 
Aberdeen Altens Campus 679 
Ellon Learning Centre 4 
Fraserburgh Campus 1,039 
Peterhead Campus 2 
Total 4,021 

Days lost as a percentage of days available to work is calculated as follows: 
Total days lost to absence in the year / (average monthly FTE in the year x total number of working days 
in the year) x 100 
Working days in 2019 = 365 days minus 104 weekends and 12 College closure days = 249 
Total days lost = 4021 / (514.6 (average monthly FTE) x 249 working days) x 100 
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Top Overall Sickness Absence Reasons by Number of Working Days Lost  
 
Reason for Absence Days Lost Due to Absence 
Anxiety/stress/depression/other 
psychiatric 

655 

Cold, Cough, Flu - Influenza 546 
Gastrointestinal problems (e.g. 
abdominal 

541 

Benign and malignant tumours, cancers 291 
 
Number of Employees Absent by Sickness Absence Reason 
The main reasons for sickness absence detailed in the table below by number of 
employees absent for that reason: 
 
Reason for Absence Number of Employees 
Cold, Cough, Flu - Influenza 148 
Gastrointestinal problems 137 
Headache / migraine 58 
Unknown causes / Not specified 33 
Ear, nose, throat (ENT) 27 
Anxiety/stress/depression/other 
psychiatric disorders 

26 

Chest & respiratory problems 23 
Other known causes- not elsewhere 
classified 

22 

Injury, fracture 21 
Back Problems 18 
Dental and oral problems 14 
Eye problems 9 
Other musculoskeletal problems 8 
Genitourinary & gynaecological 
disorders 

7 

Heart, cardiac & circulatory problems 7 
N/A 6 
Infectious diseases 5 
Benign and malignant tumours, cancers 4 
Pregnancy related disorders 4 

 
Top Three Long Term Sickness Absence Reasons by Number of Working Days Lost 
Long Term Sickness Absence – defined as an absence of 28 days or more: 
 
Long Term Sickness Absence Reason Working Days 

Lost 
Number of 

Employees Absent 
Anxiety/stress/depression/other psychiatric 
disorders 

535 12 

Benign and malignant tumours, cancers 285 3 
Injury, fracture 220 5 
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Appendix 2 

People Services Annual Report  
2020 

 

 

 

 

 



Content                           
1 - People Services’ strategic agenda 

    People Services’ Priorities: 

- College Strategic Objectives 
- College Annual Priorities 
- People Strategy 
- Activities undertaken by People Services to meet Strategic Objectives 

 
2 – Attracting, recruiting, retaining staff: staffing information 

- FTE/headcount figures 
- Leavers & turnover 
- Phased/flexible retirements 
- Additional hours costs 
- PN data 
- Vacancies/applicants/appointments 
- Sickness absence data 

 
3 – Workforce Planning 

- Having the right staff, in the right place, at the right time 
 

4- Empowering & Engaging 

- Staff Survey Results 
- National Bargaining 

 
5 – Developing performance and leadership 

- Fostering Leadership & Management 
- Corporate Training Plan  
- TQFE/Assessors awards 
- Managing Performance – iCon 

 

6 – Equality & Diversity 

- People Services’ Equality Action Plan 
- Gender Neutral Recruitment 
- Equality, Diversity & Inclusion (ED&I) Survey 

 

7 - Staff Wellbeing 

- Occupational Health  
- Employee Assistance Programme  
- Wellbeing Strategy and Activities  
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HUMAN RESOURCES COMMITTEE 

Meeting of 20 May 2020 

Title: Staff Wellbeing & Support Survey 

Author: Kimra Donnelly, Director of HR & 
OD 

Contributor(s): Susan Webster, Learning & 
Development Manager 
 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☐ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with a summary of the findings of a recent 
Staff Wellbeing & Support Survey. 
 
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: 

Executive Summary:  
The wellbeing of staff has always been a key priority for the College.  Given the 
significant impact of COVID-19 on the ways in which College staff have been 
required to change the ways they work and teach, the Leadership Team agreed 
that it was crucial to understand how this was affecting their wellbeing, and to 
identify any additional support that could be provided. 
 
An online Staff Wellbeing & Support Survey was therefore undertaken with a total 
of 246 response recorded.  The Survey was launched prior to the Easter holidays 
and remained open for three weeks.  
 
Attached as Appendix 1 is a summary of the findings of the Survey which has 
been made avaible to all staff on COLIN. 
 
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: 

 

 



– Feedback and Proposed Actions

Wellbeing and 
     Support Survey 
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– Feedback and Proposed Actions

Wellbeing and  
     Support Survey  
A big thank you to everyone who has taken the time to complete 
the Wellbeing and Support Survey. This has enabled us to get a good 
picture of how everyone is doing at the moment and also to identify 
the type of support that is still required.

We are very pleased to see that 41.2% of you are feeling absolutely fine and 45.3% are 
doing OK. This is really good news. 

We are very aware that some colleagues are feeling anxious and unhappy at this current time. 
Please ask for help if you are struggling. This might be from your line manager, People Services 
or, if the help you need is practical, from one of the teams who can provide assistance. 

Just a reminder that some key e-mail addresses are:

humanresources@nescol.ac.uk
cpd@nescol.ac.uk
digitalfutures@nescol.ac.uk
helpdesk@nescol.ac.uk

Please also have a look at the range of contacts and resources that can now be found in the 
Health and Wellbeing section of COLIN. Quick access can be found in NEScol at Home and 
using the following LINK This section contains links to reputable organisations who are there to 
provide advice, guidance and support.

We will soon be implementing an Employee Assistance Programme, which will offer support for 
staff. Details to follow soon. 

Further details of some actions we will be taking are on the final page of this report.

mailto:humanresources%40nescol.ac.uk%20%20?subject=
mailto:cpd%40nescol.ac.uk?subject=
mailto:digitalfutures%40nescol.ac.uk?subject=
mailto:helpdesk%40nescol.ac.uk?subject=
https://nescol.interactgo.com/Interact/Pages/Section/ContentListing.aspx?subsection=8036


Q1 We would like you to share your tips on how you have managed 
homeworking. For example, what successes have you had? What has worked 
well for you?

There were many suggestions made. Here are some of the ideas that you put forward:

1. It is really beneficial to create a structure to your day that works for you. For many 
colleagues, this means following the pattern of the normal working day. Others have 
agreed variations to this with their line managers which allows them to balance the 
demands of family and work. Having a structured day gives us some control over the 
situation we find ourselves in. Having that element of control is very important to our 
mental wellbeing. 

2. Many people mentioned the importance of taking breaks during the working day, and 
for a lot of us, working from home means that we can enjoy these breaks with the people 
(and pets) that we live with. The importance of using down time for exercise and for 
hobbies was mentioned frequently. These enjoyable breaks are important for mental and 
physical wellbeing, so please make sure you take them at times that suit you.

3. Another point which was mentioned by a large number of staff was the importance 
of creating a working space. Some people are lucky to have a room that they have 
turned into a home office and which can be escaped from at the end of the working 
day. However, for many people, space at home is more limited and / or there are other 
family members needs to be addressed. Consequently, kitchens and dining rooms have 
become the home office. Several staff explained how the daily routine starts with the 
setting up of the “home office”, which is then put away at the end of the day, so that 
the boundaries of the working day are marked and the laptop left out doesn’t act as a 
continual reminder of things needing to be done. Whatever your home situation is, please 
have a look at the guidelines for setting up your workstation which have been developed 
by the Health and Safety Team. The link can be found here: LINK These guidelines will help 
you ensure that you avoid eye strain and are sitting as well as you can to avoid neck and 
back ache.

4. We received some very good tips for teaching and plan to introduce some mechanisms 
to allow teaching staff share these.

5. Communication featured highly in this section – for more details see Q3-Q6

https://rise.articulate.com/share/XawkQ0PRTnG8OwzagQOyD1wK7xR8b-Tt#/


Q2. Please reflect on the challenges you may have encountered working 
from home and explain what support the College could provide to help you to 
manage these better:

1.  Technology came top of the list in relation to difficulties, but with many of you saying that 
any issues had been quickly resolved by ITTS, the Learning Technologies and Digital Futures 
Team, support from colleagues or through your own persistence. This was very good news. 
We have all suddenly had to work in an unprecedented situation and the learning curve for 
most of us has been steep. When 2020 was designated the Year of Digital, this wasn’t what 
we had in mind! However, our skills continue to develop and no doubt we will be taking our 
new abilities back into the College when we return and working in new and improved ways. 
More support is going to be made available to build our technical abilities and confidence, 
please see final page. 

  Some persisting problems have been around access to the Remote Desktop, particularly at 
busy times of the day. 

  A number of you are also having issues with internet connection at home. In many cases 
this is due to the high demands within individual households, but in some cases it is down to 
Broadband speed generally. If you are experiencing continued problems please contact 
your manager and ask if ITTS can help – we do have a small number of dongles than can 
alleviate the problem. 

2.  For many people the difficulties experienced are around managing work with other 
commitments at home such as children needing home schooling or vulnerable relatives 
requiring support. Please click on this LINK to access advice from the Scottish Government’s 
Parent Hub and AGE UK. Whilst the College can’t solve these problems have created a 
forum so that staff with similar challenges can share strategies to these challenges. Please 
see LINK 

3.  Whilst many teaching staff reported high levels of student engagement, others expressed 
concern for the large number of students who aren’t engaging possibly because they don’t 
have the technology required or because of lack of motivation. Senior managers are aware 
of this problem and will be investigating how it could be resolved.

4.  Other staff expressed concern about the poor mental health of both colleagues and 
students. Initiatives, such as the Big White Wall, and Employee Assistance Programmes are 
being brought in which will help with some of these issues. 

https://nescol.interactgo.com/Interact/Pages/Section/ContentListing.aspx?subsection=8036
https://nescol.interactgo.com/Interact/Pages/Modules/Forum/Forum.aspx?id=8066


Q3: Q4: Q5: Q6 Communication 

Communication within teams seems to be working extremely well. Many people said how 
much they valued communication with their line manager and colleagues. 

Communication is always important to business success but in the current situation, when 
many of us are feeling unsettled and missing the face to face contact that we get from 
working in a busy environment it takes on a new significance.  

Almost every person who completed the survey mentioned the use of Microsoft Teams. 
We are also using E-mails, Skype, Telephone calls and Collaborate. 

Many of you are continuing communication outwith College using social media to stay in 
touch with and support friends and colleagues.

Effective communication means that we feel connected with one another, it allows 
managers to agree goals and for activity to be shared and coordinated. It allows 
everyone to be kept up to date with what is happening.  

For continued good communication, we took some of your comments and created a list 
of tips: 

• Managers please continue to check in with staff reporting to you at least once a 
week, ideally through audio or face to face on Teams. It is much easier to have a 
more natural discussion in these circumstances.  

• This being said, check what type of communication colleagues prefer. Video calls 
don’t work for everyone for a variety of reasons. 

• When having team meetings, an agenda or structure provides a focus, and 
mechanisms for who speaks and when should be agreed. Because of the time delay, 
individual input is harder to manage in Teams and it’s too easy for several people to 
try and speak at once.  

• Everyone should remember, many of us are balancing work with family needs and 
so it is unrealistic to expect colleagues to be available at all times throughout the 
working day. If you would like to meet with a colleague – drop them a message 
through Teams first and agree a mutually convenient time. Prepare to be interrupted 
by children, dogs, cats, telephones and delivery drivers... 

• It is good to check on our quieter colleagues to make sure that they are OK, but some 
people are enjoying the opportunity to work on tasks without interruptions. Continual 
communication might come across as intrusive, however well meaning. Teams based 
tea breaks are a great idea but respect those who prefer not to join in. 

• Keep written “Chat” on Teams professional.  

• Have due regard for confidentiality. If you are going to be having a private 
conversation think about who else might be about.



For getting the most out of Teams, including how to switch off notification that a new 
message has been sent to you, please see the Digital Futures Guide to Microsoft Teams:  

https://www.nescoldigitalfutures.co.uk/microsoft-teams 

There were many positive comments about College wide communication recognising 
the effort that has gone into managing the current situation. There were also some very 
good suggestions which would help enhance communication, including providing 
regular updates on key topics, making information easier to find on COLIN, and providing 
opportunities for cross College communication. We have taken these on board, please 
see how they are being implemented below.

Q7: Peer Support

Just under half of you said that you would like additional support. The biggest request was 
for more social cross College communication, but specific help with technology, setting 
up your workstation and planning and delivering remote teaching were also requested. 
Please see below for how we are taking this forward.

A big thank you to the members of staff who have volunteered their help. We will be 
contacting you to put arrangements in place over the next couple of weeks.

ACTIONS ALREADY IN PLACE:
• The Principal’s weekly briefing, keeping everyone up to date on developments is 

circulated by e-mail to all staff. If you don’t receive a copy, please contact your line 
manager. 

• There is a new section on COLIN – “Nescol at Home”. This appears right at the top of 
the landing page and contains links to the key news items and documents that have 
been produced to help us whilst working from home – please keep an eye on this new 
section as it will continue to develop over the coming term. 
 
 
 
 
 
 

• Guidelines for setting up your workstation have been produced and can be found in 
Nescol at Home but also using the current LINK  

• A training Catalogue has been produced with links to courses on a range of subjects, 
including digital skills, wellbeing and mental health (these are proving to be very 
popular) See LINK 

https://www.nescoldigitalfutures.co.uk/microsoft-teams 
https://rise.articulate.com/share/XawkQ0PRTnG8OwzagQOyD1wK7xR8b-Tt#/
https://rise.articulate.com/share/2-CH1ClysiD_k4l2oYscHIBun6JLguvG#/


COMING SOON:
• A regular webinar programme to keep you updated on key developments 

• A programme of training webinars to further develop your digital skills. 

• The creation of online discussion forums on a range of topics to help you connect with 
colleagues who share similar interests or problems. These might include: 
  
a) sharing ideas on how to manage work and homelife during the current period; 

 b) sharing tips for engaging students remotely or,
 c) how to manage teams remotely. 

• One to one coaching support where staff needing support on a range of topics will 
be paired with a colleague who can offer help. 

• A programme of online wellbeing and social activities will be created to provide us all 
with some much needed “down time”. 

• Finally, we will continue to take on board your comments so please get in touch with a 
member of the team if you have any ideas or requests.



Before we go:

Investors in People – Health and Wellbeing Award

Just before the College closed, we were working on plans to follow on from the IIP Health and 
Wellbeing audit that was carried out in December and January.  A big thank you to the 294 
members of staff who completed the online survey and the 58 who took part in the various focus 
groups. 

The main themes to come out of the audit and some follow-on plans are as follows:

The annual wellbeing day is very popular. You 
would like it to continue.
 

Sadly, we will not be able to hold a wellbeing 
day this year with all the social activities that we 
have included in past years. However, we will be 
arranging online activities spread over a longer 
period. Next year we hope the wellbeing day will 
be bigger and better than ever. 

In several areas of the College, groups of staff are 
developing their own wellbeing initiatives. There 
are some good ideas out there!

We would like to tap into these and will be  
approaching you for your suggestions soon.  
In future we would like to appoint wellbeing 
champions!

Changes in Occupational Health Provider Not everyone was aware of the changes in 
OH provider or clear about what services are 
now available. We have updat-
ed the OH section on Colin see LINK                                                                                                                  
Please be aware that our OH provider continues 
to work and can be accessed for support and 
counselling during the current period.

There are increased pressures on staff at all levels This is acknowledged. Unfortunately, these chal-
lenging times are not doing anything to alleviate 
the situation. Some of the initiatives that we are 
introducing, we hope will help everyone as we 
move forward.
The Health and Wellbeing Area on COLIN has 
been refreshed and updated with numerous links 
to organisations offering guidance and support.
Training – particularly in digital technologies. Fur-
ther training to support Leaders is in the planning 
stage
Peer support Programme
Discussion forums
Employee Assistance Programme

A Health and Wellbeing Strategy is currently being 
drafted and a Health and Wellbeing Group will be 
convened to drive initiatives forward.

The Learning & Development Team 
Iain Henderson, Lynn Laing, Susan Webster 
May 2020

https://nescol.interactgo.com/Interact/Pages/Section/ContentListing.aspx?subsection=3286
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Title: Peer Support Programme 
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Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☐ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose: To provide the Committee with information on the College’s new Peer 
Support Programme. 
 
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:  
In conjunction with the Staff Support and Wellbeing Survey, staff were asked to 
register their interest in receiving peer support or to become a volunteer willing to 
offer support to colleagues.   
 
The Learning & Development Team is managing the creation of the Programme 
and has collated a list of volunteers alongside identified areas of support they 
can offer,  Volunteers have also been asked to advise the type of support they 
would like to offer i.e. 1) one to one support, 2) small group meetings, and/or 3) 
webinars. 
 
At the time of writing basic coaching training is being provided to those 
volunteers who wish to take advantage of this. 
 
The Peer Support Programme will be promoted to all staff via email and COLIN, 
with staff asked to contact the Learning & Development Team if they would like 



to receive support.  The Team will then pair staff members requiring one-to-one 
support with an appropriate volunteer. 
 
Where there are several people all seeking support on the same topic, either a 
group session using Microsoft Teams or a mini training session by webinar will be 
arranged, subject to the agreement of the members of staff concerned. 
 
Where there are requests for support on any topics not identified in the initial list, 
the Learning & Development Team will approach appropriate College Teams or 
colleagues to request support. 
 
Whilst discussions between any member of staff and the respective volunteer 
would normally be in confidence, any issues raised which require specialist 
intervention (e.g. mental health, financial difficulties, safeguarding) the Learning 
& Development Team or the respective volunteer will seek agreement of the 
individual to refer them on to further appropriate help and support. This might be 
by recommending the individual contacts an appropriate external agency such 
as GP, Citizens Advice Bureau, or through referral to their line manager and/or 
People Services. 
 
The Programme will be monitored to ensure fair distribution of workload between 
volunteers. 
 
Furloughed staff will be able to ask for support and be able to join in social 
activities but will not be able to be a volunteer or run any social activities.  
 
In addition, the following is also planned which some volunteers will also support 
and contribute to: 

• A programme of digital skills staff training 
• A series of staff discussion forums  
• A varied programme of staff social activities for implementation before the 

end of May 2020. 
 
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: 

 

 




