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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 26 May 2021 at 1030 hours through the use of Microsoft 
Teams. 

 
AGENDA 

Agenda 
Item 

 Paper 

01-21 Apologies for Absence  
02-21 Declaration of any Potential Conflicts of Interest in relation to 

any Agenda Items 
 

03-21 Minute of Previous Meeting – 10 March 2021 X 
04-21 Matters Arising from the Previous Meeting X 
   
 Matter for Decision  
05-21 People Strategy X 
   
 Matters for Discussion  
06-21 People Services Enhancement Plan AY2020-21 – Progress 

Report 
X 

07-21 Equalities Report Update X 
   
 Matters for Information  
08-21 National Collective Bargaining Update - verbal update  
   
 Any Other Business  
   
 Summation of Business and Date of Next Meeting  
 Date of next meeting to be confirmed when Schedule of 

Meetings has been finalised. 
 

   
 Reserved Item of Business  
 No reserved items of Business  
   
   

 

 



 

 
 

Agenda Item 03-21 
HUMAN RESOURCES COMMITTEE 

 
Draft Minutes of the meeting of the Human Resources Committee held on 10 March 2021 at 
1030 hours via Microsoft Teams. 

 
Agenda 

Item 
 

 

Present: 
Ann Bell – Chair 
Neil Cowie 
Susan Elston - Vice Chair 
John Henderson 
Abha Maheshwari 
Ken Milroy 
Gwen Watt 
 
In attendance: 
Kimra Donnelly, Director of People Services 
Pauline May, Secretary to the Board 
Susan Lawrance, Minute Secretary 
Elaine Reid, Senior HR Business Partner 
 

01-21 
Apologies: 
Julie McGinley 
 

02-21 
Declaration of any Potential Conflicts of Interest in relation to any Agenda Items 
None 
 

03-21 
Minutes of Previous Meeting – 30 September 2020 
The minutes were approved as a true and accurate record. 
 

04-21 
Matters Arising from the Previous Meeting 
Members noted the Matters Arising Report and no further matters were raised. 
 

 
Matters for Discussion - Equalities 
 

05-21 

Staff Equality Profile 2020 
The Committee considered the College’s Staff Equality Profile for 2020, with E 
Reid highlighting reporting requirements and key statistics by protected 
characteristics. 
 
Members were advised of areas to be addressed to advance equality of 
opportunity through actions in the People Services Equalities Action Plan. 
 
A discussion followed with potential further consideration in a number of areas 
noted including shared parental leave, reasons for resignations, workforce 
planning, and COVID-19 lessons learned. 
 
The importance of succession planning given the College’s staffing age profile 
was noted.  K Donnelly advised that key workforce planning considerations 
would be aligned to Curriculum Business Priority Planning work that is currently 
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being undertaken by the Directors of Learning and Director of Business 
Development. 
 
In relation to the analysis of data it was noted that considering separate sets for 
teaching and support staff would be helpful to explore employment drivers for 
these respective groups, for example in relation to part-time working. 
 
N Cowie highlighted that the College continues to improve its collection and 
analysis of equalities related data.  S Elston commented that it is important for 
the College to focus on future trends rather than current figures and to be 
proactive in implementing actions sooner rather than later. 
 

06-21 

Occupational Segregation Report 2020: Gender 
Members considered the latest Occupation Segregation Report on gender, with 
E Reid highlighting key statistics and trends. 
 
Members were advised of plans to undertake an Equality, Diversity & Inclusion 
(EDI) staff survey and the holding of staff focus groups to help identify further 
required actions.  The Committee welcomed these planned developments. 
 
It was proposed that it would be helpful to identify the gender split of teaching 
staff in comparison to the student body, noting that the mix of taught subjects 
could skew this with traditional gender imbalances. 
 
Further considerations around the College’s approach to talent development, 
and career progression, and recruitment practices were noted.  
 
In response to a discussion on the percentages of females in support roles and in 
part-time roles, K Donnelly commented that an increase to flexible working 
practices that is likely to be introduced as a ‘lesson learned’ from the pandemic 
may help to address these imbalances. 
 
K Donnelly highlighted current considerations regarding the introduction of a ‘Be 
Inspiring’ staff programme in support of a College approach to ‘grow our own’.  
 

07-21 

Occupational Segregation Report 2020: Disability 
The Committee considered the latest Occupation Segregation Report on 
disability, with E Reid highlighting key statistics.   
 
The need to be aware of the large number of staff in the ‘prefer not to say’ 
category when considering data was highlighted.  Members were advised jf next 
steps to support the reduction of the number of staff identifying in this category 
to further improve disability data to help mainstream equality at the College. 
 

08-21 

Occupational Segregation Report 2020: Race/Ethnicity 
Members considered the latest Occupation Segregation Report on 
race/ethnicity, with E Reid highlighting key statistics and comparison of the 
ethnicity of College staff against the population of North East Scotland. 
 
Members were advised of the next steps to be implemented to address key issues 
were noted. 
 

09-21 

Pay Gap Report 2020:  Gender & Ethnicity 
The Committee considered the College’s latest Pay Gap Report, with E Reid 
highlighting key statistics, noting that the Colleges gender pay gap rose in 2020 
compared to 2018 figures.  It was however noted that the College’s pay gap 
remains lower than the UK and Scottish pay gaps. 
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Actions to be taken forward to reduce the pay gap were highlighted to 
Members. 
 
A Bell thanked E Reid and K Donnelly for the comprehensive equalities reports 
presented to the Committee. 
 

 
Matter for Decision - Equalities 

10-21 

Equal Pay Statement & Policy 
Members considered a paper enabling the Committee to consider the College’s 
Equal Pay Statement & Policy. 
 
K Donnelly advised Members that the document attached as Appendix 1 had 
been created following the combination of the College’s existing Equal Pay 
Policy and Equal Pay Statement, with repetition removed and required updates 
highlighted.  
 
A discussion followed with amendments to the document requested in relation 
to objectives noted on page 3, and the addition of a reference to senior staff on 
personal contracts. 
 
It was agreed that the document would be circulated for final approval to 
Members by email to enable it to be published by the required deadline of the 
end of April 2021. 
 

 
Matter for Discussion - Other 

11-21 

Staff Wellbeing Update 
Members noted a paper providing on the College’s approach to staff wellbeing 
which has been developed since the start of the COVID-19 pandemic. 
 
K Donnelly shared details of new activities and services that have been recently 
introduced, and noted various planned developments to be implemented to 
improve and further strengthen staff wellbeing across the College. 
 
K Donnelly highlighted that a Staff Health & Wellbeing Strategy was currently 
under development. 
 
The People Services Team were thanked for the significant amount of work being 
undertaken to support staff health and wellbeing. 
 

12-21 

Any Other Business 
Under any other business, the Chair congratulated the College on the success 
of the recent virtual Apprenticeship Awards Ceremony.   
 
The Chair highlighted that the next meeting of the Committee would be her last 
given that her term of office would cease at the end of August 2021.  It was 
noted that consideration had been given to succession planning arrangements, 
with a proposal that the current Vice Chair S Elston be appointed as the next 
Chair, subject to Board approval.  The Committee recorded its support for the 
appointment of S Elston as the Committee’s next Chair. 
 

13-21 

Summation of Business and Date of Next Meeting 
The Secretary gave a summation of the business conducted.  The next meeting 
of the Human Resources Committee is scheduled to take place at 1030 hours on 
Wednesday 26 May 2021. 



4 
 

 

The Committee Chair and Regional Chair in highlighted that this would be P 
May’s last attendance at a meeting of the Committee as she would shortly be 
leaving the College, thanked her for her for contributions to and support of the 
Committee’s work. 
  

 
Meeting ended 1145 hours 

 

 
Agenda 

Item 
Actions from Human Resources 
Committee 10/03/21 

Responsibility Deadline 

05-21 

Consider additional areas to address 
– shared parental leave, reasons for 
resignations, staff turnover predictions, 
NESCol graduate programmes and 
apprenticeships, COVID-19 lessons 
learned 
 

K. Donnelly To be taken forward as 
part of the People 
Services Equalities 
Action Plan 

05-21 

Explore, separately, employment 
drivers for teaching staff and support 
staff 
 

K. Donnelly To be taken forward as 
part of the People 
Services Equalities 
Action Plan 

06-21 

Identify gender split of teaching staff 
in comparison to gender split of 
student body 
 

K. Donnelly To be taken forward as 
part of the People 
Services Equalities 
Action Plan 

06-21 

Consider additional areas to address 
– talent development, career 
progression, recruitment process 
 

K. Donnelly To be taken forward as 
part of the People 
Services Equalities 
Action Plan 

10-21 

Finalise requested amendments to the 
College’s Equal Pay Statement and 
Policy, and circulate to Committee for 
approval 
 

K. Donnelly 
with P. May 

As soon as possible 

 

 

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



   Agenda Item 04-21 
 

HUMAN RESOURCES COMMITTEE 
 
An update on matters arising from the meeting of the Human Resources Committee 
held on 10 March 2021. 

 
Agenda 

Item 
 

05-21 

Action: Consider additional areas to address – shared parental leave, reasons 
for resignations, staff turnover predictions, NESCol graduate programmes and 
apprenticeships, COVID-19 lessons learned. 
 
Status: Updated Action Plan included in Equalities Report Update – Agenda 
item 07-21 
 

05-21 

Action: Explore, separately, employment drivers for teaching staff and support 
staff 
 
Status: Updated Action Plan included in Equalities Report Update – Agenda item 
07-21 
 

06-21 

Action: Identify gender split of teaching staff in comparison to gender split of 
student body 
 
Status: Updated Action Plan included in Equalities Report Update – Agenda item 
07-21 
 

06-21 
 

Action:  Consider additional areas to address – talent development, career 
progression, recruitment process 
 
Status:  Updated Action Plan included in Equalities Report Update – Agenda item 
07-21 
 

10-21 
 

Action:  Finalise requested amendments to the College’s Equal Pay Statement 
and Policy, and circulate to Committee for approval 
 
Status:  Amended document circulated to all Committee Members and 
approved.  New Equal Pay Statement and Policy available on COLIN and Nescol 
Equal Pay Statement and Policy 
 

 

https://d1ssu070pg2v9i.cloudfront.net/pex/nescol/2021/05/17075754/HR08-Equal-Pay-Statement-and-Policy.pdf
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HUMAN RESOURCES COMMITTEE 

Meeting of 26 May 2021 

Title: People Strategy 

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 consider and approve the People Strategy. 

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:  

The People Strategy has been refreshed in line with the draft Strategic Plan 21-23 
(appendix 1). The refreshed Strategy aims to meet the challenges presented by 
the global pandemic and support staff to maintain resilience during these 
emergency years.  

There are six key themes integral to ensuring that the College’s strategic 
ambitions relating to People Services are achieved, and these have been 
updated to reflect both the lessons learnt and future requirements during a 
global pandemic. 

The 6 key strategic themes relating to People Services are: 

1. Ensure that the College attracts, recruits, rewards and retains the best 
people.  

2. Ensure that our people are informed, empowered and engaged.  



3. Ensure that staff have every opportunity to perform to their potential and 
succeed. 

4. Ensure that the College’s leaders and managers create an environment 
where our people and students achieve success.  

5. Contribute to an approach to equality and diversity that generates a 
culture of respect and opportunity for all. 

6.  Deliver activities to promote staff wellbeing and resilience. 

The People Strategy details each of the 6 key strategic themes and how People 
Services will support the College in achieving them. 

Given the current fluidity of the College’s operating environment and the longer 
term impacts and consideration s from the global pandemic, the People Strategy 
will be reviewed as required in line with the Strategic Plan. 

Recommendation:  It is recommended that the HR Committee approve the 
People Strategy. 

Previous Committee Recommendation/Approval (if applicable): Proposals for a 
‘lighter touch’ review of the Strategic Plan and the refresh of the supporting 
strategies were discussed and the March Board meeting and the April Strategy 
Event. 

Equality Impact Assessment: 

Positive Impact ☒ 

Negative Impact ☐ 

No Impact  ☐ 

Evidence: 

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

 



People Strategy 

© North East Scotland College 2021 

1. Aim

1.1 North East Scotland College’s (NESCol) people are at the heart of the College. Our 
people are talented, innovative, adaptable, work with integrity and are essential to 
achieving the College’s ambitions. 

1.2 It is People Service’s mission to provide an excellent client-
focused service that meets the challenges presented by 
the global pandemic and supports staff to maintain 
resilience during these emergency years. 

2. Introduction and Context

2.1 In its Strategic Plan 2021-23 the College has identified 
five Strategic Themes: 

2.1.1 Strategic Theme 1: Being Agile and Responsive 

2.1.2 Strategic Theme 2: Empowering People 

2.1.3 Strategic Theme 3: Advancing Partnership Working 

2.1.4 Strategic Theme 4: Delivering Excellence and Innovation 

2.1.5 Strategic Theme 5: Leading Sustainability. 

2.2 A number of Strategic Objectives have been identified in relation to each Strategic 
Theme and its Goal which detail how they will be achieved.  This supporting Strategy 
aims to ensure progress against the following Strategic Objectives: 

• Strategic Theme 1: Objectives 1.1, 1.3
• Strategic Theme 2: Objectives 2.1, 2.2, 2.3, 2.4, 2.5, 2.6
• Strategic Theme 3: Objectives 3.7, 3.8
• Strategic Theme 4: Objectives 4.6, 4.8
• Strategic Theme 5: Objective 5.4

Corporate 
Strategy

People 
Strategy

People 
Service

Agenda Item 05-21 
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3. Strategy Themes and Objectives 
 

3.1 The College has identified six  Key Themes that will be crucial in ensuring that its strategic 
ambitions relating to People Services are achieved: 

 
3.1.1 Attraction, Recruitment, Reward & Retention 
3.1.2 Empower & Engage 
3.1.3 Performance & Development 
3.1.4 Leadership & Management 
3.1.5 Equality & Diversity 
3.1.6 Wellbeing. 

 

 
 
 
 

NORTH EAST  
SCOTLAND 
COLLEGE 

 
 
 

 
 
 
 
 
3.1.1 In order to ensure that the College attracts, recruits, rewards and retains the 

best people, the College will: 
 

• Develop our employer reputation as an ‘employer of choice, including a 
flexible approach to working during and beyond the global pandemic 
emergency years’; 

• Through effective workforce planning, ensure to clearly identify the roles 
required for the future and develop targeted campaigns to recruit to them; 

• Develop our recruitment processes and practices to ensure they are adaptable 
to meet the challenges of the emergency years, attract a high calibre pool of 
applicants, and deliver an excellent candidate experience at every stage of 
the recruitment process; 

• Incorporate ‘Total Reward and Benefit Package’ aligned to the National Terms 
and Conditions into the recruitment process; 

• Commit to the principle of equal pay for like work, work of equal value and work 
rated as equivalent for all its employees: 

• Deliver a reliable payroll service and provide accurate management 
information; 

• In consultation with staff, ensure staffing structures meet the College’s 
requirements to deliver its strategic objectives during and beyond the global 
pandemic emergency years.  

Attraction, 
Recruitment, 

Reward & Retention

Informed, 
Empowered & 

Engaged

Performance  & 
Development

Leadership & 
Management

Equality & Diversity

Wellbeing
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3.1.2 In order to ensure that our people are informed, empowered and engaged, the 
College will: 

 
• Embed a consistent College-wide approach to Employee Engagement into 

everything that we do; 
• Work with the College’s leaders and managers and in partnership with the 

trade unions, to encourage transformational engagement with our staff to 
improve the working environment and the student experience; 

• Contribute to keeping staff informed through the College’s intranet, webinars 
and question-and-answer sessions; 

• Ensure that staff have the opportunity to have their say, through staff surveys, 
focus groups and consultations; 

• A continuing commitment to being an Investor In People (IIP) employer; 
• Use technology to enable staff to stay connected and engaged regardless of 

their work base; 
• Provide all staff with the right and opportunity to engage in dialogue though 

the performance review process, iCon2. 

3.1.3 In order to ensure that staff have every opportunity to perform to their potential 
and succeed, the College will support and develop our people by: 

 
• Creating an environment where staff are actively engaged in continuous 

improvement, and take personal responsibility for their own performance and 
development; 

• Designing and commissioning relevant development programmes that meet 
the needs of our staff, as well as proactively responding to the College’s 
strategic themes, goals and priorities; 

• Ensuring that our staff are clear about what is expected of them and their role 
through proactive performance management; 

• Ensuring all staff have the necessary digital skills and knowledge to deliver an 
effective and innovative service to our students now and in the future;  

• Enhance the capability and capacity of those delivering the People Strategy, 
building a team who are creative, confident and highly motivated. 

3.1.4  In order to ensure that the College’s leaders and managers will create an 
environment where our people and students achieve success, the College will: 

 
• Provide our leaders with the necessary skills and behaviours to lead others 

during the emergency years to deliver excellence throughout the College; 
• Provide support to enable effective management practice at all levels, through 

a culture of collaboration and collegiality; 
• Ensure that all leaders and managers are aware of their responsibilities and their 

performance is reviewed and recognised; 
• Develop our staff to become managers and leaders to ensure the College has 

succession plans in place for the future; 
• Ensure that our leaders advocate and demonstrate the College’s values and 

behaviours and address issues where colleagues are not acting in line with 
these. 
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3.1.5 In order to contribute to an approach to equality and diversity that generates 
a culture of respect and opportunity for all, the College will: 

 
• Embed equality and diversity into everything we do to eliminate unlawful 

discrimination, harassment and victimisation; 
• Ensure that the views of staff with different protected characteristics are sought 

through collaboration, communication and consultation; 
• Attract, retain and develop a diverse range of people to work for the College 

and enable those who work for NESCol to have access to open and transparent 
career development and progression; 

• Enhance the collection, analysis and monitoring of equalities data and relevant 
equalities information to inform People Services Equalities Action Plan. 

3.1.6 In order to deliver activities to promote staff wellbeing and resilience, the College 
will: 

 
 Actively support the health and wellbeing of our staff and offer proactive and 

relevant interventions and services; 
 Engage with staff through consultation to develop bespoke wellbeing initiatives 

during and after the global pandemic; 
 Commit to the IIP "We Invest in Wellbeing Framework"; 
 Provide staff with the opportunity to work toward achieving a successful work-

life balance; 
 Support staff wellbeing with flexible working options. 
 

4. Responsibilities 
 
4.1 The Regional Board’s Human Resources Committee will be responsible for approving 
 the Strategy. 
4.2 The Principal & Chief Executive will monitor the Strategy’s implementation and review 

the Strategy to ensure it continues to meet the College’s needs.  
4.3 The Director of People Services will ensure that the Strategy is implemented across all 

campuses. 
4.4 The People Services Team will support the implementation of the Strategy. 
 

5. Monitoring and Review 
 

5.1 The Human Resources Committee will review progress in relation to the implementation 
of the Strategy by considering updates on the annual People Services Enhancement 
Plan. 

5.2 Progress will be monitored through regular updates provided by the Director of People 
Services to the Principal & Chief Executive. 

5.3 Updates will be shared with the Leadership Team to encourage collaborative working 
and consultation in support of the Strategy as appropriate. 

5.4 The Director of People Services will evaluate the Strategy’s implementation at Team 
meetings to monitor progress and to identify required actions in response to any 
emerging issues or priorities. 

 
6. Related Documents 

6.1 Strategic Plan and Supporting Strategies  
6.2 Outcome Agreement 
6.3 College suite of HR Policies and Procedures 
6.4 People Services Enhancement Plan. 
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Status: Draft for consideration by Human Resources Committee at its meeting of 26 May 2021 
Approved by: Human Resources Committee 
Date of Version: March 2021 
Date of EIA: May 2021 
Responsible for Strategy: Principal & Chief Executive 
Responsible for Implementation of Strategy: Director of People Services 
Date of Review: April 2023 
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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: 
 

People Strategy 

Person(s) 
Responsible. 
 

Director of People Services 

Date of 
Assessment: 

18-05-2021 

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

 
To ensure that the People Services team provide an excellent client 
focused service that meets the challenges presented by the global 
pandemic and supports staff to maintain resilience during these 
emergency years. 

 
Who will this policy, 
procedure or 
practice impact 
upon? 

 
The People Strategy impacts but is not limited to the following; staff, 
students, stakeholders and members of the public.  

 
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 Strategy identifies themes 
and objectives taken from 
NESCol’s draft ‘Strategic Plan 
2021-2023’. In particular 
referencing the strategic 
objectives as detailed in 
section 2.2.  
 

• This Strategy provides clear 
themes and objectives along 
with responsibilities expected 
from the People Services 
team along with additional 
stakeholders – this Policy 
applies equally to all staff 
irrespective of protective 
characteristics.  
 

• This policy promotes a 
positive working relationship 

*Draft Strategic Plan 
2021-2023 
*Consulted with ET, 
Leadership Team & 
HR Committee 
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between management, 
People Services and all staff 
in order to ensure all staff in 
informed and clear direction 
is giving on what’s expected 
from the delivery of the 
People Strategy. 
 

• Updates to the People 
Strategy will be shared with 
the Leadership team along 
with communications being 
sent out to all staff. This will be 
done via electronic 
communication and 
announcements on the 
College intranet.  
 

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

 
Part 3. Action & Outcome (Following initial assessment, describe any action that will be 
taken to address impact detected) 
 
 
People Services, Leadership Team and any relevant departments, will provide assistance 
in applying any reasonable adjustments in applying this Strategy. 
 
The People Services Strategy will be reviewed and monitored regularly by People Services, 
Leadership Team and the HR Committee. 
 

 
Sign-off, authorisation and publishing 
Name: Kimra Donnelly  
Position: Director of People Services 
Signature:  

 
Date: 18/05/2021 

 
Where will impact 
be published? 

College intranet and electronic communication.  
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HUMAN RESOURCES COMMITTEE 

Meeting of 26 May 2021 

Title: People Services AY2020-21 Enhancement Plan  

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 provide the Committee an update on the People Services 
Enhancement Plan for AY20-21. 

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: The September 2020 HR Committee agreed the People 
Services Enhancement Plan AY2020-21.  This report provides an update on that 
plan (Appendix 1).  

Progress has been made in all five areas identified in the People Services 
Enhancement Plan: 

COVID – 19 

People Services have and will continue to provide up to date and responsive 
information, advice and guidance regarding COVID-19 to all relevant 
stakeholders.  

Health & Wellbeing 

A considerable amount of work has been undertaken to support the health & 
wellbeing of staff during the past year.  This work has been recognised though our 
latest IIP report and was reported to the March Board meeting. 



Workforce Planning 

A draft workforce planning toolkit that incorporates succession planning will be 
presented and discussed by the Leadership Team in June 2021.  The recent 
internal audit of recruitment and selection at the College refers to the work that 
has been done and the proposals for further development.  

Management Information 

The HR/Payroll system ResourceLink now provides relevant and accurate staffing 
information.  More work is required to make information more easily accessible to 
managers through the Managers’ Dashboard. 

Enhanced Partnership Working with the Students’ Association 

A joint Health and Wellbeing Strategy for students and staff is currently being 
drafted.  This will enhance the joint working that has already taken place this past 
year. 

Going forward meetings with the Student Engagement Manager and the Student 
Associations’ President will be arranged to share ideas of how we can work more 
closely together and discuss training that they believe our lecturing staff would 
benefit from. 

Next Steps 

Through the College’s Self Review process for academic year 2020-21, a new 
People Services enhancement plan will be drafted for academic year 2021-22.  
Following this process and progress on the current plan, it is likely that Workforce 
Planning and Enhanced Partnership Working with the Students’ Association will be 
carried forward into next academic year’s plan.  

Recommendation: 

It is recommended that the Committee consider the information provided in the 
update to the People Services Enhance Plan AY20/21. 

Previous Committee Recommendation/Approval (if applicable): 

The People Services Enhancement Plan for AY2020-21 was presented to the HR 
Committee in September 2020. 

Equality Impact Assessment: 

Positive Impact ☒ 

Negative Impact ☐ 

No Impact  ☐ 

Evidence: 

Enhancement of the services and information that People Services provides 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 COVID-19 To provide up-to-date, 
accurate and responsive 
guidance to managers and 
staff regarding COVID-19 

• Provide information, 
advice and guidance to 
the Leadership Team 
on staff related matters 
as required. 

• Provide information, 
advice and guidance to 
managers and staff as 
required. 

AY2020/21  People Services 
have and 
continue to 
provide up to 
date and 
responsive 
information, 
advice and 
guidance 
regarding 
COVID-19 

2  Heath & Wellbeing  To deliver activities and 
provide services that 
promote wellbeing and good 
mental health for 
staff. Focused support 
provided to staff working 

• Develop a 
College wide statement 
of commitment to 
health & wellbeing, 
health & wellbeing 
strategy and an action 
plan to implement it.  

AY 2020/21 APs 7;14  
  
  

 Considerable 
amount of 
activities and 
advice have 
been put in 
place for staff to 
support them 
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remotely and differently due 
to COVID-19 

 
• Promote the Employee 

Assistance Programme 
to raise staff 
awareness and 
engagement. 

 
• Lead and promote on 

activities that keep staff 
connected while 
working remotely. 

 
• Lead and promote 

health & wellbeing 
initiatives.  

through the 
current working 
arrangements 
as a result of 
COVID-19.  
Wellbeing has 
and continues 
to be a priority 
for the 
Leadership 
Team. 
 
The Wellbeing 
Strategy is 
currently being 
drafted and will 
be for both staff 
and students, 
with separate 
frameworks 
sitting 
underneath. 

3 Workforce Planning  
 

• Progress with the draft  
Workforce Planning 
Framework  

• Data Analysis  
• Identify staff and skill 

requirements for the 
future shape of the 
College. 

• Lead on relevant 
processes such as 
voluntary severance to 
support the College in 

AY 2020-21  AP7;  
SO 5  
  
  

 A draft 
workforce 
planning 
framework 
incorporating 
succession 
planning will be 
presented to the 
Leadership 
Team in June 
2021 
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achieving financial 
stability. 

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.  

 
• Produce relevant 

staffing information to 
support mangers in 
managing their 
budgets. 

 
 

AY 2020/21  APs 4;7  
SO5  

 The information 
held in the 
HR/Payroll 
system – 
ResourceLink is 
now accessible 
to People 
Services.  
Further work is 
require to make 
this information 
easily available 
to manager 
though the 
Management 
Dashboard.  
The pace of 
development 
has been 
delayed by 
COVID-19.  
This will be 
continue to be 
developed by 
People 
Services. 

5 Enhance partnership 
working with the 
Students’ Association  

To develop working practices 
that gain feedback from 
learners to improve the 
services People Services 
deliver.  

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

• Invite views from the 
Students’ Association 

AY 2020/21  AP12   A staff and 
student health 
and wellbeing 
strategy is 
currently being 
drafted.  This 
will guide and 
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on what training they 
believe our staff may 
benefit from.  

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

  

enhance the 
joint work that is 
already taking 
place regarding 
health & 
wellbeing for 
both staff and 
students. 
 
A meeting will 
be arranged 
with the new 
Student 
Engagement 
Manger and 
newly elected 
Student 
President 
before the start 
of the next 
academic term. 
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People Services 
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Business Partner 

 

Type of Agenda Item: 

For Decision   ☐ 

For Discussion  ☐ 

For Information  ☒ 

Reserved Item of Business  ☐ 

Purpose: To provide the Committee an update on the People Services Equalities 
Action Plan. 

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: 

16. Improve outcomes for all learners, regardless of protected characteristics, 
through a reduction in early withdrawal and an increase in completed success 
rates. 

Executive Summary:  

The HR Committee on 10 March 2021 approved the Colleges Equalities reports for 
publication and agreed the People Services Equalities Action Plan. 

This report is an update on the People Services Equalities Action Plan (Appendix 
1) and a response to the matters arising from the March HR Committee. 

People Services Equalities Action Plan 

To inform the HR Committee of progress on the People Services Equalities Action 
Plan it has been added as a standing item to the HR Committee agenda. 

The Action Plan (Appendix 1) has been updated to reflect the outcome of the 
March HR Committee meeting and details actions completed to date. 

Additional Areas for Consideration 



Most of the issues arising from the meeting of the HR Committee will be addressed 
through the College’s Workforce Planning Toolkit, the College’s Management 
Information report and the People Services Equalities Action Plan.  

The College’s Workforce Planning Toolkit will provide a mechanism to consider 
employment drivers for both support and teaching staff, career progression and 
staff turnover predictions. By identifying the skills that College staff will need to 
have in the future will help us to determine who we need to upskill or recruit.  It will 
also inform what recruitment methods will be required, for example the possible 
use of apprenticeships more widely across the College. 

Management Information will be presented to the September 2021 HR 
Committee, detailed staffing information, however below is some specific 
information requested from the Matters Arising:   

Shared Parental Leave 

It is very difficult to report on Shared Parental Leave or to measure the impact 
because the uptake is still exceptionally low.  Only 2% of eligible couples made 
use of Shared Parental Leave in 2019 according to research by the law firm EMW 
based on HMRC figures. 

Gender Split of Teaching Staff in Comparison to Gender Split of Student Body 

2019-2020 full-time student gender split: 
 
Number - % - Gender 
3202 –    52% - Female 
2924 -     48% - Male 
 
2019-2020 part-time student gender split: 
 
Number - % - Gender 
7347 -      49% - Female 
7737 -      51% -  Male 
 
This compares with a staff gender profile: 
 
Number - % - Gender 
323 -     55.8% - Female 
256 -    44.2% - Male 
 

Reasons for Resignations 

For most employees who left the College in 2020 the reason given for leaving was 
‘resignation’.  For individuals who did provide a reason for leaving, these are 
detailed below: 

2 people had a change of career, 1 of whom cited better prospects; 

1 person left to undertake a full-time Masters degree; 

1 person left to go back home (abroad); 



1 person left for health reasons follow a disciplinary matter; 

5 people left to go to a new job. 

Recommendation:  It is recommended that the Committee consider the 
information provided in this report 

Previous Committee Recommendation/Approval (if applicable): Equalities data 
and mandatory reporting was approved by the HR Committee on 10 March 2021. 

Equality Impact Assessment: 

Positive Impact ☐ 

Negative Impact ☐ 

No Impact  ☒ 

Evidence: 
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People Services Equality, Diversity & Inclusion – Priority Actions 2021-22 

The College continues to seek to ensure that as an organisation it creates a more equal, diverse and 
inclusive learning and working environment for students and staff alike.  The College’s approach is 
to: 

• Ensure equality and diversity is embedded in all areas of College activity 
• Use data gathered to eliminate unlawful discrimination and promote equality 
• Ensure all College staff undertake mandatory equality & diversity training to raise awareness 

of the need to promote equality within their work areas 

A key priority for the College is to deliver on the actions identified in its gender pay gap, 
occupational segregation, staff equality data and learning & development reports. 

This documents outlines the actions that People Services will be taking to address identified 
equalities “hotspots”, to eliminate discrimination, advance equality opportunities for staff and foster 
good relations. 

The main areas that People Services will be focussing on are: 

Area Action required Timescale 
 

Completed 

Relaunch Equal Opportunities 
Monitoring Questionnaire (with 
additional information on why 
declaration is important and including 
information on what constitutes a 
disability) in line with Advance HE 
model 
 

Work with Resourcelink to 
ensure this is possible without 
affecting the integrity of 
existing data 
 
Ensure staff complete revised 
questionnaire (via MyView) 

April 2021 
 
 
 
 
Summer 
2021 

 

Address issues with Resourcelink, in 
particular with regards to:  
 

• disability information 
• gender information, which 

needs to include “prefer not 
to say” and “other” as options 

• resolve terminology 
inconsistencies: options are 
sometimes “undisclosed”, 
sometimes “prefer not to say” 
etc 
 

Work with Resourcelink to 
identify how information can 
be improved 

Summer 
2021 

 

Examine reasons why 10 out 32 
leavers in 2020 were in the age 
category 30-44  and why more leavers 
were in a “Christian” category (15) 
than “no religion/belief” category (11) 
to determine if there are any 
retention issues 

People Services to go through 
leaving forms from these staff 
to identify reasons and 
potential future actions 
 

April 2021 Reasons for 
leaving 
examined – 
April 2021 – 
no reasons 
identified in 
relation to 
protected 
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characteristi
cs 

Examine recruitment processes: 
 

• Regarding the extent to which 
recruitment is in line with the 
staff profile to see if there is 
any inadvertent bias in the 
process 

o in particular with 
regards to the number 
of BAME 
applicants/appointme
nts  

 
 
 
 

• Identify why there are so few 
– and in particular, women – 
from BAME backgrounds at 
College & address any issues  
 

• Work with external race 
equality organisations to 
encourage a more diverse 
workforce and to foster better 
relations with regards to race 
equality between the College 
and the wider community in 
order to position the College 
as a BAME employer of choice  
 

• Add in a statement to job 
adverts that the College 
welcomes applications from 
ethnic minorities 
 
 
 
 
 

• Examine how the College 
could use the Scottish 
Government’s minority ethnic 
recruitment toolkit, available 
online at: 
https://www.gov.scot/publica
tions/minority-ethnic-
recruitment-toolkit/ 

 

 
 
Examine the content of job 
adverts 
Examine the policy regarding 
shortlisting/interview panels  
Examine BAME 
applications/shortlisting/inter
view panels for all posts where 
there were BAME applicants in 
2020 to identify if/where 
there are any issues  
 
 
 
 
Use outcomes from the Staff 
Equality, Diversity & Inclusion 
Survey in the first instance to 
determine potential actions 
 
Contact GREC to discuss how 
best to achieve this 
 
 
 
 
 
 
 
 
Work with People Services 
Team to ensure the wording 
“The College encourages 
applicants from diverse 
backgrounds”  is included in 
all adverts 
 
 
 
Review Government 
document with the People 
Services Team and identify 
any further actions that need 
to be taken 
 
 
 
 

 
 
 
October 
2021 
 
 
 
 
 
 
 
 
 
 
 
Summer 
2021 
 
 
 
October 
2021 
 
 
 
 
 
 
 
 
 
By April 2021 
 
 
 
 
 
 
 
Summer 
2021 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Completed 
18/3/21 
 
 
 
 
 
 
Paper 
drafted: 
..\Ministerial 
Response - 
Ethnicity\Mi
nority Ethnic 
Toolkit - 
Nescol 
Actions.docx 

https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
file://ad.nescol.ac.uk/staff/HR/Equality%20&%20Diversity/Ministerial%20Response%20-%20Ethnicity/Minority%20Ethnic%20Toolkit%20-%20Nescol%20Actions.docx
file://ad.nescol.ac.uk/staff/HR/Equality%20&%20Diversity/Ministerial%20Response%20-%20Ethnicity/Minority%20Ethnic%20Toolkit%20-%20Nescol%20Actions.docx
file://ad.nescol.ac.uk/staff/HR/Equality%20&%20Diversity/Ministerial%20Response%20-%20Ethnicity/Minority%20Ethnic%20Toolkit%20-%20Nescol%20Actions.docx
file://ad.nescol.ac.uk/staff/HR/Equality%20&%20Diversity/Ministerial%20Response%20-%20Ethnicity/Minority%20Ethnic%20Toolkit%20-%20Nescol%20Actions.docx
file://ad.nescol.ac.uk/staff/HR/Equality%20&%20Diversity/Ministerial%20Response%20-%20Ethnicity/Minority%20Ethnic%20Toolkit%20-%20Nescol%20Actions.docx
file://ad.nescol.ac.uk/staff/HR/Equality%20&%20Diversity/Ministerial%20Response%20-%20Ethnicity/Minority%20Ethnic%20Toolkit%20-%20Nescol%20Actions.docx
file://ad.nescol.ac.uk/staff/HR/Equality%20&%20Diversity/Ministerial%20Response%20-%20Ethnicity/Minority%20Ethnic%20Toolkit%20-%20Nescol%20Actions.docx
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• Maintain Disability Confident 
Employer award 
 
 
 
 

• Carry out equalities training 
for People Services staff 

 

Identify any further actions 
that could be taken by the 
College 
 
 
 
Ensure the whole People 
Services Team is aware of the 
importance and impact of 
equality-related matters 
 
 

 
To be 
determined 
by Disability 
Confident 
 
 
AY21/22 

Flexible working 
• To help address a possible 

underlying contributor to the 
gender pay gap 

 

Update in light of COVID and 
in response to future National 
Bargaining 

On-going 
review, in 
line with 
COVID 
restrictions 
 
Update 
policy as 
determined 
by National 
Bargaining 
 

 

Staff survey regarding Equality, 
Diversity & Inclusion 

• To establish a baseline and 
determine what staff 
understand by equality, 
diversity and inclusion 

• To use the outcomes of the 
survey to identify how the 
College should advance staff 
equality-related matters 

• To use the outcomes of the 
survey to identify the 
activities staff need to 
eliminate discrimination, 
advance equality of 
opportunity and to foster 
good relations between 
people from different 
protected characteristic 
groups 
 

 

Develop and launch survey 
 
 
 
 
Analyse results and identify 
outcomes and actions 

Easter 2021 
 
 
 
 
By summer 
2021 

Survey 
launched – 
closing date 
14 May 2021 

Conduct focus groups to understand 
why there is a predominance of 
women in lower graded support posts  
and part-time posts 

Using outcomes from staff  
ED&I survey, formulate 
questions to be used as basis 
for focus groups 
 

2021, if safe 
to do so (in 
light of 
COVID) 
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• To help address any 

underlying causes that 
contribute to occupational 
segregation and the gender 
pay gap 

• To understand if there are any 
issues around progression 

• To explore issues around 
flexible working, in particular 
in light of COVID 

 

 

Engage staff from all protected 
characteristics in Learning & 
Development  to develop their skillset 
 
 
 

Conduct survey to explore 
reasons for staff in some 
protected characteristic 
groups not engaging in 
external training – this will be 
incorporated into staff 
Equality, Diversity & Inclusion 
Survey 
 
 
 
Use iCon2 system to identify 
training/barriers to training 

Survey by 
Easter 2021 
 
Analyse 
results by 
summer 
2021 
 
 
 
 
AY 21/22 
 
 

Survey 
launched – 
closing date 
14 May 2021 

Examine the impact of COVID on 
various aspects of working, including 
working at home, by protected 
characteristics 
 

Conduct survey and/or focus 
groups 

2022  
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