
1 

Item 14 
For Noting  

Glasgow Kelvin College 

Board of Management 

Finance and Resources Committee – 30 May 2023 

People and Culture Services Update 

Report by Director of People and Culture 

1.0 Introduction 

The main purpose of this paper is to provide members with an update on People and 
Culture Services matters in relation to the following areas: 

2.0 Human Resource Management 
3.0 Organisational Development 
4.0 Equality and Inclusion 
5.0 Health and Wellbeing 

2.0 Human Resource Management 

2.1 Employment Relations 

The purpose of this section is to provide members with an update on employment 
relations in terms of both National Collective Bargaining and local matters between the 
College and its recognised trade unions, EIS-FELA and Unison. 

2.1.1 National 

EIS-FELA 

Members will be aware that the EIS-FELA statutory ballot provided a mandate for 
industrial action short of strike action (ASOS) from Tuesday 2 May 2023 to 14 September 
2023 or until the pay dispute is resolved.  

National pay negotiations with EIS-FELA are ongoing, a fourth dispute meeting was held 
17 May 2023.  A further meeting is scheduled for 1 June 2023. The staff side, however, 
is keen to meet before this date and the management side have agreed to make every 
effort to accommodate the request. 

If the pay dispute is not resolved, it is anticipated that lecturing staff will participate in 
strike action after 14 September 2023. 

Unison 

Unison also confirmed on 14 April 2023, that as a result of its statutory ballot, it has a 
mandate for industrial action in the form of strike action.  At the time of writing this report 
no dates for support staff strike action had been issued. 

Two dispute meetings have taken place with a further meeting scheduled for 7 June 2023. 
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Fair Work 
 
A Fair Work Working Group has been established to progress terms and conditions for 
support staff within the Sector.  The Group will work in partnership with the support staff 
unions to ensure that working practices across the Further Education (FE) Sector have 
fairness at their core and comply with the Fair Work Framework.  The work of the Group 
is supported by the HR Strategic Group, this consists of senior HR representatives from 
every college in the FE Sector. 
  
Facilities Time 
 
A draft protocol has been proposed to the EIS-FELA and is currently being considered. A 
protocol for Unison is currently in place. 
 
In addition to the protocol, Unison has requested a National Facilities Time Release 
Agreement to set out arrangements between Trade Union representatives who undertake 
FE Branch work and their employing college. The HR Strategic Group, on behalf of the 
Sector, is working with Unison representatives to develop a National Facilities Release 
Agreement.   
 
National Policies 
 
Members will recall that the National Policy Workgroup is currently working on a National 
Disciplinary Policy and Disciplinary Procedure framework.  This work is ongoing.  
 
National Job Evaluation 
 
Members will recall that, as part of the National Job Evaluation Quality Assurance 
process, the relevant rank orders, the interim outcome from the evaluation process, were 
shared with each individual college.  The College provided feedback to the National Job 
Evaluation Project Manager on the rank order data it received. 
 
The current position in relation to the project is under discussion.  Discussions have taken 
place with the support staff Trade Unions and the HR Strategic Group to consider a way 
forward. 

 
2.1.2 Local 

Members will be aware that the College and both its recognised Trade unions meet in 
accordance with an agreed schedule through its Joint Negotiating/Consultation 
Committees (JNCC). 

The College and its recognised Trade Unions continue to work together and maintain 
positive working relationships. 

Consultation associated with the Voluntary Severance process with both recognised 
Trade Unions commenced on 27 April 2023 and will run to 26 May 2023.  Management 
have met at least once per week with Trade Union representatives to maintain effective 
consultation. 

2.2 Discipline and Grievance 

Members will recall that the College reported at the previous Finance and Resources 
Committee that: 

• A grievance case had progressed to a Stage Two Appeal.  The grievance was 
not upheld, and the process is now concluded.  The College is continuing to 
work with the staff concerned to build working relationships.  

https://www.fairworkconvention.scot/the-fair-work-framework/
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• It was managing one disciplinary investigation.  The investigation resulted in a 
formal disciplinary hearing and an appropriate sanction being applied. 

At the time of writing this report the College is managing one grievance and one 
disciplinary.  

 
2.3 Attendance Management 

The attendance and absence information for the College is split into four main staff 
groups represented in the College workforce. The allocation is Permanent Teaching 
Staff and Temporary Teaching Staff, Support Staff and SMT/OMT. 

 
Members will recall that the data for temporary teaching staff had yet to be finalised due 
to the information being processed a month in arrears. The data has now been added 
to the Quarter 2 figure (1 November 2022 to 31 January 2023). The figure presented at 
the last Finance and Resources Committee for Quarter 2 was 5.4% with the addition of 
the temporary staff data the figure reduced slightly to 5.3%. The absence statistic for 
Quarter 2 in Academic Year (AY) 2021/22 was 5.8%, showing a decrease of 0.5% in this 
AY. 

Members should note that the data for temporary teaching staff hours and support staff 
hours is yet to be finalised due to the information being processed a month in arrears. 

Graph 1 below shows the absence statistics for three of the four staff groups for Quarter 
3 (1 February 2023 to 30 April 2023) for AY 2022/23 in comparison to AY 2021/22 for 
the same period. There was a slight decrease in AY 2022/23 of 0.04%. The absence rate 
in quarter three for AY 2022/23 increased for support staff but decreased for both teaching 
and management.  

 Graph 1 – Quarter 3 Academic Year 2022/23 in Comparison to Quarter 3 Academic 
Year 2021/22 

 
 
 
 
 



4  

 
Graph 2 below shows the percentage absence rate for short term absence and long-term 
absence for both AYs.  
 
Graph 2 – Short term and Long-term Absence for Quarters 1 to 3 - AY 2022-23  
 

 
 
The percentage rate for quarter three in AY 2021-22 was marginally higher for short-term 
and lower for long-term. 
 
Long-term absence continues to be the main challenge for the College. 
 

 
3.0 Organisational Development 

 
The College continues to build and adapt its approach to Organisational Development, 
working in partnership with staff, managers and representatives of its recognised Trade 
Unions. This section provides an update on five key areas: 

 
• Professional Development Review Process 
• Professional Learning and Development Themed Months 
• Professional Learning in Scotland’s Colleges – Colleges Development Network (CDN) 
• Professional Development Fund 
• Change Management  

 

3.1 Professional Development Review Process 
 

As part of the College’s commitment to continuous improvement of its systems and 
processes the Professional Development Review (PDR) process was reviewed based on 
the feedback received from staff in AY 2021-22.  The PDR process has been streamlined 
further to provide ease of use and meet the needs of staff.  A series of documentation 
has been developed to support the process.  These include: 
 
• A Professional Development Review Guide (this details the PDR process in full). 
• Guidance for staff in terms of preparing for the PDR conversation. 
• Guidance for line managers in terms of preparing for the PDR conversation. 
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As a result of feedback from staff, the PDR exercise for AY 2022-23 will be launched in two 
stages, support staff will complete the Review with their line manager June to August 2023 
and Teaching Staff from September to November 2023. 
 
Members will recall that the PDR process provides the framework for professional 
development activities throughout each academic year. 
 

3.2 Professional Learning and Development - Themed Months 
 

A series of themed training months continue to be delivered to complement the Staff 
Development Days that take place per session. The themes from October to December 
were guided by the CDN Workforce survey responses and those from January to March 
were chosen based on the analysis conducted on action plan responses by staff as part 
of the Professional Development Review process. Staff feedback will continue to be 
sought in order to provide relevant and timely professional learning and development 
opportunities. 

 
Some examples of activities that have taken place include: 

• March and April - Equality and Inclusion – BSL Information Sessions, Deaf Awareness 
Seminar, Age Inclusion Awareness Seminar, Safeguarding, Menopause Training for 
Managers and Awareness Training for Staff, Mentoring with MCR Pathways. 

• March to May - Health and Wellbeing - Scottish Mental Health First Aid, Managing 
Stress, Let’s Talk About Suicide Prevention, Helping Students Build Resilience, 
Intelligent Kindness, Healthy Tips for Hybrid Working and information stands by local 
partners.  

• March to May - Digital – Microsoft Excel Essentials, Managing Appointments, Moodle 
Refresh, Cyber Security, H5P Quizzes (question set tutorials), the launch of the CDN 
Capability Hub. 

• May - Sustainability - What happens to waste at the College, Carbon Literacy Training, 
Climate Crumbs – How to talk about climate change when cooking or growing, Climate 
Fresk workshop, Introduction to Learning for Sustainability, Summer Street Food 
Event, Sustainability on Tour.  

 
Staff feedback continues to be extremely positive in relation to this approach. 

 
3.3 Professional Learning in Scotland’s Colleges – Colleges Development Network 

(CDN) 
 

Following a meeting with a representative of CDN who was undertaking research into 
professional learning approaches in Scotland’s Colleges as well as gathering information 
on the challenges ahead for the FE Sector the College was selected to showcase its 
community approach to professional learning.  
 

The ‘Professional Learning in Scotland’s Colleges, Action Research March 2023 paper 
showcased how Glasgow Kelvin College uses the information it gathers through its PDR process 
and other mechanisms to listen to its staff and how staff influence the professional learning 
opportunities to shape all areas of their professional development.  Further information on can be 
found in the Action Research paper, Appendix. 

.  
 

3.4 Professional Development Fund 
 

Members will recall that as part of the College’s commitment to supporting the professional 
learning and development of all staff, it may provide funding to enable individuals to bid for 

https://glasgowkelvin.sharepoint.com/:b:/r/sites/Cte-BoardofManagement/Shared%20Documents/Finance%20and%20Resources%20Committee/2022-2023/Meeting%2004%20-%2030%20May%202023/Linked%20Reports/Item%2014%20-%20Appendix.pdf?csf=1&web=1&e=6XpSt4
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support to undertake certificated programmes. An element of the overall budget for learning 
and development is set aside for this purpose.  The Professional Development Fund (PDF) 
is set at £5,000 per year.  This fund aims to support staff to enhance their skills and 
knowledge in their role or enhance their career development.   
 
Individual members of staff were invited to apply for support from the PDF. The College 
received 18 new applications in total and it will fund the second year of studies for two 
members of staff approved in the previous session.  
 
The assessment of applications is carried out by a Steering Group, established in 
accordance with the associated procedure for managing the PDF.  The Group is currently 
assessing each application and a further update will be provided at the next Finance and 
Resources Committee.  
 

3.5 Change Management 
 
The College recognise the importance of supporting staff through the persistent change 
experienced by the FE Sector, more so now than ever.   It has identified leadership training 
for members of the Senior Management Team which will be delivered by an external 
company used previously by the College. The training titled ‘Ice and Fire: Leading in a 
Changing World’, will take place 13 and 14 June 2023.   
 
The College aims to deliver training to support its operational managers manage change 
along with awareness training for staff in coping with change during AY 2023/24. 
 

 
4.0 Equality and Inclusion 

 

The focus of the Equality and Inclusion (E&I) Lead over the past few weeks has been to 
support the Director of People and Culture to produce the College’s Public Sector 
Equality Duty (PSED) Report 2023. A copy of the draft Report is on the agenda of this 
Committee meeting for comment prior to being presented at the Board of Management 
Committee on 12 June 2023 for approval.  

The College published its draft Report, as required by statute, before 30 April 2023.  It 
covers a Mainstreaming Report, including staffing data; a progress report on Equality 
Outcomes; Pay Gap Information and Equal Pay Statement.   

In addition, the E&I Lead has been: 
• assessing the College’s current policies, systems and processes along with the 

Director of People and Culture to identify priorities.  
• delivering training to all staff and individual Teams. 
• reviewing the current Equality Impact Assessment Process and developing training 

for delivery to managers and staff. 
• researching external organisations to identify a suitable partner to work with the 

College to: 
• conduct a more detailed audit of its existing equality and diversity policies, 

systems, processes and approaches; and 
• identify a suitable partner to identify areas of preset successes, challenges and 

opportunities for the College to create an anti-racist culture and become a more 
inclusive place to work or study. 

• work with the College to review its current recruitment and selection policy, 
systems and approach. 

 
The purpose of these audits is to assist the College assess its current arrangements, 
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identify gaps and recommend how these may be improved within existing resources. 

5.0 Health and Wellbeing 
 

The College continues to work with staff, managers and representatives of its recognised 
Trade Unions to promote and provide health and wellbeing activities. 

Activities include: 

• WRAW (Workplace Resilience and Wellbeing) – a Wellbeing Staff Survey was 
carried out and the results assessed. A report has been presented to the Senior 
Management Team which identifies existing College strategies to enhance resilience 
and manage pressure points currently in place/undertaken and make 
recommendations to address gaps and develop further support for staff.  The Report 
will be shared with staff and Trade Union representatives.  A further survey to assess 
the impact of the actions taken to date will be conducted in AY 2023/24 

• Training and awareness sessions are continued to be offered to staff. 
• Onsite Occupational Health Clinics will be offered to staff during the month of June 

2023, a half day at each Campus. 
• The delivery of internal activities such as Yoga, Keep fit Classes, Healthy Cooking, 

etc. 
• Planning for a wellbeing day in June 2023. 
• Ongoing training as part of the themed months to build staff members’ capacity to 

support learners wellbeing to increase confidence managing these types of issues 
and therefore reducing stress.  

• Team Kelvin Sessions which enable staff autonomy to take part in an activity that 
supports team relationships and wellbeing of their choosing within a set of guidelines.  

 
 

6.0 Resources Implications 
 

There is a resource implication identified as a result of this report associated with the 
cost of funding any future Nationally negotiated pay awards, in excess of Public Sector 
Pay Policy, and with National Job Evaluation. 

 
The continued higher rate of sickness absence, particularly associated with teaching 
staff, also has budgetary implications for increased temporary teaching staffing costs. 
 

7.0 Impact on Students 
 

The significant levels of staff absences could potentially impact on students and service 
delivery. However, the College is actively managing this with temporary staffing and 
through the application of its Attendance Management and Support Policy. 

 
 

8.0 Equalities 
 

There are no equality implications identified as a result of this report. The appointment 
of its Equality and Inclusion will assist the College to progress further its equality and 
inclusion agenda. 
 

 
9.0 Risk and Assurance 

 
The cost of the pay awards will result in further cost pressures and may require further 
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savings to be made. The impact of high levels of staff absence is referenced at 2.3 above. 
 

10.0 Data Protection 
 

No data protection issues have been identified as a result of this report. 
 
 

11.0 Environmental and Sustainability  
 

There are no Environmental and Sustainability implications arising as a consequence of 
this report.   

 
12.0 Recommendations 

 
Members of the Finance and Resources Committee are recommended to note the 
content of this report and its appendix. 

 
 

13.0 Further Information 
 

Further information on the content of this report can be obtained from Doreen Shiels, 
Director of People and Culture Services (dshiels@glasgowkelvin.ac.uk). 



College Development Network 

PROFESSIONAL 
LEARNING IN 
SCOTLAND'S 

COLLEGES 
ACTION RESEARCH 

MARCH 2023 
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