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HR Committee 
Minutes 
	Date
	13 October 2020
	Time 
	3 pm

	Venue
	Zoom 

	Chair
	Kevin Cowley

	Membership Kevin Cowley (Chair), Jo Rogers, Rebecca Conroy, David Smith, Suzanne Green, Robert Mee, Marie Sangster 

In attendance- Tim Hulme, Mia Bryden, Becky Cooke, (Steve Hedges from 4 pm)



	
	Item
	Action  

	
	
	

	
	
	

	1) 
	Apologies
Apologies were noted from Robert Mee and David Smith.
	

	2) 
	Declarations of Interest 

Suzanne's declared that her company is due to deliver training services to the College (First Aid mental health training)  
	

	3) 
	Minutes of the last meeting & Matters Arising

THE MINUTES OF THE LAST MEETING WERE AGREED AS A TRUE AND ACCURATE RECORD. 

The matters raising were noted as completed or on the agenda. 
	

	4) 
	Referral from Audit, Risk and Compliance 

The Audit, Risk and Compliance Committee have expressed concerns to the HR Committee that the College has gaps in its employment processes, as highlighted via the internal safeguarding audit. 
The Committee considered the response provided by the Interim Director of HR. They were satisfied that processes to ensure appropriate vetting checks are completed had been tightened, and that robust monitoring arrangements are now in place. 
It was noted that the HR report details two incomplete DBS checks. The Committee asked what the timeframe is for these to be completed. The CEO described the risk management process in place and monitoring arrangements. 
ACTION- The DoG to provide response to the next ARC Committee 

Rebecca to share risk management form. 
	Mia 

	5) 
	HR report  & Annual Report 

HR Report 

The Interim Director of HR summarised the routine HR Report: 
Turnover and absence pleasingly low, indicative of more stable workforce and also the impacts of Covid. The Chair noted that the 4.4% compulsory turnover demonstrated a robust approach to performance management. 
32 applications were received for voluntary redundancy from across a range of service areas, 17 were approved, 14 were declined, and one withdrew. The process for agreeing to the rational for declined applications was described  - a business case thoroughly considered by the  Executive Team - whether it was a genuine removal of the post, cost in terms of pension strain and whether there was a redeployment opportunity for others at risk.   The Committee was advised that for the foreseeable future, there may be some minor reconfigurations linked to business realignment (for example in Student Services) however no large scale restructures are planned.  The Chair asked for clarification about the rationale for the 14 members of staff who were declined and what support was offered to them.  The Interim Dir of HR clarified and advised that there were three agreed mutual exits. The CEO described the thought to language given at the outset of the VR process to manage expectations and support staff through the process. 
Trade Unions relations were noted to be positive. 
Workforce profile data was shared.  The Interim Director of HR advised that there are large numbers of staff who have opted not to declare their ethnicity or disability. It is hoped that the People Strategy activity will increased confidence in declaring. There was a request to break this data down by campus once a year. There was a question about how college systems support capturing the recruitment and retention of non-binary staff. This was a recognised gap in College systems which is hoped to be closed as part of the People Strategy.   The CEO will be leading on staff and student EDI activity and will be reviewing the capturing and use of EDI data.

ACTION – DoG to forward plan an annual breakdown of workforce profile data per campus
There have been no incidents of Staff whistleblowing and Staff safeguarding

It was noted that Performance Management Objectives had been set for teaching staff; target setting is underway with an expected completion date of October half term. Business support process will commence by the October half term. A focus is being given on ensuring an appropriate 'golden thread' that links the college strategic aims with the objectives for all staff. 

Annual HR Report 

The Committee proposed the development of HR metrics linked to the ESCG Strategic Plan (and People Strategy) be tabled annually to support benchmarking.  It was noted this activity could also support building an employer brand. The Committee would like to see staff voice metrics included in the dashboard.

ACTION – DoG to raise at Short-term Board Focus Group meeting on Weds 14 October 2020. 


	Mia 

Mia 



	6) 
	Pay framework for College staff (inc Pay award update) 

The Interim Director of HR advised ESCG roles are graded against a harmonised pay spine. The group no longer uses spot points (values outside of the pay scale) except in the cases of senior post-holders. It was noted that a Job Evaluation exercise needs to be undertaken across the organisation to establish a reference scale. This does not mean an overhaul/regrading of every current role (i.e. no commitment to amend salaries as a result), rather a score will be determined for each existing role and its grade which would then allow new roles to be evaluated and correctly graded in line with the rest of the group. 

The majority of teaching roles are now standardised, with consistency across the posts that make up curriculum structures and the associated grades. Support areas are more complex, as there is a wider variety of roles that make up the different departments. This is a large piece of work that will take some months.

The CEO advised a 1% pay award has been built into forecasting for this year. Subject to reasonable student recruitment the pay award could be granted after the half-term break and backdated. 
	

	7) 
	Update on People Strategy activity 

Arrangements for Obtaining the Views of Staff and Students

The Committee considered the above. 

ACTION – The CEO to add a 'Covid dependent' caveat and expand on the intent, implementation and impact of the listed feedback initiatives. This should then be published on the ESCG Governance webpage to comply with the Board adopted AOC Code of Good Governance. 

There was also a request for the development of guidance for governors on measuring the impact of online learning development. It was noted the Curriculum and Standards Committee are also looking at this in respect of experience for staff and learners. 
Staff Panel feedback

The Staff Governors provided feedback of the Staff Governor Panels at the end of the last academic year. A full presentation was provided to the Committee outlining the 'things going well' and 'criticisms.' The Committee tested out the areas that need developing with the CEO and plans in place to address some of the more negative comments. 
Another drop-in session is arranged for 22 October. Governors have also been invited to speak with staff.  
The was a discussion about ensuring a whole College effort to ensuring students are wearing masks and support for staff to challenge non-compliance to ensure everyone's safety. 

A commitment to ensuring regular opportunities to engage with staff and share their experiences with the Committee was given by the CEO. 

There was a request from Staff Governors for continued good communication by the CEO, including the 'why" and that this approach be role modelled by all levels of management in the College.  

It was acknowledged that legacy issues relating to terms and conditions across the College remain, particularly in realtion to facilities. 

The Committee thanked the Staff Governors for this considered piece of work. 

People Strategy

Contextual work has been undertaken, looking at other areas People Strategies. The Committee encouraged the CEO and Interim Director of HR to look at industry's outside of the FE sector.  It was noted that the development of the People Strategy has been on hold pending the appointment of a  permanent CEO.  The CEO advised the Strategy would dovetail into the internal strategic plan consultation, due to take place in November 2020.  Key metrics will need to be agreed as per the discussion in Item 5. The Committee agreed a careful balance is required to ensure that everyone has an opportunity to participate. The Chair of the Committee offered support in the development of the Strategy. 
	Rebecca 

	8) 
	Safer recruitment policy 
The Interim Director of HR presented the changes to the policy as:

· Previous legacy R&S Policies combined

· Safer Recruitment principles embedded

· SEAF process clearly signposted

· Detailed step by step procedure for Managers to follow

The Committee approved the policy.  This does not require Board sign off. 
	

	9) 
	Staff Code of Conduct
The Interim Director of HR presented the changes to the policy as:
· Shortened and made clearer

· Set a scene with the introduction, more collegiate

· Explained the work of the People Strategy to form our new Vision and Values which will be inserted to the policy by the end of December 2020 following consultation with staff

· Built-in a link to other policies at Section 2 to the new intranet 

A working group was constructed in the review of this policy. As the CEO is now permanently in place, work will continue on values and vision aspects of this Code in consultation with staff and external stakeholders.  The FE White Paper may also influence the Code. The CEO proposed a place holder set of values from initial consultation work be included, pending publication in April 2021 alongside the ESCG Strategic Plan. This was agreed. 

ACTION- CEO and Director of HR to progress consultation activity and dissemination of the 'place-holding' document to staff

ACTION – DoG to forward plan revised Staff of Conduct at 9 February meeting. 


	Rebecca and Becky

Mia 

	10) 
	Whistleblowing Policy
The Interim Director of HR presented the changes to the policy as:

· Shortened and made clearer

· Rebranded to ESCG (from previous legacy college versions)

· Explained how concerns about behaviours should be raised (accepting that this policy is about the legal protection afforded to 'qualifying disclosures')

· Included how to raise a concern about a member of the Exec or HR teams
· Learning from the recent SPH process has been incorporated 

It was confirmed that the policy is available on the Governance pages and main pages of the ESCG website. 
The Committee resolved to recommend the policy for Board sign off on 21 October. 

ACTION – Mia to forward plan. 
	Mia 

	11) 
	Committee Self-Assessment Feedback 
The Director of Governance provided feedback on the HR Committee self-evaluation feedback undertaken last academic year. 
There were only 3 respondents. They identified areas for improvement in: 

•
Shaping and influencing strategy

•
Sufficient assurance about performance and delivery of objectives

•
Driving financial efficiency

•
Implementation of best practice self-evaluation  to drive improvement

•
Committee induction and personal development

On the whole People and Committee Operations aspects are considered a strength.
	

	12) 
	Committee evaluation 

Suzanne Green provided feedback on the effectiveness of today's meeting.

She noted papers arrived six days in advance, rather than 7, but that this not have a significant impact.  She said she found her first HR Committee meeting a really positive experience. She described excellent chairing; time for each item, everyone had time to speak and ask questions, with discussion and questions allocated proportionately to the appropriate items: well-prepared exec team contributions and helpful to have the two staff governors as part of this Committee. The  Director of Governance ensured that the appropriate decisions were recorded. The Chair was clear about the purpose of agenda items, and decisions were properly reached. 
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Did the agenda and papers arive seven days in advance?

2. | Were the agenda papers writien with clarity? 7

3. | Were the issues considered at the meeling appropriate? 7

4| Did you have all the information you needed to fully participaten |/
the discussion and decision?

5. | Was sufficient fime available for thorough debate? 7

6. | Were you safisfied that the decisions were arrived at in a proper 7
manner?

7. | Were you able to express your views? 7

8. | Was the meeting chaired effectively? 7





	

	15)
	Any urgent matters 

· Trade union meeting 
The Director of Governance advised that as per the Committee's TOR  it holds an annual meeting with Trade Union representatives outside the formal Committee.
ACTION –Director of HR to liaise with Unions to see what would most benefit them 
	Becky 
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