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RUNSHAW COLLEGE CORPORATION 

 

MINUTES OF THE ORGANISATIONAL DEVELOPMENT 
COMMITTEE MEETING 

 

MONDAY 15TH MARCH 2021 

 

 

Present: 

 

Joshi Jariwala (Chair), Clare Russell (Principal), Portia Bailey, Pam Pye, 
Diane Bourne 

In Attendance Tracey Croft (HR Director), Fatema Hussein (Head of Governance) 

 

Meeting began    

 

4.00pm 

     

Meeting closed 5.25pm  

 

  

 Attendance        83% 
 
 

1. APOLOGIES FOR ABSENCE 
 
Apologies were received and accepted from Louise Myers. 
 
The new Board member Portia Bailey was welcomed and introduced to the meeting. 
 
2. DECLARATION OF INTEREST 
 
Members were invited to declare any direct, indirect, pecuniary, personal or prejudicial interest 
relating to any item on the agenda for the meeting  
 
There were no declarations made. 
 
3. MINUTES OF THE MEETING HELD ON 16TH NOVEMBER 2020  
 
3.1 Approval of the Minutes 
 
Agreed that: the minutes are approved as a correct record and authorised for publication. 
 
3.2 Matters Arising from the Minutes  
 
The action progress log was reviewed, and it was noted that all the actions had been 
completed. 
 
The HR Director reported that all policies had been approved by the Unions and 
communicated to staff. 
 
4. HUMAN RESOURCES MONITORING REPORTS    
 
4.1 Staff Turnover 2019-20 
 
The HR Director presented the report and the following points were noted: 

• There was a slight decrease in turnover in comparison to the previous year 
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• The majority of leavers, 76%, were support staff and this included manual staff   

• Voluntary resignation remained the most common reason for leaving (71%) with the 
majority taking up employment elsewhere (47%) 

• 29% of all leavers departed during their first 2 years of employment 

• Runshaw’s staff turnover figure still compared favourably to the FE sector and industry 
average of 18.2% 

 
Governor Questions 
 
Q. Where staff were leaving voluntarily; did College try to ascertain why they wanted to take 

up employment elsewhere? 
A. The question was asked where staff participated in an exit interview, and for the majority of 
leavers, it was for progression reasons 
 
The Committee agreed that the data was positive but were mindful that it was a small data 
set. 
 
4.2 Industrial Action, Grievances and Whistleblowing      
 
The HR Director reported that: 

• There had been no industrial action in the last 12 months and no whistleblowing cases 

• Staff were regularly reminded about the Whistleblowing procedure via the Staff Update 
and as part of professional boundaries training 

• There had been three grievances in the last 12 months of which two had been upheld 
 
In response to questions, the HR Director provided an update on the nature of the grievances. 
 
5. UPDATE ON STAFF RETURN TO WORK / HOME WORKING     
 
The following update was provided by the HR Director: 

• There had been several updates to the College risk assessment for the return of staff and 
students back to the campus in March 

• This had resulted in a review of the 10 key control measures in the College risk 
assessment, specifically considering mandatory wearing of face coverings, increased 
ventilation and testing using lateral flow devices 

• This had resulted in new signage around College and additional communication and 
training to staff and students 

• Regular meetings were held with the Trade Unions and these were productive 

• A weekly timetable of daily webinar sessions on health and wellbeing were emailed out 
to staff, covering a variety of topics 

• The Covid Test Centre had been operational since January with 2293 tests having been 
undertaken so far and no positive results 

• Some of the catering staff who were on flexible furlough had been redeployed to the test 
centre 

• A staff well-being survey had been undertaken in the Autumn term with pleasing results 
overall 

• Of most concern to staff was students not following the rules, particularly wearing face 
coverings and social distancing 

• This was to be addressed partly through Progress Mentors delivering some sessions to 
remind students of the Covid secure measures and potential serious consequences of 
their actions 

• An online staff health and well-being day had been held on 3rd March with a range of 
activities on offer, most of which were focussed on self-care 
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Governor Questions 
 
Q. Would College receive any funding for the Covid testing? 
A. £15 would be received per test processed  
 
Q. Did College have to pay for the test kits? 
A. They had been provided by the Government 
 
Q. Which specific areas had low satisfaction levels in the staff survey? 
A. Some of the concerns were about returning back to campus and campus safety. The 

College Strategic Advisory Group (CSAC) had met to discuss the results but no significant 
new suggestions were put forward on what else could be done by Management 

 
Q. Going forwards, would College be operating as it did pre pandemic and had consideration 

been given to having a blended approach? 
A. 16-18 learners were very keen to return back to campus, but a more blended approach 

may be adopted for Adult students and Apprentices  
 
Q. As many non-teaching staff were able to work remotely, how did this fit in with the work-

force strategy? 
A. It was anticipated that there would an increase in requests for homeworking and a review 

of working practices. For example, in the HR Department, staff welfare visits may be 
conducted online in future. 

 
RESOLVED: 
 
The Committee noted the report and in particular the staff survey results and extensive range 
of staff well-being activities that were being offered under difficult circumstances.   
 
6. GENDER PAY GAP REPORT 2020/21  
 
The report was presented and the HR Director explained that:      

• The mean gender pay gap was 16.9% and median gender pay gap 22.0% 

• The gender pay gap had changed slightly from the previous year when the mean was 
18.2%  

• and median 21.9% 

• The report would appear on the College website and the key statistics uploaded onto the 
Government Portal by the deadline date of 30th March 2021 

• The gender pay gap was high, but all catering and cleaning staff were directly employed 
by the College and were predominately female 

• College had a good representation of females in management roles in the upper pay 
quartiles 

 
7. EQUALITY & DIVERSITY ANNUAL REPORT 2019/20    
 
Governors reviewed the report which summarised the work that had been undertaken by the 
College in the last 12 months. It was noted that mental health had been a key area of focus 
with a range of initiatives implemented to support staff and students. 
 
Governor Questions 
 
Q. Did College collect any data on the positive interventions and outcomes that had resulted 

from the mental health activities? 
A. There were a number of indicators such as Quarterly reports from the Employee assistance 

programme and staff accessing counselling 
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The Committee requested that this data was shared with them at the next meeting 
 
ACTION: 
 
HR Director   
 
A Governor suggested that further consideration was given to broadening the inclusion 
agenda. 
It was also suggested and agreed that the Staffing & Governance heading was split as they 
were two distinct areas 
 
ACTION:  
 
HR Director to amend the report as suggested 
 
8. POLICY REVIEWS 
 
The proposed amendments to each policy were highlighted to the Committee. 
 
8.1 Dealing with Allegations of Abuse made against Staff, Volunteers and Governors 
 
In response to a question about why the following statement, “historical allegations against an 
individual who is no longer working at the College will be referred to the Police” had been 
added to the policy, the HR Director advised that this was in line with the Keeping Children 
Safe in Education guidance. 
 
RESOLVED: 
 
The Dealing with Allegations of Abuse made against Staff, Volunteers and Governors policy 
was approved, subject to consultation with the recognised trade unions. 
 
8.2 Local Recognition and Procedural Agreement 
 
RESOLVED: 
 
The Local Recognition and Procedural Agreement was approved, subject to consultation with 
the recognised trade unions. 
 
8.3  Parental Leave Policy 
 
RESOLVED: 
 
The Parental Leave policy was approved, subject to consultation with the recognised trade 
unions. 
 
8.4 Purchase of Additional Annual Leave Policy 
 
RESOLVED: 
 
The Purchase of Additional Annual Leave policy was approved, subject to consultation with 
the recognised trade unions. 
 
8.5 Recruitment and Selection 
 
RESOLVED: 



5 
 

 
The Recruitment and Selection policy was approved, subject to consultation with the 
recognised trade unions. 
 
8.6 Safer Recruitment and Engagement                   
 
RESOLVED: 
 
The Safer Recruitment and Engagement policy was approved, subject to consultation with the 
recognised trade unions. 
 
8.7  Progress Mentors Notice Period 
 
The HR Director explained that College was proposing to change the notice period for 
Progress Mentors only from 6 weeks to 8 weeks as it was felt that six weeks may not be long 
enough to recruit someone in a role which included the delivery of personal tutor sessions to 
students  It was noted that notice periods for other support staff appointments had already 
been amended from four to six weeks. 
 
Governor Questions 
 
Q. Would this apply to existing Progress Mentors? 
A. It would only apply to new staff appointments or where a change occurred, such as a flexible 
working request from this point onwards 
 
RESOLVED: 
 
The Committee approved the change in notice period for Progress Mentors which would now 
be discussed with trade union colleagues. 
 
9. STRATEGIC PLAN 2019/20 MONITORING REPORTS  
 
The Committee considered the monitoring reports which set out key actions required to meet 
targets contained in the Strategic Plan and indicated progress to date with them. 
 
The following points were noted: 
 
9.1 Chapter 9   – Staffing         
 

• The new HR Portal was almost ready for implementation and was to be trailed with 140 
staff 

• Work was being undertaken to further increase staff participation in the Runshaw Rewards 
benefits portal 

• Flexible and innovative approaches to CPD were being developed across the college, with  
Microsoft Innovator Educator being rolled out to staff 

 
9.2 Chapter 10 – Equality & Diversity 
 

• College was to reviewing its commitment to the AOC Mental Health Charter 

• Equality & Diversity training was to be reviewed and refreshed 

• There was an ongoing focus on mental and physical health in light of the pandemic 

• The promotion and celebration of Equality & Diversity and British Values was continuing        
   
A Governor suggested that inclusion was incorporated into this chapter of the strategic plan 
 
ACTION: 
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HR Director 
 
9.3 Chapter 12 – Health, Safety & Wellbeing       
 

• It was noted that approximately 80 staff still needed to complete mental health awareness 
training. 

 
Governor Questions 
 
Q. Could anything be done to assist those employees that were not able to attend health & 

well-being activities due to job type / work patterns? 
A. There was mainly an issue with catering staff and some estates staff not being able to 

access activities on College   Improvement days. This had not been as much of a problem 
with the provision of online activities this academic year 

 
10 RISK REGISTER                     
 
The Committee reviewed the relevant section of the register, and it was noted that although 
there were no high risks, the risk of low staff morale and wellbeing had increased in 
prominence due to the COVID pandemic. 
 
Governor Questions 
 
Q. Had any other actions been considered to sense check staff well-being and the support 

being provided by the College?  
A. Staff-well-being was to be reviewed by the internal Auditors as part of the 2021/22 internal 

audit plan 
 
11. COMMITTEE NAME 

 
The HR Director suggested that as a separate Remuneration Committee has been 
established, it may now be an appropriate time to consider whether the name of the Committee 
needed to change in order to better reflect its role and purpose. 
 
Following a discussion and having taken into consideration the names used by other Colleges, 
it was agreed that the name of the Committee was amended to People & Organisational 
Development 
 
12.   GOVERNANCE IMPACT STATEMENT 
 

• Committee suggestion to broaden the Equality & Diversity agenda to incorporate inclusion 

• Review of policies ensures Committee is fulfilling its statutory duties 

• Review of risk register and assurance sought that mitigation actions were in place to 
address staff-wellbeing concerns 

• Request for data re impact of staff mental health initiatives  
 
 
13.       DATE OF NEXT MEETING 
 
Thursday 17th June 2021 at 4.00pm 
 


