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	HUDDERSFIELD NEW COLLEGE FURTHER EDUCATION CORPORATION
Remuneration & Personnel Committee held on 24th May 2022 from 5pm via Teams.


Confirmed Minutes
Present: 

Ms R Drury (Chair) Ms L Summers, Mr Dawson (attendance: 75%) 

In attendance:  

Mr L Goddard (for agenda items 1-3 only) Ms J Thomas (for agenda items 1 – 4), Mr 


M Smith-Connor (for agenda items 1- 7), Ms K Rogerson (for agenda items 1 – 5), 


Ms M Dean (agenda items 1 -7) and Ms L Paddon (for agenda items 1 – 7).  

Clerk:   


Mrs C Coupland

Urgent matter requiring Committee attention: (confidential matter)

Mr Goddard left the meeting at this point. 

1. Apologies for Absence/ Declaration of Interest

Apologies for absence were given by Mr Keith Webb.

There were no declarations of interest from Committee Members.  

2.
 
Minutes from Meeting held on 5th April 2022

Resolved:

· That these be accepted as a true record of the meeting.
3.  Matters arising
At the last meeting, the committee reviewed and made comments on the staff Equality, Diversity and Inclusion data about applicants and staff with suggested actions based upon data, to help work towards a more diverse workforce, where appropriate. It was acknowledged at this point that the ethnicity gap in staff profile, representative of Kirklees, may further widen once the Kirklees BAME Census data for 2021 is published thus resulting in an increased number of students who may not have a BAME ‘role’ model amongst the college workforce. The Committee therefore saw this as a priority area to address and welcomed an analysis of whether the current staff workforce is reflective of the student profile at this meeting.

Ms Paddon reported that the Ethnicity Data is available via Cedar for 2021-22 and has been added to the college’s Applicant and Staff data for comparison purposes. The committee was asked to note that as it is not possible to split the student data between geographical districts, the additional information relates to the full student cohort.
Time was taken for the committee to consider the data presented, all agreed that it affirmed previous conclusion in that there is an acute under representation of Asian/Asian British – Pakistani staff. 

Ms Paddon advised the committee that student body data will now be included within the report format going forward. The committee agreed that this will be helpful and will also strengthen the business case for E&D initiatives and challenges.  
Resolved:

· That the analysis of the ethnicity of the current student profile against current staff workforce be received
· For student body data to be included within the report format going forward. 
Staffing matters (R&P members, staff in attendance and Clerk):
4. Staff  framework and pay awards: Updates

Ms Thomas reminded the committee that they are delegated to oversee the framework for the pay and conditions of service for all staff on behalf of the Corporation.

i) Criteria for Responsibility Allowances 2022/23

Ms Thomas took this opportunity to brief the committee on the ‘criteria for responsibility allowances’. Ms Thomas explained that the criteria is reviewed following any approved pay settlements, any applicable changes in the structure, and if required by the Senior Leadership Team. This is published to staff forms part of a transparent and fair remuneration structure. 
Ms Thomas explained that the updates have been discussed and endorsed by the Professional Associations, Curriculum Board and College Operations Leaders. The revised version has been costed and is affordable within the SLT restructure as there is an overall staffing cost saving.

The update for 2022/23 covers the following changes

· Following the re-structure of SLT and the underpinning structure to support the Senior Leadership Team, Head of Faculty (HoF) roles have been reviewed and the remission time will move to nine hours per week

· HoF roles are key for the College to drive curriculum and teaching and learning developments, and this alteration moves remuneration from the teaching pay spine plus a responsibility allowance to the SFCA Leadership spine. This is a minimal monetary change for the six HoFs with a maximum increase of approx. £300 per annum (and no HoF is disadvantaged) but the transfer demonstrates the value we place on the position

· HoF remuneration transferred to a three point scale to allow progression as they were the only body of staff where annual progression was not possible unless the area grew, there is a small cost to this over the next two years but affordable within financial modelling

· The removal of the annual student number review, moving instead to a 3 year curriculum review. This process was unsettling and demotivated the team as a few students less could see the HoF lose 1.5+ hours remitted time and over £1,300 pounds

· Addition of RA2 and RA3 tiers to facilitate new Teaching and Learning focussed roles that do not meet the RA4 level of responsibility and remuneration, but exceed tiers RA1.1 to RA1.8

· A less ‘text-dense’ version making the criteria clearer and more understandable for staff

· The remission time for newly qualified staff has been quantified and included, again for transparency
ii) Working Time Document 2022/23
Ms Thomas reminded the committee that they are delegated to oversee the framework for the pay and conditions of service for all staff on behalf of the Corporation.

Ms Thomas explained that the Working Time document is reviewed annually following the approval of the College calendar; this is published to staff every year and is part of a transparent process. The changes have been discussed and endorsed by the Professional Associations, Curriculum Board and College Operations Leaders. 

The update for 2022/23 covers the following changes

· Removal of School Liaison directed time; this was not utilised effectively and we now have on-line platforms for initialising student and parental interest

· Update of evening commitments; the same number as last year but differing elements

The committee thanked Ms Thomas for the update, all changes to the document were deemed to be sensible by the committee,
Julie Thomas left the meeting at this point.

Resolved:

· That the Criteria for Responsibility Allowances 2022/23 and Working Time Document 2022/23 be received and for the changes to be noted.

5. Leaders in Diversity : Headlines from Staff Questionnaire 

Ms Rogerson, reminded the committee that the Leaders in Diversity Award is recognised as the national equality standard. Providing organisations with a bespoke approach for improving Fairness, Respect, Equality, Diversity, Inclusion and Engagement (FREDIE) practices in the workplace.

Following a comprehensive assessment by the National Centre for Diversity, the College was reaccredited for the Leaders in Diversity award for the period 2021-2023. This reflects how the College community celebrates and promotes FREDIE (Fairness, Respect, Equality, Diversity, Inclusion and Engagement) across all areas of College life.

Retention of the award follows an extensive assessment of the entire College, involving a survey of staff members and an in-depth inspection, including detailed interviews with staff and students.

Although the staff survey was undertaken independently to inform the assessors opinion for the award; senior leaders recognise that the employee survey also offers valuable information about HNC’s workforce as well as highlight possible insight into ways to improve effectiveness and efficiency.

Ms Rogerson presented the analysis of the outcomes of the staff survey highlighting headlines from the findings and the development opportunities identified.

Governors remained mindful that the results offer a snapshot of a moment (questionnaire undertaken June 2021) that has already passed and responses were anonymous. However, it was noted that the responses were positive especially considering the ongoing pandemic at that time and that the continuation of seeking staff views would be welcomed and serve to inform strategic decisions.

Ms Rogerson confirmed that staff questionnaires are to be reintroduced – the next one taking place after the half term – which will be structured around Ofsted questions. The committee was advised that analysis of responses will be presented to Governors at a later date. The committee welcomed this news. 
Ms Rogerson explained that benchmarking data is not currently available, however the national centre for diversity – FREDIE awards 2022 is to take place on 9th June 2022.  Outcomes of which will give indication as to how well the college performs in comparison to others from both the public and private sector. 
Resolved:

· That the report be received

· For the outcomes of the next staff survey to be presented to the R&P Committee for consideration. 
Ms Rogerson and Ms Paddon left the meeting at this point.

6. Strategic Overview of CPD Review 2021/22 

Members were mindful that the extended remit of the Remuneration committee now enables Governors to further support, shape and interpret data trends and statistics on staff training and CPD going forward.

Ms Dean advised the committee that the updates to the College IP system continues to better identify and link staffs’ requests for training to strategic business priorities or individual training plans as well as maintaining ongoing records of the impact of learning outcomes on skill sets.

Ms Dean reminded Governors that when this report was last presented to the Committee in May 2021, members were satisfied that all different staff groups had access to and budget allocated for ongoing CPD and training; however governors were of the view that future editions of this report should be colour coded to provide easier visual assurance of this being the case. Time was therefore spent reflecting on the changes to the executive reports. The committee remained of the view that fair and equitable access to training was open to all staff but in their opinion the CPD approach, as written in the report, related more to the development and training of teachers. Ms Dean agreed to review the visual presentation of the report for next year to clearly demonstrate the commitment to and investment in all staff training. 

Ms Dean advised the Committee that discussions were underway between senior leaders and support staff in rebranding as ‘operational staff’, revisiting the CPD expectations and provisions for this group of staff will also be reviewed and integrated into the  overall CPD vision. The committee was satisfied with this approach. 
Resolved:

· That the report be received.

· For future editions of the strategic overview to again make clear all different staffing groups (colour coded) and for the CPD vision to be further revisited to better reflect the inclusivity of provision of CPD and training for all staff.

7. BAF assurance review : Poor professional development of staff including leadership and management development and succession planning
The Committee considered the assurance review presented for this individual risk.

From discussions had, members were of the opinion that the risk continues to be managed well by the college as captured within the comprehensive updates to the report. 

Members agreed that an overall green assurance level shall be assigned to the risk. It was noted however that assurance sources seems to be light in the report, given the discussions had at this meeting. Ms Dean as risk owner was therefore tasked with incorporating the additional sources covered such as benchmarking, TLA models, evidence based practices with local schools and colleges etc to better serve future assurance reviews.
Resolved: 

· To assign Green overall assurance 

· For the Clerk to update the Master BAF

Ms Dean and Mr Smith-Conor left the meeting at this point.
Remuneration matters (R&P members & Clerk. HR Director to be present for item 5 only):
8. Annual review of SPH Policy and Procedure
The Clerk reminded the committee that good governance requires that the Corporation has in place a policy and arrangements for determining the pay of senior post holders which both ensure that such staff are appropriately remunerated in terms of their recruitment, retention and motivation, and which at the same time are seen by the college’s stakeholders (both internal and external) as robust and proportionate in their use of funds. The Corporation and 
the Remuneration & Personnel Committee therefore has a clear role to play in protecting the college’s reputation and to ensure that any pay decisions taken are, and can be seen to be, justified, fair and equitable. 

The Clerk advised the committee that no changes are required to the existing framework post review.

The committee agreed that the current arrangements, continues to satisfy the Codes overall principles and provides assurance that the Remuneration & Personnel Committee already demonstrates leadership and stewardship in relation to remuneration; with sound and defensible recommendations being made for fair and appropriate pay awards for all SPH’s. 

Resolved:

· To note that the annual review of the SPH Remuneration Policy and Procedure has been undertaken and no changes are required.  

9. Self assessment of Committee work and review of terms of reference 

The Committee reflected upon its work throughout the academic year and agreed that it is fully covering its terms of reference.

Time was taken to collectively consider how the Committee’s work had impacted/ contributed to the overall work of Governing Body during this academic year. 

The clerk asked members to email any other additional thoughts to her to be inserted into the committee’s self-assessment report which will be later distributed to all Governors.

Resolved:

•
That the Committee has complied with its terms of reference

•
For members to email the Clerk with any additional impact statements by the end of term.

10. Any other Business.
Transitions of Principalship (Confidential):

11. Learner Impact Reflection
The impact of discussions and scrutiny of the College’s work in improving the outcomes and experience for all learners was considered and the following agreed: 

· Assurance received that the college has an adequate and effective remuneration framework and has fulfilled its statutory responsibility for ‘the effective and efficient use of resources, the solvency of the institution and the body and the safeguarding of their assets’

· Assurance that the College strives to create a transparent, fair organisation that is attractive to work and learn at
· Effective senior leadership is critical in enabling HNC to continue to provide the best learning experience and enrichment opportunities for all students and thereby improve their life choices and their life chances

· Assurance received that the college strives to provide a supportive work environment for all staff 

· Scrutiny of the College’s CPD staffing report ensures Governors’ focus, challenge and support in improving teaching and learning experiences for Students.

· To ensure that HNC continues to succeed and is able to continue to deliver a high quality of student outcome and experience.
· Scrutiny of the College’s CPD staffing report ensures Governors’ focus, challenge and support in improving teaching and learning experiences for Students.

· To ensure that HNC continues to succeed and is able to continue to deliver a high quality of student outcome and experience.
· Assessing a pay award needs to balance rewarding achievement and retaining good staff with awareness of local and national sensitivities and constraints

· The corporation is committed to demonstrating its leadership and stewardship in relation to remuneration and in doing so helps to protect the college’s reputation and provide greater assurances to key stakeholders and partners, including the student community and wider society.

12. Determination of confidentiality
Minutes relating to the opening item and agenda item 10 to be classed as confidential give nature of discussion.
8.   Date of next meeting: to be confirmed
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	HUDDERSFIELD NEW COLLEGE FURTHER EDUCATION CORPORATION

	
	Remuneration & Personnel Committee Terms of Reference


The terms of reference for the Remuneration Committee are to:

i) To recommend and oversee the recruitment process for all senior post holder vacancies.

ii) To recommend to the Corporation on the appointment of Senior Post Holders.

iii) To recommend to the Corporation the policy, framework and criteria for determining the remuneration of senior post holders.

iv) To recommend to the Corporation the salaries and terms and conditions of service of all Senior Post Holders following feedback on their annual appraisals and having regard to comparative data (as appropriate).

v) To consider the public interest and the safeguarding of public funds, alongside the interests of the College when considering all forms of payment, reward and severance to staff within its remit. 

vi) To oversee HR strategy, processes and policies, including recruitment and retention, staff sickness and performance management, learning and development; making recommendations to the Corporation.

vii) To consider and advise the Corporation on any pay award recommendations from the National Joint Council.
viii) To consider and approve any proposed material changes by Senior Leaders to the local documents in place determining staff terms and conditions.  

ix) To recommend and oversee the process for Governor Reimbursement where, due to exceptional circumstances, it is recognised that the time and input required from nominated Governor(s) is over and above what is regarded as normal role expectations.

x) To assess the appropriate level of Overall Assurance in relation to each of the specific risks for which this Committee has been assigned responsibility by the Corporation
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