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$1.18, Stirling Campus 4.30pm
AGENDA

Publish Type Lead

on Web? *
1 Apologies, Declaration of Interests and  N/A Discussion Liam

Changes to Members’ Register of
Interest

2 Draft Minutes and Matters Arising of Yes Approval i Cabe
meeting of 21 November 2024

(Elements of paper 2 are withheld from publication on the Forth Valley C e web under Section

36 Confidentiality of the Freedom of Information (Scotland) Act@002.)

3 Review of Action Tracker Yes iscussion  Alison Stewart
FRAIC
SLWG — Financial Sustainability

(Paper 3 is withheld from publication on the Forgh Vall geswebsite under Section 36

Confidentiality of the Freedom of Information (S n 12002.)

ESTATES

4 Health & Safety Dashb Yes Discussion  David Allison
" &
5 HR Polici d Yes Approval Ralph Burns

6 rkin rvey No Discussion  Ralph Burns
(Paper 6 is withh ication on the Forth Valley College website under Section 36
Confidentiality ¢ dom of Information (Scotland) Act 2002.)
7 Yes Approval Ralph Burns
8 eople Strategy Dashboard Yes Discussion  Ralph Burns
FINANCE
Tuition Fees and Fee Waiver Policy Yes Approval David Allison
0 Financial Regulations 2025 No Approval Senga McKerr

(Paper 10 is withheld from publication on the Forth Valley College website under Section 36
Confidentiality of the Freedom of Information (Scotland) Act 2002.)
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11 Q2 Forecast / SFC Mid-Year Return No Approval Senga McKerr

2024-25
(Paper 11 is withheld from publication on the Forth Valley College website under Section 36
Confidentiality of the Freedom of Information (Scotland) Act 2002.)
12 Skills Transition Centre Project No Discussion  Colin M

Falkirk and Grangemouth Growth Deal
(Paper 12 is withheld from publication on the Forth Valley College website under Secti
Confidentiality of the Freedom of Information (Scotland) Act 2002.)

13 Travel & Expenses Policy Yes Approval e cKerr

14 Indicative Allocation (verbal) N/a Di sion enga McKerr
OTHER

15 Review of Risk Discussion  All

16 Any Other Competent Busin Discussion  All

S22 Report (Verbal)

FOR INFORMATION

17 Forward Ag & Yes Information
18 HR Polici No Information

‘5iPrevention of Harassment and
llying
8.6 Grievance Policy
18.7 Whistleblowing

Short Life Working Group Notes No Information
Paper 19 is withheld from publication on the Forth Valley College website under Section 36
Confidentiality of the Freedom of Information (Scotland) Act 2002.)




Agenda

N
Forth
ngltey(/

College

27 March 2025
FINANCE, RESOURCE & INFRASTRUCTURE COMMITTEE

20 Finance Update 7 months to February No Information

2025
(Paper 20 is withheld from publication on the Forth Valley College website under Section 36
Confidentiality of the Freedom of Information (Scotland) Act 2002.)
* Copies of the HR policies listed under point 18 above are available in a subfolder of the meeti

Admincontrol




2. Draft Minutes of Meeting - 21 November 2024
For Approval

27 March 2025
FINANCE, RESOURCE & INFRASTRUCTURE COMMITTEE

Steeple Suite, Falkirk Campus (commencing at 4pm)

Present: Liam McCabe
Craig Arthur

Philip Harris

Kirsten Kennedy, FVSA Vice President (FVSAVP)
Apologies: Paul Devoy

Graham Leebody

In Attendance: Kenny Maclnnes, Principal
Alison Stewart, Vice Principal Finance and Corporate Affaifs\(VPFACA)
Colin McMurray, Vice Principal Business and Innovation (V
Senga McKerr, Director of Finance (DOF)
Moira France, Finance Manager (FM)

Ester Vasallo, Supply Chain Manager
Stephen Jarvie, Corporate Governance and Plan (CGPO)
F/24/016 Apologies, Declarationsof Int
Interest

d Changes to Members’ Register of

The apologies were noted

F/24/017 Draft Minutes : s Arising of meeting of 12 September 2024

Members congideredithe mintte of the previous meeting

the'minute of the meeting of 12 September 2024

mbers recommended that, in this case, cancelled was not the correct term as the
recommendation would still occur and asked that the tracker be updated.

a) Members noted the content of the tracker
F/24/019 Annual Procurement Report

The SCM presented members with the annual review of procurement report for
2023/24 seeking approval to publish the report on the College website.
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She highlighted that, while the report only covered projects deemed as regulated
projects owing to value, procurement had been involved in 45 separate
contracting/tender exercises in the year.

intended to progress from level 2 to level 3 but, despite improving within leve
not yet achieved level 3.

Members asked for additional information on the flexible fr

informed members that this was a self-assessment tool s views
such as PCIP and outlined aspects the review covers.

The SCM informed members that the College ¢ha ended KPI for
supplier satisfaction. She noted that the response levels from suppliers to the
guestionnaire issued by the College had fallen to previous years and that,

while there were only 2 suppliers with negative
in percentage terms due to the low num

Members noted that the co redto a communications strategy and

asked for additional informati

The SCM and DOF clarified
that this needed to be re

re active communications with suppliers but
incorporated into a strategy document.

Members qu vel of'procurement activity within the College that fell below

the regulated |

there were a significant range of procurement activity in this area

ole departments are independently using the same supplier.

DOF confirmed to members that the SCM performs a quarterly check on spend to
identify these types of issues and, where necessary, would move this spend onto the
correct procurement channel.

a) Members approved the report and for it to be published on the College website

F/24/020 Management Assessment of Going Concern

The VPFACA presented the report on the assessment of the College being a going
concern. She highlighted that there were two areas considered.
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For Going Concern, she confirmed that Audit Scotland continue to view all Colleges as
going concerns and would do so unless Scottish Government removed Colleges from
being.

She reported on the financial sustainability aspect, confirmed that the Bg

She highlighted that it was identified that, unless corrective actions were take
College would be out of cash by July 2026.

She confirmed corrective actions were being identified for j
unlikely this situation, that is, running out of cash, would

Members queried why the external auditors wanted
sustainability, given this was not an aspect they sign off on fo ege.

The DOF clarified that they were required to co n cash flow for the college as
it is part of the audit code of practice to review a

a) Members approved the assessment

F/24/021 Q1 High Level Forec 0 5

4-25. She highlighted that main adjustments
esented.

She noted th e revieWw*was a high level update and the Q2 review will be a

much more de exereise.

The DOF confirmed that the College had a list of projects and that preparatory work
on a number of these had commenced so there should be no issue with utilising the
capital allocation once it was known.

a) Members noted the content of the report
F/24/022 Student Funding Outturn 2023/24 and Forecast 2024/25

The DOF presented the outturn for last year and the forecast for the current academic
year.
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She informed members that the 2023/24 allocation, even when taking into account
discretionary funding decisions, was higher than needed and £1.15m had been
returned to SFC mid-year and a further £180k at the end of the year.

She noted that the 2024/25 allocation is also anticipated to be higher than ne
but that there would be no mid-year return of funding to SFC as there is
January intake to happen as well as discretionary winter and summer payme

odies and ed, for areas of

eligibility was strictly set by the relevant fundin
funding where the College has discretion, this
students.

maximised to support eligible

Members asked the FVSAVP for any inp t perspective. The FVSAVP
noted that the eligibility criteriagcan b ing but also commented that the
College was very good at commu in ilablé support to students.

t

a) Members noted the content o re

F/24/023 Scottish Prison @ nder

[N\
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F/24/024 Review of Risk
Members noted the risks as outlined in the papers

F/24/025 Any Other Competent Business

Stewards Strike Letter

Th ACA informed members regarding the letter received from the Unison FE
Stewards who are in dispute with Unison. She noted that the impact for the College is
local reps will not partake in Union activities such as supporting staff.

Members queried whether this meant the facilities time would stop for the period of
this dispute as the stewards were not undertaking union duties.

The VPFACA confirmed that this should be the case.

a) Members noted the content of the update
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F/24/026 Annual Report and Financial Statements 2023/24 (Joint Item with Audit

Committee)

The DOF presented the Annual Report and Finance Statements for 2023/24 t
members.

She highlighted with the exception of the accounting treatment for the suppa %
and middle management job evaluation exercise, all other matters per; to
Financial Statements and audit process are now complete with no isste g o
the attention of the committees.

Members requested further information on job evaluati@h and the impact on the
accounts.

involved in a job evaluation
o fund the outcome of this,
gtions of grant in aid from
se of settling subsequent JE

It was explained by the DOF that the sector has_bee
exercise for support staff for a number of years
SFC had been top slicing funding from the sec
Scottish Government and retaining thi
expenditure that may emerge.

During 2022/23 SFC decided t tur@pth ulative £57m sector job evaluation
funding that it had retained to rnment stating that the responsibility for

funding now sits with Sca efMment directly. The impact of this is that the
previously recognised, i e from SFC in College’s accounts must be
derecognised. SFC i ection instructed how this should be treated. This has
now been revisi revised guidance in the form of a revised and updated

accounts direc issued.

ts direction was only issued 8 days ago and that technical
Audit Scotland is needed to help interpret this so that there is a

M$ also highlighted the approaching 31 December deadline for submitting accounts
he context of the change and associated uncertainty in this aspect putting pressure
on achieving the deadline.

Members expressed their disappointment with the late change to the account
direction given what is known about when the funding was returned by SFC to Scottish
Government.

Members queried whether this would be an issue for the balance sheet or if there
were cash implications.
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The VPFACA articulated the concern within the sector that, should job evaluation be
recognised in College accounts without confirmation of the funding, there would be
a liability on the balance sheets which is not fundable by the College itself.

Members queried whether job evaluation in its current form, given the underlyi
data was collected in 2018, was still relevant.

The Principal commented that this was being considered and a reset w a
for.

Members queried what the implications would be if the B
on the accounts by 31 December. MS noted that there wa

a) Members agreed to endorse the accounts
requested a briefing on the job evaluation issue

F/24/027 Draft External Auditor.
Item with Audit Committee)

MS presented his draft repor consideration. He outlined a number of
with College management, including Job
Evaluation as discuss and pensions following revised Audit Scotland

guidance on the treatimen

He discussed t ore mendations in the report




Health & Safety Dashboard — March 2025

Mandatory Health and Safety Training (monitoring)

Mandatory Training Dashboard
Completion by Course
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Overall Completion

Status @ (Blank) @ Completed @ Required

Completion Status M ) el 2024:

Overall completion
September 2024.

mall increase of 1% from 81-82% since last reported to FRalC in

Most a
mandato
static.

as monitored fo s of this report show slight fluctuations in uptake/completion of
H&S training; which again shows that over an annual reporting period the figures have remained

% Completed e exception to this which is Safe Manual Handling training, this shows a decrease of 10%

eptember 24 dashboard.

department along with HR will make this area a focus over the next 4-8weeks to drive uptake and
n by relevant staff.

82%

0%
orking Risk Assessment also shows a low completion rate; however, not all staff do work from home
and therefore do not complete this module.

Moving forwards a completion target of 85% is being considered as an achievable goal across the organisation.
To help achieve this HR are working to establish a role specific mandatory training matrix in place of the current
‘catch-all’ system in place.

Apprenticeship  Care, Sport,  Communicati... Creative, Digital Estates Executive Office Finance Human Inclusion and Information
Skills and Co... Business and ... and Marketing and Leisure In... Development and SMT Resources  Student Servi... Systems \struction
Department
Estates & Health & Safety Document
Review
Health, Safety & Welfare Policy 3yearly review Complete
Annual Policy Statement Review On-going
Annual Emergency Evacuation Statements Review On-going

Annual Sustainability Statement Review
Departmental Risk Assessment & Safe Systems of Work
Review

Draft 'best practice’ 3 section Health & Safety Policy approach
for review and agreement by H&S committee.

e FVC H&S Committee and Operational team
basis.
e H&S policy, including stateme

as necessary.

Review Date May 2025

Extended from March 2025; pilot review nearing completion for STEM & Construction; Review complete, RA, SSOW & COSHH training provided to/refreshed with relevant members of staff with
documents being updated as necessary. Lessons learned will be implemented in approach with other departments.

Provide H&S Committee members with draft new best practice approach (as per HSE) Health & Safety policy document for consideration, discussion and agreement.

ion and responsibilities, and safety arrangements, systems and procedures are discussed, monitored and updated as necessary through these teams. Likewise, operational H&S matters


https://app.powerbi.com/groups/me/reports/520a40c3-64ea-45bf-af5b-ce4d1943f84b/?pbi_source=PowerPoint

Forth ‘/
Health & Safety Dashboard — March 2025 S

Making Learning Work

Historic Annual Accident Stats A Injury Types
120 The Key Performance Indicator (KPI) for accident/incident reporting
has been revised from 90 to 80 for the academic year 2024-2025,

following a previous reduction from 100 to 90 for the academic year
80 2023-2024. Data up to the end of Q2 indicates that we are on track t
meet this KPI, with a total of 43 accidents/incidents reported. The
academic year 2023-2024 recorded a total of 59 accidents/incidents.

100

60

40
Statistics from 2021 onwards continue to show a signifi

20 improvement compared to pre-pandemic figures. For instaee, the 0 I |_| =
5 — academic years 2018-2019 and 2019-2020 recorded 14
Total accidents/incidents, respectively.

1lddd.a

2018/19  2019/20  2020/21  2021/22  2022/23  2023/24  2024/25
(Q2)

2019/2020 [@2020/2021 @2021/2022 W2022/2023 W2023/2024 W2024/2025(Q2) Our Health & Safety team continue to investigate S Bruise/Abrasion @ Burn/Scald M Cut/Laceration @ Sprain/Strain

Accidents/Incidents August - January 23/24 vs 24/25 causes and implement corrective

1 FVC.

Example: It has been identified th een a threefold increase in the number of accidents recorded within Falkirk welding workshop across the first two

12
5 = quarters; investigations ha aclu increase in number is mostly in part due to the greatly increased throughput of learners in this area in comparison
. with earlier years. Revi c
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Ibox talks are being developed for delivery to learners with basic skills and behaviours being reenforced.
Construction  Access & Hospitality Hair & Engineering Sport Estates Business Care Business Science Access & Creative

Progression  Services Beauty Development Student Industries
Services

m Number of Accidents/Incidents August - Jan 2023/24 m Number of Accidents/Incidents Aug - Jan 2024/25

Forward Planning omments

Continual review of H&S policy documents Benchmark H&S Policy and procedure documents against relevant sources and continue to work with H&S Operational Team to refresh and update in line with revision dates.

Adopt a best practice ‘3 Section’ approach to H&S policy Present Board of Management with new Health & Safety Policy document for consideration, discussion and recommendation for approval.
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1. Purpose

To make FRAIC aware of a review of the following policies:

e Managing and Supporting Performance Policy
e Discipline and Dismissal Policy
e Recruitment Policy
o Employment References Policy

e Prevention of Harassment and Bullying Policy

e Grievance Policy
e  Whistleblowing Policy

2. Recommendation

G

and minor for clarity only, and
er ‘For Information’ and to
o view on Admincontrol in

That member’s note the changes, which are generally proce
approve the policy documents. Copies of the policies are
keep the meeting book a reasonable length, copies of these
a subfolder of the Committee papers.

3. Background

Each policy contains relevant updates togetai it for purpose. This is standard procedure
as new legislation, standards or proce elhtroduced and normally it includes a review period
of every three years.

4. Key Considerations
Managing and Suppo fo ce Policy

Changes are i ere clarity was needed.

PD opportunities to include access to LinkedIn Learning and updated
sources (3.2)

rityd@around the Performance Support Plan procedure (5.3.1)

clusion of a Performance Support Plan template (Appendix 1, page 8-10)

DisCipline and Dismissal Policy

Changes are limited by a national agreement thus the following areas are points of legislative
change or where clarity was needed.

e Updated Data Protection guidance
e Removal of reference to an outdated policy
e Changes to reflect removal of Depute Principal role and introduction of FRAI committee
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Recruitment Policy

Limited changes were required in procedure only

e Updates to terminology due to ITrent

e Acknowledgement that some new managers have sufficient external training and
experience to conduct interviews immediately

e Changes to checking right to work and to qualifications checks res

e Changes in the policy’s appendix to reflect FRAIC as the new B@ard Committee

Employment References Policy

Added to the Employment References procedure is as follo

“Any reference requested for a member of staff wh edn disciplined or prosecuted for
fraud shall be referred to the Vice Princip@hfo a n rporate Affairs for a decision
on content and provision of a reference.”

This wording closely reflects the Fradd CYha upports continuity of message across
policies.
Prevention of Harassmen Btllying Policy

There are new responsi oyer that applies to any sexual harassment of an employee
suffered in the cou mployment - whoever the perpetrator may be. An employer will
therefore have a dut sonable steps to prevent their staff from being sexually harassed
embers of the public, as well as from staff.

Anem gfence to a claim if it can show that it took "all reasonable steps" to prevent
the cgnduct i

the policy enhances the position of the college against sexual harassment with risk
asses nts and a zero tolerance approach.

0 orrection under 8.2 is to reflect wording in the Grievance procedure
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Grievance Policy

Changes are limited by national agreement pending a national policy thus on minor changes for
clarity have been made.

Whistleblowing Policy
No changes are recommended and only a correction to the more relevant act relate p
. Resource Implications (Financial, People, Estates and Communications

Staff awareness required
Equalities

Who does this impact? All Staff
Assessment in Place? -Yes
Communities and Partners N/A

Risk and Impact

Likelihood

Very High (5)
High (4)
Medium (3)
Low (2)
Very Low (1)

The ege trategic Risk appetite for categories of risk as defined by the Board of
Mana ent. Decisions being taken at LMT/SMT/Board level must have cognisance of this. Please
te gle most relevant risk category in the table below.

ere are no significant changes and the policies remain compliant thus the risk and chances of
C nges are low.

BoM Risk Categories & Risk Appetite (Select one area only)

Cautious <15 Open 15> <20 ‘ Eager >20
Governance Strategy People X
Legal Financial Project/Programme
Property Reputational

Technology
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Is the score above the Board Risk Appetite level? No

Risk Owner — LMT Action Owner — Alison Stewart

Paper Author — Ralph Burns SMT Owner — Alison Stewart @
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Purpose

To advise members on the outcome of the Equal Pay Audit and of recommended actions

Recommendation

That member’s note the findings, which are positive, and agree to its publication.

Background

FVC has a legal duty to comply with legislation set by the Equalities an
(EHRC), namely Equality Act 2010, and the specific provision called ‘e

duty: specific duties for Scotland’ Regulations.
The Equality Act 2010 (Specific Duties) (Scotland) Regulatio

publish pay gap information. The pay gap informatio C
average hourly pay (excluding overtime) and@ixom r hourly pay (excluding overtime).

This is produced as one set of comparativelifigures,fo le workforce. All contracted hours
staff, including part-time and temporary e ye re included. All salaries are presented as

annual pay to a full-time equivalent va

The audit is required every two s st audit conducted in 2022 and published in 2023.
Enclosed is a copy of the E Pay audit (appendix 1) which is conducted by a recognised
external independent com hat'Specialise in Equal Pay and Job Evaluation, Zellis.

Key Considerations

shown as robust with variations within gender primarily relating to

one role (facilities assistant) which attracts a shift allowance skewing figures,
h proportion of males in lecturing compared to all other roles.

VERALL,CONCLUSIONS AND RECOMMENDATIONS (extract from report)

Since the last report in 2022 there have been several improvements in the overall outcomes.

Gender Pay Gap
The overall mean gender pay gap based on total pay excluding overtime has continued to reduce
from 9.34% in 2016 to 8.06% in 2024; this is based on mean total hourly pay.

There are only two grades where the gender pay gap exceeds 5.00%. These are grades 2 and 10.
The cause of the pay gap in grade 2 is due to the shift payments to the Facilities Assistants who
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are all male. The reason for the difference at Grade 10 is due to two male employees receiving a
market forces payment.

Protected Characteristics
There has been an improvement in the availability of data in relation to both Disability and Ethai
Origin. This is important as it enables more accurate reporting of the pay gap based o
characteristics.

Pay and Grading Structures
The main grading structure is based on appropriate design principles a eend dfrom

a factor based analytical job evaluation scheme.

There are now no overlapping points between grades 5 and 6 and 8 a as thi ue has been
addressed since the 2022 audit.

The grade span within the Senior Management grades and the al of the use of grades 14
and 18 has addressed a potential issue with these grades.

Gender Pay Gap

There are very few instances where there i en hat exceeds 5.00%. Where this does
occur, it is typically due to workforce co sit the distribution of male and females
throughout the spine points in the grag th of service and time in post.

In terms of starting pay 45.61% : gare appointed on the minimum point of the grade.
However, it is more likely &ha appointed at the grade minimum (53.12%) compared
to males (36%). It is also n abledhat it is more likely that appointments at the lower grades
will be at the grade minimaum to the higher grades.

The reasons for diff ces in'starting pay either between grades or gender should be justifiable
and regularly e

Allowa
Allowdnce and nal payments are not a significant aspect of the overall pay bill accounting
for lessithan 1

allowance of a Shift payment is applied based on the requirements of the job e.g.
cilitieS"Assistant at Grade 2. This role is traditionally a male role, and the use of this allowances
therefore increase the pay gap between males and females when based on total pay.

The use of Additional Responsibility payments is currently limited to one male employee. The use
of this allowance should be monitored in terms of the reason it has been applied, how the value
is calculated and the duration of the payment.

The Market Forces payment is paid to both male and female recipients. The use of this allowance
should be monitored in terms of the reason it has been applied, how the value is calculated and
the duration of the payment.




7. Equal Pay Audit
For Approval

27 March 2025
FINANCE, RESOURCE & INFRASTRUCTURE COMMITTEE

Protected Characteristics
Age

The pay gaps within several of the age ranges are due to the workforce distribution showing more
male than female employees in the higher grades. This is particularly apparent in the 25 to 30, 3
to 40, 46 to 50 and 61 to 65 groups where there are significantly more male employees in gragde

employees in the higher grades.

Disability
The Disability Pay Gap is 0% based on median basic pay and 2.07% based n bt ere
are no individual grades where the pay gap is excessive.

It should be noted that the amount of data available is more extensive in mogtiorganisations
and this should enable further analysis to be undertaken to ifentify if the y reasons why
there are few employees in the higher grades with a stated disabili

Ethnicity

The Ethnicity Pay Gap is -3.93% based on median basj % on mean basic pay.

It should be noted that the amount of dataav le ore extensive than in most organisations
and this should enable further analysis to n k dentify if there are any reasons why
there are few employees in the higher grades r ethnic groups.

Disability and Ethnicity Progression
Employees from these groups shéuld red to identify any potential discrimination that
prevents future progressi

KEY POINTS FOR CO (0] LUDE:

57% female and 43% male. This has been a constant over a number of
cietal role gender divide. Recruitment panels have a gender balance to

g structure for lecturers as well as placement on that structure is based on national

ing rules. Senior management grading structure was updated following the 2022 equal

y audit. Support staff grading is due to be overhauled with national bargaining. This is
essential for the future and will, national rules allowing, support equal pay objectives through
reduced spinal points, defined grade pay span ranges and no overlapping grades.

3. There is significant ‘grade span’ ranges within support roles i.e. the percentage difference from
the bottom of the grade to the top. This is due to corrective action taken to remove overlap, and
the impact of decades of pay awards that have varied between fixed amounts and percentage
increases. This will be addressed when national agreements on pay are set.
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4. The overall mean gender pay gap based on total pay excluding overtime has continued to reduce
from 9.34% in 2016 (8.41% in 2018, 8.24% in 2020, 8.18% in 2022) to 8.06% in 2024, this is based
on mean total hourly pay. It is recognised in the report that the average length of service, time

in post and the number of increment points within the grade impact on the figures. The grea

minorities currently, in general, have lower service lengths. Maintaini opposed to
one spinal point will continue to encourage commitment and motiv i ving one spinal

point is clearer, fairer, and simpler to operate and to cq s should not be
discounted as this is the fairest method of all and is worth

5. The majority of employees start at the published grade m starting point, but it is more
likely that lower graded staff start at the minimum point rades have a higher female

representation this is noted within the report. Thi ly due to the rules relating to
lecturing staff placement, where there i

6. The overall disability pa
high at around 16% of th

v

(¢ ications (Financial, People, Estates and Communications)

re are no immediate changes needed thus no resource implications.

Equalities

Assessment in Place? — No The equal pay report in itself focuses on the points of an EQIA and
recommendations for this report are designed to improve equality goal achievement.

The overall report has few recommendations and none that point towards practices within FVC
however this does not mean we will not be challenged. FVC will continue to promote the
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principles of equality in all recruitment practices and in the structure of its pay systems. Whilst
national bargaining will take this out of college control to a degree we must still monitor local
impact of these decisions on our workforce.

Communities and Partners

This report shows the college is an equal pay employer and this is essential for college rept %
and image.

Risk and Impact

There is risk associated with equal pay as any individual
aggrieved. However independent reports such as thi

process and positive culture reduces this ris
Likelihood

Impact
Very High (5)
High (4)
Medium (3)
Low (2) 2
Very Low (1)

Total Risk Score —

Risk appetite for categories of risk as defined by the Board of
s being taken at LMT/SMT/Board level must have cognisance of this. Please
st relevant risk category in the table below.

The College

Boivi Risk Categories & Risk Appetite (Select one area only)

‘ Cauticus <15 Open 15> <20 ‘ Eager >20

overnance Strategy People
Legal x | Financial Project/Programme
Property Reputational
Technology

Is the score above the Board Risk Appetite level? No

Risk Owner — Alison Stewart Action Owner — Ralph Burns
Paper Author — Ralph Burns SMT Owner — Alison Stewart
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Background and Methodology

This Equal Pay Audit has been produced based on employee data as of October 2024. Previous
audits were undertaken in 2014, 2018, 2020 and 2022. The total number of employees within
the scope of the report is 577.

The Equal Pay Audit is based on the five-step process as recommended by the Equality and
Human Rights Commission which includes the following steps:

Step 1 — Decide the scope of the audit
The report is based on all appointments as of 10th October 2024.

Step 2 - Identify where groups are doing equal work; like work/rate

The Equality Act 2010 identifies three terms in respect of defining ivalent w e are

as follows:

‘Like Work’ is defined as work that is the same or broadly Sifilar

‘Work of Equal Value’ is defined as work which is of qgual value when compared
under headings such as effort, skill, and decisions

‘Work rated as equivalent’ is defined as work wini ved the same or a similar
number of points under a job evaluation schem

Forth Valley College’s Pay and Gradin
analytical job evaluation scheme provide
education. Since there is a job
Equivalent’ as the basis of the re

i on the application of a factor based
that was specifically developed for further
eme in place, we can use ‘Work Rated as

Step 3 - Collect pay d tify gaps
The pay data inclu em e tails for all appointments and is based on basic pay and

additional pay eleffien he itional pay elements include:

Shift
Addition ibility
M \

a avel and first aid has also been imported into the Equal Pay Reviewer System for
analysis in terms of access to these payments. However, these payments are specifically
excluded from the calculation of the gender pay gap.

The Equalities and Human Rights Commission have identified two thresholds that need to be
considered when assessing the gender pay gap. Wherever there is a pay gap based on the
following definitions, the reasons for the gap have been investigated.

‘Significant’ differences between the average basic pay or average total earnings of
men and women performing equal work (any differences of 5.00% or more), or
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Patterns of basic pay difference e.g. women consistently earning less than men on
average for equal work at most, or all, grades, or levels in the organisation
(differences of 3.00% or more).

1.8 Irrespective of whether the gender pay gap is less than 3.00% it should be noted that any pay
difference may be open to legal challenge.

1.9 The Equality Act 2010 prohibits direct discrimination in respect of a range of ’Protecte
Characteristics’. These include gender, age, disability, gender reassignment, marriage and.gi
partnership, pregnancy and maternity, religion or belief and sex and sexual orientatio

H

In addition to gender-based reporting we have also undertaken further analysis
disability, and ethnicity. Data has also been provided for religion and sexual
has not been used to undertake specific pay gap analysis.

Step 4 - Establish the causes of pay gaps

1.10 There are a range of complex contributory factors that cam create th pay gap but do
not necessarily indicate that there is an Equal Value issue. grever there is a pay gap of more
than 5.00% we have investigated the reasons. These codld inclade a range of factors such as
different length of service as well as occupational se

undertaken by males and females are (based olitconie

hereby the typical roles

s of the application of an

appropriate job evaluation scheme) graded diff ich creates the gender pay gap but
not an Equal Value claim.

1.11  We have also considered other fa age and starting pay to identify if any other

issues are contributing to the gen

Step 5 — Develop an ction'Plan

1.12  As a result of unde
reviewing the r
implemented o

in audit we have provided several recommendations as well as
s from previous audits to identify of these have been
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2. Workforce Composition

2.1 Prior to reviewing the gender pay gap and considering potential equal value issues it is
beneficial to understand the composition of the workforce; the overall gender pay gap is
based on the whole workforce and can be affected by workforce composition. It is also more
likely that women work part-time, and part-time working is often concentrated within the
lower grades, which affects the overall average hourly rate. The identification of the
composition of the workforce based on full and part time working and by grade also enabl

us to identify where the gender pay gap occurs and therefore can be investigated
thoroughly.

2.2 Table 1 shows that the composition of the overall workforce is 42.98% mal 7.
female.

Table 1- Workforce Composition by Grade and Gender - All Grades
2L Organisation Male Female
Group
Count Count % of Group % of Group | % of Female
Grade 1 19 1 5.26% 94.74% 5.47%
Grade 2 17 14 17.65% 0.91%
Grade 3 33 72.73% 7.29%
Grade 4 58 52 89.66% 15.81%
Grade 5 53 29 24 45.28% 7.29%
Grade 6 47 4.03% 37 78.72% 11.25%
Grade 7 49 14% 11.29% 21 42.86% 6.38%
Grade 8 13 53.85% 2.82% 6 46.15% 1.82%
Grade 9 23 30.43% 2.82% 16 69.57% 4.86%
Grade 10 26.67% 1.61% 11 73.33% 3.34%
Grade 11 3 60.00% 1.21% 2 40.00% 0.61%
Grade 12 1 33.33% 0.40% 2 66.67% 0.61%
Lecturer 112 54.11% 45.16% 95 45.89% 28.88%
8 53.33% 3.23% 7 46.67% 2.13%
6 60.00% 2.42% 4 40.00% 1.22%
0 0.00% 0.00% 5 100.00% 1.52%
2 66.67% 0.81% 1 33.33% 0.30%
0 0.00% 0.00% 1 100.00% 0.30%
1 100.00% 0.40% 0 0.00% 0.00%
248 42.98% 100.00% 329 57.02% 100.00%
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2.3 As can be seen from table 1 and graph 1, the most highly populated grade is the Lecturer grade
which accounts for 35.88% of the total workforce. The Lecturer grade includes 45.16% of the
male population and 28.88% of the female population.

Graph 1 Distribution of Employees by Gender and Grade
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2.4 Table 2 illustrates the composition of the workforce if

excluded, then the remaining workforce is 36.76% male
2.5 When Lecturers are excluded from the warkforg pasition the most populated grade for

females is Grade 4, whereas for males G
throughout the grading structure and

)
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Table 2 - Workforce Composition by Grade and Gender - Excluding Lecturers

Equal Work Organisation Male Female

Group

Count Count | % of Group | % of Male | Count | % of Group

Grade 1 19 1 5.26% 0.74% 18 94.74%
Grade 2 17 14 82.35% 10.29% 3 17.65%
Grade 3 33 27.27% 6.62% 24 72.73%
Grade 4 58 10.34% 4.41% 89.66%
Grade 5 53 29 54.72% 21.32%
Grade 6 47 10 21.28% 7.35%
Grade 7 49 28 57.14% 20.59%
Grade 8 13 7 53.85% 5.15%
Grade 9 23 7 30.43%
Grade 10 15 4 26.67%
Grade 11 3 60.00%
Grade 12 1 33.33% 66.67%
c™M 15 8 7 46.67%
Grade 13 10 6 4 40.00%
Grade 15 5 0 5 100.00%
Grade 16 3 2 1 33.33%
Grade 17 1 0 1 100.00%
Grade 19 1 1 0 0.00% 0.00%
Total 370 % 100.00% 234 63.24% 100.00%

25.00%

20.00%

Graph @1

of Employees by Gender and Grade (Excluding
Lecturers)
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Pay Structure

In the following section we have reviewed the design of the current pay structure. There are
three grading structures in operation that are shown in Table 3, 4, and 5.

Itisimportant to review the design of the pay and grading structure to validate that it complies
with appropriate design principles. The main grading structure has been developed based on
the application of a factor based analytical job evaluation scheme which provides an eleme
of a defence in terms of potential equal value claims. Jobs that have been evaluated are plag
into a grade based on the job evaluation score and are therefore considered as ‘work @
maximum number of increments per grade is five points so it

employee four years to progress to the grade maximum. The reco i nadmber of

equivalent.’
points per grade is six, so the design of the main structure is com

The Grade Span is calculated as follows.
Maximum Salary — Minimum Salary / Minimum Salary
Typically, the grade span should be between 1

ranges from 2.79% to 12.55%. The benefit of a
there will be significant differences,i

e span is that it is less likely that

ne individual grade and that any
al’s position within the grade which

, noticeable that the grade span varies

)
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Table 3 — Main Grading Structure
Grade Minimum Minimum Maximum | Maximum Grade Number of | Incremental
Point Salary Point Salary Span Increments Steps

1 8 £24,640 9 £25,140 2.79% 2 1

2 11 £26,249 14 £27,237 5.07% 4 3

3 14 £27,237 17 £28,394 5.65% 4 3

4 18 £28,881 21 £30,518 7.40% 4

5 22 £31,093 26 £33,540 10.05% 5

6 26 £33,540 28 £35,263 9.73% 4 3

7 29 £36,351 33 £40,067 12.55% 5

8 33 £40,067 36 £42,589 7.57%

9 36 £42,589 38 £44,533 8.07% 4 3

10 42 £48,038 45 £51,087 7.25 3

11 46 £52,148 49 £55,435 7.12% 3

12 50 £56,522 53 £60,072 7.03% 4 3

13 53 £60,072 56 £64,887 4 3
3.4 The structure was amended in 2023 following th 2 ice to remove the overlap

between grades 5 and 6. As a result there are

which is lower than the maximum of gra

In addition to the amendment to grad
minimum to point 36 to which mea

ees paid at a rate in grade 6

g 9 has also been increased at the grade
eesin grade 9 are paid less than the maximum

of grade 8.
3.5 Table 4 shows the Gradin tur cturers and Curriculum Managers. As can be seen
the number of increm in Lecturer grade is 5 with a span of 20.38% which is higher
than Grades 1 to 12 in the'main sticture.
Table 4 ture Curriculum and Operations Manager Grading Structure
Grade Mini mum | Maximum | Maximum Grade Spban Number of | Incremental
P Salary Point Salary P Increments Steps
Lecturer £40,170 NSP 5 £48,357 20.38% 5 4
c™M £55,394 £55,394 0.00%
3. TheSenior Management Grading Structure as shown in Table 5 indicates there are no overlaps

etween grades as grade 14 is no longer in use as result there is reduced risk of any equal pay

issues.
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Table 5 — Senior Management Grading Structure
Grade Minimum Maximum Salary Grade Number of | Incremental
Salary Span Increments Steps
14 £63,381 £70,381 11.04% 3 2 Not Used
15 £70,337 £77,337 9.95% 3 2
16 £91,223 £99,223 8.77% 3 2
17 £100,145 £108,145 7.99% 3 2
18 £111,174 £121,174 8.99% 3 2 No
19 £135,465 £145,465 7.38% 3 2
Summary and Recommendations
3.7 The main grading structure is based on appropriate design principl s been derived

from a factor based analytical job evaluation scheme.

The 2022 Equal Pay Audit recommendations have be
points between Grades 5 and 6 and 8 and 9 ha d addressing the potential
equal pay issues.

as been reduced from over 20% in
pay structure in addition any overlaps
qual pay risk.

The grade span within the Senior M
the 2022 report to be more in line witi
between grades has been remove in

4, Gender Pay Gap

41 The gender pay gap i res as a percentage of female earnings compared to male
earnings. Where rc igure is expressed as a minus figure this indicates that
females earn mgy€ tha les.

4.2 The Equalifies ane an Rights Commission have identified two thresholds that need to be
consider % ssessing the gender pay gap. Wherever there is a pay gap based on the
foll . ans, the reasons for the gap have been investigated.

‘Significant’ differences between the average basic pay or average total earnings of
en and women performing equal work (any differences of 5.00% or more), or

Patterns of basic pay difference e.g. women consistently earning less than men on
average for equal work at most, or all, grades, or levels in the organisation
(differences of 3.00% or more).

Wherever the gender pay gap is 5.00% or more we have investigated the potential reasons
for the differences in pay. These points are highlighted in red in the following tables.

10
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Basic Pay
4.3 Table 6 illustrates the gender pay gap for all employees based on basic pay only. As can be
seen the overall gender pay gap is 7.51% down from 7.67% in 2022. There are no individual
grades where the gap exceeds either the 3.00% or 5.00% threshold advised by the Equalities
and Human Rights Commission.
Table 6 - Mean Gender Pay by Grade - Basic Pay — All Employees
Equal Work Male Female
Group
ot Average Basic ot Average Basic | Difference
Hourly Rate Hourly Rate (£)
Grade 1 1 £13.78 18 £13.75 3
Grade 2 14 £14.82 3 £14.82 £0.00
Grade 3 £15.45 24 £15.36 £0.09 0.58%
Grade 4 £16.51 52 £16.51 0.00. 0.00%
Grade 5 29 £17.95 24 £l £0. 0.77%
Grade 6 10 £18.90 37 -£0.19 -1.04%
Grade 7 28 £21.38 21 .64 -£0.26 -1.24%
Grade 8 7 £23.27 6 £0.31 1.31%
Grade 9 7 £24.03 £24134 -£0.31 -1.30%
Grade 10 4 £27.99 1 .79 £0.20 0.72%
Grade 11 3 £29.78 £29.14 £0.64 2.12%
Grade 12 1 £32.27 £32.26 £0.01 0.03%
Lecturer 112 £2 £26.39 -£0.19 -0.74%
c™M 8 5 7 £30.35 £0.00 0.00%
Grade 13 6 35, 4 £34.46 £0.80 2.29%
Grade 15 0 5 f£41.61
Grade 16 2 2.18 1 £49.99 £2.19 4.20%
Grade 17 1 £59.26
Grade 19 1 £74.23 0
Total 48 £23.79 329 £22.00 £1.79 7.51%
4.4 Takle 7 provides the same analysis as Table 6 but is based on the median difference in pay
ales and females. The median pay gap is 13.48% up from 9.31% in 2022, this is
predeminantly due to the workforce distribution changes since 2022 with the median point
for female employees moving from grade 8 to grade 7 whereas the median point for male
mployees remains in the Lecturer grade. As would be expected with a pay structure that is
based on fixed incremental points and given that males and females are present in most
grades, there is no significant median pay gap in any grade.
4.5 There is a pay gap of 4.06% at grade 11 and 4.20% at grade 16. As there are only five and three

employees respectively in these grades any employee not on the grade maximum will have
an impact on the pay gap.

11
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4.6 Grade 5 has a 3.13% median pay gap this is due to 55% of male employees in this grade being
at the top of the grade whereas 45.8% of female employees are at the maximum. Of the new
starters in this grade four are males representing 13.8% of the male population whereas six
are female covering 24% of the female occupants of grade 5 this distribution is the cause of
the gap of 3.13%.

Table 7 - Median Gender Pay Gap by Grade - Basic Pay

Z LU Male Female
Group
ot Median Basic PR Mefdian
Pay Basic Pay

Grade 1 1 £13.78 18 £13.78
Grade 2 14 £14.93 3 £14.93
Grade 3 9 £15.56 24 £15.56
Grade 4 6 £16.72 52 £16.72
Grade 5 29 £18.38 24 80
Grade 6 10 £18.85 37 :
Grade 7 28 £21.45 21 21.95
Grade 8 7 £23.34 6
Grade 9 7 £24.40 1 4.40
Grade 10 4 £27.99 27.99
Grade 11 3 £30.38 £29.14
Grade 12 1 £32. £32.26
Lecturer 112 6. 95 £26.50
c™M 8 0.3 7 £30.35
Grade 13 6 £ 6 4 £34.68
Grade 15 5 £42.38
Grade 16 £52.18 1 £49.99 £2.19 4.20%
Grade 17 1 £59.26
Grade 19 £74.23 0
Total 2 £25.38 329 £21.96 £3.42 13.48%

12
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Total Pay

We have also considered the gender pay gap based on Total Pay. This includes the following
additional payments.

Shift
Added Responsibility
Market Forces

The mean gender pay gap for Total Pay is 8.06% down from 8.24% in 2022. There a
grades where the difference exceeds 5.00%.

e red
the difference in total pay is that there are 11 Facilities Assistants are malé and
receive shift payments due to the nature of their role. The other g@les within t de are

Cook and Gym Assistant. It does not appear that these rolesihave the $ame working
arrangements so the payments would not be applicable.

The gender pay gap at Grade 2 is 9.91% whereas based on basic pay it is 0%.

The reason for the increased difference in gender pay ade 4 is due to the two male
Facilities team leaders who also receive standby and shi nts.

Grade 10 shows a total pay gap of 7.08% due
employee. If this employee is excluded from thef@

ces payment to one male
e,pay gap would reduce to 3.86%.

13
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Table 8 - Gender Pay Gap - Total Pay Mean - All Employees
2(:::IPWork Males Females Gender Pay Gap
Total Mean Total Total Mean Total Difference Pay
Hourly Rate Hourly Rate (£) Gap (%)

Grade 1 1 £13.78 18 £13.75 £0.03 0.22%

Grade 2 14 £16.45 3 £14.82 £1.63 9.91

Grade 3 £15.45 24 £15.36

Grade 4 £17.29 52 £16.51

Grade 5 29 £17.95 24 £17.82

Grade 6 10 £18.90 37 £19.09

Grade 7 28 £21.38 21 £21.64

Grade 8 7 £23.27 6 £22.96

Grade 9 7 £25.28 16 £25.03

Grade 10 4 £29.91 11 7.79

Grade 11 3 £29.78

Grade 12 1 £32.27 £32.2

Lecturer 112 £26.20 95

c™M 8 £30.35 7 30.35

Grade 13 6 £35.26 £34.46

Grade 15 0 5 £41.61

Grade 16 2 £52 £49.99 £2.19 4.20%

Grade 17 0 1 £59.26

Grade 19 1 74.2 0

Total 248 6 329 £22.03 £1.93 8.06%
4.11 Table 9 provides fthe s analysis but is based on the median payment. The only grades

where the differ

the shift

b

er than 5.00% is Grade 2. The reason for the difference is due to

yments paid to the Facilities Assistants as outlined in Para. 4.8.

14



Table 9 - Gender Pay Gap - Total Pay Median - All Employees
quéiLY‘v:rk Male Female
Count Medls:yTotal Count Tl\‘:lte;h::y lefe(e:)ence Paz/ %G)ap
Grade 1 1 £13.78 18 £13.78 £0.00
Grade 2 14 £16.93 3 £14.93 £2.00
Grade 3 £15.56 24 £15.56
Grade 4 £16.72 52 £16.72
Grade 5 29 £18.38 24 £17.80
Grade 6 10 £18.85 37 £19.32
Grade 7 28 £21.96
Grade 8 7
Grade 9 7
Grade 10 4
Grade 11 3
Grade 12 1
Lecturer 112
c™M 8
Grade 13 6
Grade 15 0
Grade 16 2
Grade 17 0
Grade 19 1
Total 24 5.38 329 £21.96 £3.42 13.48%

Full @ mployment

4.12

have

dertaken an analysis based on comparing full time and part time employment

ctive of gender. Typically, it is more likely that part time employment is undertaken by

ale employees and more likely to be concentrated in the lower grades.

The composition of the workforce based on gender and full and part time working is shown in
able 10. Based on the total workforce, 62.39% are full time consisting of 74.60% of the male

workforce and 48.61% of the female workforce. Based on the total workforce 37.61% are part
time consisting of 25.40% of the male workforce and 46.81% of the female workforce. Table
10 also indicates the grading profile of full and part time employments and as can be seen
except for the Lecturer grade; part time working is concentrated in the lower grades and
amongst female employees.

15
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Table 10 — Composition of the Workforce based on Gender and Full and Part Time Working

eqcxiarlo\llj\lpork Organisation Males
. % of . % of
Total Full Time Gender Part Time Gender

Grade 1 19 0 0.00%

Grade 2 17 14 5.65% 3 0.91%
Grade 3 33 3 1.21% 17 5.17%
Grade 4 58 5 2.02% 11.25% 15 4.56%
Grade 5 53 19 7.66% 5.47% 6 1.82%
Grade 6 47 9 3.63% 7.29% 13 3.95%
Grade 7 49 16 6.45% 2.43% 13 3.95%
Grade 8 13 2.82% 1.52% 1 0.30%
Grade 9 23 2.42% 3.95% 3 0.91%
Grade 10 15 2.13% 4 1.22%
Grade 11 5 0.61% 0 0.00%
Grade 12 3 0.61% 0 0.00%
Lecturer 207 10.64% 60 18.24%
CM 15 1.82% 1 0.30%
Grade 13 10 1.22% 0 0.00%
Grade 15 5 1.52% 0 0.00%
Grade 16 3 0.30% 0 0.00%
Grade 17 1 0.30% 0 0.00%
Grade 19 1 0.00% 0 0.00%
Total 577 53.19% 154 46.81%
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4.14 If we compare part time appointments to full time appointments irrespective of gender the
pay gap is 8.09%. There are no individual grades where the pay gap exceeds 5.00%.
There are no concerns when comparing part time and full-time employment and therefore no
further investigation is required.

Table 11 - Full Time Part Time - Mean Pay by Grade - Basic Pay

UL Full Time Part Time Pay Gap

Group

. Average .
Count A;IIEL??:::::C Count | Basic Hogurly D|ff<(a:)ence Pay
Rate
Grade 1 0 19 £13.75
Grade 2 14 £14.82 3 £14.82
Grade 3 10 £15.29 23 £15.42
Grade 4 42 £16.46 16 £16.64
Grade 5 37 £17.98 16 £17.68
Grade 6 33 £19.04 14
Grade 7 -£0.12 -0.57%
Grade 8 -£0.23 -0.98%
Grade 9 -£0.19 -0.79%
Grade 10 -£0.20 -0.72%
Grade 11
Grade 12
Lecturer -£0.07 -0.25%
cM £0.00 0.00%
Grade 13 -£0.69 -1.96%
Grade 15
Grade 16
Grade 17
Grade 19
Total £1.90 8.09%
4.1 a 2 vides the same analysis based on median basic pay. The pay gap is 9.48% and

e are no individual grades where the gap exceeds 5.00%.

17
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Table 12 - Full Time versus Part Time - Median Pay Gap by Grade — Basic Pay

Equal Work All Full Time All Part Time Pay Gap
Group
. Median
Total Ho“:lﬁ:l;:te Total Hourly Difference (£) Pay Gap
Rate
Grade 1 0 19 £13.78
Grade 2 14 £14.93 3 £14.93
Grade 3 10 £15.25 23 £15.56
Grade 4 42 £16.72 16 £16.72
Grade 5 37 £18.38 16 £17.67
Grade 6 33 £19.32 14 £19.32
Grade 7 24 £21.96 25 £21.96
Grade 8 12 £23.34 £23.34
Grade 9
Grade 10
Grade 11
Grade 12
Lecturer 0.00%
c™M 0.00%
Grade 13 0.00%
Grade 15
Grade 16
Grade 17
Grade 19
Total
4.16
4.17 edian pay gap based on total pay is the same as that for basic pay and is -5.35%.

or this is that there are very few appointments that receive additional pay, so the
ian pay point is not affected.

18
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Table 13 - Full Time versus Part Time — Mean Pay Gap by Grade — Total Pay

Equal Work All Full Time All Part Time Pay Gap
Group
Total TS UCEL Total To?:raiguily Difference (£) Pay Gap (%)
Hourly Rate Rate
Grade 1 0 19 £13.75
Grade 2 14 £16.45 3 £14.82
Grade 3 10 £15.29 23 £15.43
Grade 4 42 £16.58 16 £16.65
Grade 5 37 £17.98 16 £17.68
Grade 6 33 £19.04 14 £19.09
Grade 7 24 £21.43 25 £21.55
Grade 8
Grade 9
Grade 10
Grade 11
Grade 12
Lecturer
c™M
Grade 13
Grade 15
Grade 16
Grade 17
Grade 19
Total

19
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Table 14 - Full Time versus Part Time - Median Pay Gap by Grade - Total Pay

Equal Work
Group All Full Time All Part Time Pay Difference
Median Total Median Total
Total Hourly Rate | Total Hourly Rate Difference (£) Pay Gap (%)
Grade 1 0 19 £13.78
Grade 2 14 £16.93 3 £14.93 £2.00 11.79%
Grade 3 10 £15.26 23 £15.56 -£0.30 -2.00%
Grade 4 42 £16.72 16 £16.72 £0.00
Grade 5 37 £18.38 16 £17.67 £0.71
Grade 6 33 £19.32 14 £19.32 £0.00
Grade 7 24 £21.96 25 £21.96
Grade 8 12 £23.34 1 £23.34 £0.00
Grade 9 19 £24.40 4 £24.40 0.00 0.00%
Grade 10 11 £27.99 4 £27.99 0.00%
Grade 11 5 £29.14 0
Grade 12 3 £32.27 0
Lecturer 117 £26.50 90 £0.00 0.00%
c™M 14 £30.35 1 £0.00 0.00%
Grade 13 9 £35.56 £0.00 0.00%
Grade 15 5 £42.38
Grade 16 3 £49.99
Grade 17 1 £59.26
Grade 19 1
Total 360 £21.96 £2.30 9.48%

20
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Starting Pay

We have also considered if there are any differences in starting pay that may contribute to
the gender pay gap. The following analysis is based on all new starters into the College from
October 2023 to October 2024. Table 15 indicates that 45.61% of employees start at the
published grade minimum but that it is more likely that female employees start at the

minimum point.

Table 15 — New Starters by Minimum Point

Starting Point Males l\?afefs Females Fetﬁnca)res Total
Minimum Point 9 36.00% 17 53.13% 26
Above Minimum Point 16 64.00% 15 46.88% 31
Total 25 100 32 100

4.19 Table 16 provides a more detailed breakdown of starting points b be seenit is
more likely that employees in the lower grades will start at the mi of the grade
and that this affects more female than male employees. mployees at the
higher grades, notably Lecturers will start above the gra
grade all the new starters were appointed above theh
received a subsequent increment) 50% of male new sta % of female new starters
are on the top scale point in the lecturer grade.

4.20 Table 17 illustrates the gender pay gap,by ghadeWltshould be noted that the overall pay gap
for new starters (12.52%) is misleading a8t is\affec y the grading profile of new starters.

Table 16 - arters)by Grade and Point
Equal Work Group Sp nt | Males | Female Organisation

Grade 1 Minimum Point 1 1

1 1

Grade 1 Total 2 2

Grade 2 Minim Poi 11 1 1
12

Grade 2 ffotal 2 2

de inimum Point 14 1 5

15 3 3

16 1

de 3 Total 2 7 9

Grade 4 Minimum Point 18 4

19 4

Grade 4 Total 8
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Table 16 — New Starters by Grade and Point
Equal Work Group Spine Point | Males | Female Organisation
Grade 5 Minimum Point 22 4 6 10
Grade 5 Total 4 6 10
Grade 6 26 2
Grade 6 Total 2
Grade 7 Minimum Point 29 2 1 3
30 1 1
31 1
33 1
Grade 7 Total 5 1
Grade 10 Minimum Point
Grade 10 Total 1
Grade 11 Minimum Point 1
Grade 11 Total 1
5
1
7
Lecturer Total 13
Overall Total 25 32 57
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Table 17 — Gender Pay Gap Mean — Basic Pay New Starters

Equal Work Group Male Female
Count r::::yi?tlz Count Il-\lnoiarrI‘yBI::tI: Difference (£) Pay Gap (%)

Grade 1 0 2 £13.64

Grade 2 2 £14.49 0

Grade 3 2 £15.15 7 £15.02

Grade 4 1 £16.09 7 £15.94

Grade 5 4 £17.04 6 £17.04

Grade 6 2 £18.38 3 £18.38

Grade 7 5 £20.64 1 £19.92

Grade 10 0 1 £26.32

Grade 11 1 £28.58 0

Lecturer 8 £25.38 5

Total 25 £20.60 32

Summary and Recommendations
4.21 The key outcomes are as follows:
Table 18 shows the trend in the p verithe past five Audits
Table 18 Gurre - pmpared to previous audits

Pay Gap \ 2016 2018 2020 2022 2024

Mean Gender Pay Gap — B 9.34% 7.93% 7.67% 7.44% 7.51%
6.91% 9.31% 7.15% | 13.48%
8.41% 8.24% 8.18% 8.06%
8.65% 9.31% | 10.93% | 13.48%
8.37% 6.64% 8.19% 8.09%

#an — Basic Pay 4.24% -5.35% | 0.68% 9.48%
Full Time Mean — Total Pay 8.55% 7.05% 8.74% 8.60%
F e Median — Total Pay 4.24% -5.35% | 0.68% 9.48%

here are very few instances where there is a gender pay gap that exceeds 5.00% on a grade-

by-grade basis. Where this does occur, it is typically due to workforce composition, the
distribution of male and females throughout the spine points in the grade, resultant from
length of service and time in post or from male dominated roles receiving shift payments for
the work pattern of the role.

In terms of starting pay 45.61% of new starters are appointed on the minimum point of the
grade. However, it is more likely that females are appointed at the grade minimum (53.13%)
compared to males (36%), it should be noted this is an improvement on the 28.27% of male
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new starters who were appointed at the grade minimum in the 2022 audit. It is also
noticeable that it is more likely that appointments at the lower grades will be at the grade
minimum compared to the higher grades.

The reasons for differences in starting pay either between grades or gender should be
justifiable and regularly monitored.

Allowances

As has been stated the calculation of the gender pay gap takes into account add
payments but excludes overtime payments. The difference in the gender pay g
total pay compared to basic pay by grade is minimal indicating that additio
significant part of the overall pay bill or an employee’s remuneration.

Based on the data sent by Forth Valley College in October the annual cosfhof additional
allowances is shown in Table 19 by gender.

Table 19 — Additional Pay by Gender — £ Cost
. Additional Total
e St Responsibility e Allowances
Female ] 20,06 £3146 | £23,146
Male £50,181 £1,000 £7,710 £87,891
Total £50,181 £1,000 £10,856 | £111,037

Shift

Shift payments are made t rol cilities Assistant and Facilities Team Leader which
are currently all males.s®hereQis no suggestion that the payment is gender specific but
determined by the regui nts @Pthe role.

The average an the shift payment is shown in Table 19.

Table 20 - Shift — Average Payment
Female Organisation
Total Average Total Average Total Overall
Value Value Average
£3,860 - - 13 £3,806

Additional Responsibility
There is currently one male employee in receipt of an additional responsibility payment.

Table 21 - Additional Responsibility — Average Payment
Male Female Organisation
Average Average Overall
Total Value Total Value Total Average
1 £1,000 1 £1,000
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Although only one male employee is in receipt of this payment, it is recommended that should
any employee in future receive the payment and the method of determining the value is
monitored.

Market Forces
The Market Forces payment is paid to the Commercial Trainers, Training and Business

Development Manager, and Chef Manager. Although both male and female employees
receive this payment, it is recommended that the duration of the payment and the method
of determining the value are monitored, and a review of the market is undertaken reg

Table 22 — Market Forces — Average Annual Payment

Male Female Organisatio

Total Average Total Average T
Value Value
5 £5,800 2 £10,000 ,000

Summary and Recommendations
Allowance and additional payments are not a sighi] gspect of the overall pay
arrangements and equate to less than 1% of the ove Il This includes Travel and
First Aid which are not taken into account in ter, g the gender pay gap.

The main allowances are Shift and j sed on the requirements of the job e.g.
Facilities Assistant at Grade 2. This r j v a male role, and the use of these
allowances does therefore increase t ween males and females when based on
total pay.

The use of Additional Respansibii ents and Market Forces payment is very limited
and there are both a ‘emale recipients. The use of these allowances should be

monitored in terms o easonyit has been applied, how the value is calculated and the
duration of the pa t.

O

25



6. Protected Characteristics

i
zellis

6.1 As part of the further analysis we have also considered the following characteristics in respect

of differences in pay.

o Age

e Disability
e  Ethnicity

Age

6.2 The age profile of the workforce is shown in Table 22 and as can be seen the peak of t
workforce is aged 36-40 whereas the female workforce peaks within band 46-50.

6.3

Table 23 — Age Profile
Age Range | Organisation All Males

Total Total | % of Group ty:v:)afl::l Total L ;__)/; ;2':1

24 & under 10 50.00% 2.02% 50.00% 1.52%

25-30 17 11.76% 0.81% 88.24% 4.56%

31-35 42 19 45.24% 54.76% 6.99%
36-40 70 34 48.57% 36 51.43% 10.94%
41-45 76 33 43 56.58% 13.07%
46 - 50 94 33 61 64.89% 18.54%
51-55 77 31 46 59.74% 13.98%
56 - 60 87 32 12.90% 55 63.22% 16.72%
61-65 69 13.31% 36 52.17% 10.94%

66 & over 35 10.48% 9 25.71% 2.74%
100.00% 329 57.02% 100.00%
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Table 24 - Gender Pay Gap by Age Range - Basic Median - All Employees
Age Range Males Females Gender Pay Gap
e e e B
24 & under 5 £16.09 5 £16.39 -£0.30 -1.86%
25-30 2 £19.95 15 £16.39 £3.56 17.82%
31-35 19 £18.85 23 £16.72 £2.13 11.27%
36-40 34 £26.50 36 £19.32 £7.18
41-45 33 £26.50 43 £26.50 £0.00
46 - 50 33 £26.50 61 £21.96 £4.54
51-55 31 £26.50 46 £24.89
56 - 60 32 £23.87 55 £21.96
61-65 33 £23.34 36 £19.32
66 & over 26 £21.96 9 £26.50
Total 248 £25.38 £21.96 13.48%

Table 25 -Gender Pay Gap by Age Rag
Age Range All Males Pay Gap
Total Total Pay Median ay Median | Difference Pay Gap
Hourly Rate (£) (%)

24 & under 5 £16.09 £16.39 -£0.30 -1.86%
25-30 £16.39 £3.56 17.82%
31-35 19 £16.72 £2.13 11.27%
36-40 34 £19.32 £7.18 27.08%
41 -45 33 43 £26.50 £0.00 0.00%
46 - 50 6.50 61 £21.96 £4.54 17.14%
51-55 £26.50 46 £24.89 f£1.61 6.07%
56 - 60 £24.92 55 £21.96 £2.96 11.89%
61-65 £23.34 36 £19.32 £4.02 17.20%
66 & 0 £21.96 9 £26.50 -£4.54 -20.69%
£25.38 329 £21.96 £3.42 13.48%
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The age-related gender pay gap is greatest within the 36-40 age range, table 26, this is due to

67.64% of Male employees in this age range in the lecturer and CM grades whereas only
36.11% of Female employees occupy the same grades.

Table 26 — Grading Profile by Gender of Age Range 36 - 40
Equal Work Group | Organisation All Males All Females
Total Total G"/;)ac:jfe ‘V;ﬂc;flgll Total | % of Grade ;/; ;fa':::l

Grade 1 1 0 0.00% 0.00% 1 100.00% 2.

Grade 2 3 1 33.33% 2.94% 2 66.67%

Grade 3 5 1 20.00% 2.94% 4 80.00%

Grade 4 7 1 14.29% 2.94% 6

Grade 5 2 1 50.00% 2.94% 1

Grade 6 6 1 16.67% 2.94% 5

Grade 7 5 4 80.00% | 11.76% 1

Grade 8 2 1 50.00% 2.94% 1

Grade 9 2 0 0.00% 0.00% 2 100.00% 5.56%

Grade 11 1 1 100.00% | 2.94 0.00% 0.00%

Lecturer 33 20 60.61% 39.39% 36.11%

c™M 3 3 0.00% 0.00%

Total 70 34 51.43% 100.00%
6.5 Table 27 shows the 66 and over is due to 66.67% of the female employees

within this range being in Lect
lecturer grade.

ereas only 38.46% of male employees are in the

Table 27 ing by Gender of Age Range 66 and over
ST Organisation All Males All Females
Group
Tota Total C:/:ac::lfe (ylzll‘:flt‘?s" Total (:/:ac::lfe I:/;:a‘lAe"s
Grade 1 0 0.00% 0.00% 1 100.00% | 11.11%
Grade 3 2 2 100.00% | 7.69% 0 0.00% 0.00%
de 2 0 0.00% 0.00% 2 100.00% | 22.22%
e5 5 5 100.00% | 19.23% 0 0.00% 0.00%
ra 7 7 100.00% | 26.92% 0 0.00% 0.00%
de9 2 2 100.00% | 7.69% 0 0.00% 0.00%
ecturer 16 10 62.50% | 38.46% 6 37.50% | 66.67%
Total 35 26 74.29% | 100.00% 9 25.71% | 100.00%
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Disability
6.6 The Disability Pay Gap has been measured based on a comparison of those with a stated
disability compared to those without.
6.7 Table 28 shows the percentage of the workforce by gender that have a stated disability.
16.88% of the total workforce has a stated disability.
Table 28 - Disability Profile by Gender
Disability Group | Organisation All Males All F
() ()
Total Total % of % of All of A
Group Males emales
Disabled 97 40 41.24% 16.13% 17.33%
Not Disabled 470 204 43.40% 80.85%
Prefer Not to Say 10 4 40.00% 1.82%
577 248 42.98% 57.02% 100.00%
6.8 The disability pay gap compares those wij is i'togthose without. As can be seen from
Table 29, the overall median pay rate fo : h with and without a disability is
£23.34 resulting in no pay gap. There a sre there is a significant pay gap.
6.9 The mean basic pay gap is 2.07 @ mean total pay gap is 1.70% when comparing
disabled to non-disabled e yee
6.10  Whilst there are no iss4esiin terms,of the disability pay gap it is noticeable that the number of
people with a stat isabi e higher grades is very low.
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Table 29 - Disability Pay Gap — Basic Pay Median

Z LS Not Disabled All Disabled Pay Gap
Group
Tt | et 0 | o | Yon B | O | iy o
Grade 1 13 £13.78 £13.78 £0.00 0.00%
Grade 2 13 £14.93 £14.84 £0.07 0.55%
Grade 3 29 £15.56 2 £15.35 £0.21 1.36%
Grade 4 44 £16.72 14 £16.72 £0.00 0.00%
Grade 5 44 £18.16 6 £18.38 -£0.22 -1.22%
Grade 6 39 £19.32 8 £19.32 £0.00
Grade 7 41 £21.96 8 £21.20 £0.76
Grade 8 12 £23.34 1 £23.34 £0.(
Grade 9 19 £24.40 4 £24.40 £0.
Grade 10 14 £27.99 1 £27.99 £0.00
Grade 11 4 £29.76 1 £29.14 £0.62 2.07%
Grade 12 3 £32.27 0
Lecturer 168 £26.50 35 £26.50 0.00%
c™M 12 £30.35 3 0.00 0.00%
Grade 13 6 £35.56 3 £0.88 2.47%
Grade 15 4 £42.38 £0.00 0.00%
Grade 16 3 £49.99
Grade 17 1 £59.26
Grade 19 1
Total 470 £0.00 0.00%

30



i
zellis

Ethnicit
6.11 Table 3(‘1: shows the composition of the workforce based on the classifications used by the

College. The workforce is predominantly Scottish which account for 79.20% of the workforce,

all other ethnic groupings account for 18.02% and 2.77% of the workforce have stated they

would prefer not to say.

Table 30 — Ethnic Composition of the Workforce
Ethnicity Organisation All Males
9
Total Total Et/:rr?ifc it
S Males

Scottish 457 198 | 43.33% | 79.84%
Other British 65 23 35.38% 9.27% 12.77%
Irish 2 40.00% 0.81% 0.91%
Polish 2 33.33% 81% 1.22%
Other white ethnic group 13 4 30.77% % 9 69.23% 2.74%
Any mixed or multiple 3 0 0.00% 0.009 3 100.00% 0.91%
ethnicity
Indian, Scottish Indian 2 1 5 %, 0.40% 1 50.00% 0.30%
Chinese, Scottish Chinese 1 1 1 % .40% 0 0.00% 0.00%
Other Asian 1 0.40% 0 0.00% 0.00%
African, Scottish African 2 50:00% 0.40% 1 50.00% 0.30%
Arab, Scottish Arab 3 .00% | 1.21% 0 0.00% 0.00%
Other (for example, Sikh) 3 1 33.33% 0.40% 2 66.67% 0.61%
Prefer Not to Say 1 68.75% 4.44% 5 31.25% 1.52%
Total 248 | 42.98% | 100.00% | 329 57.02% | 100.00%

6.12 Table31s @

6.13__The ga

jan basic pay gap of -3.93% when comparing Scottish to Non-Scottish
n basic pay gap is 1.58%. When reviewing total pay the median is -3.93%
pay gap is -1.58%.

f5.57% in grade 5 is due to two of the four non-Scottish employees in this grade
ing than two-year service and as a result not being at the top points in the grade.
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Table 31 - Ethnicity Pay Gap — Median Basic Pay

Equal Work Group Scottish All Other Ethnic Groups Pay Gap

Total “II_II(:I:; :::: Total “II_II(:I:; :::: Difference (£) | Pay Gap (%)
Grade 1 19 £13.78 0
Grade 2 12 £14.93 3 £14.93 £0.00
Grade 3 25 £15.56 8 £15.56 £0.00
Grade 4 45 £16.72 12 £16.72 £0.00
Grade 5 44 £18.38 4 £17.35
Grade 6 35 £19.32 12 £19.32
Grade 7 42 £21.96 6 £21.96 0.00%
Grade 8 9 £23.34 4 0.00%
Grade 9 18 £24.40 4 1.03%
Grade 10 14 £27.99 1 £0.00 0.00%
Grade 11 3 £29.14 2 -£0.62 -2.11%
Grade 12 1 £32.27 2 £0.01 0.03%
Lecturer 160 £26.50 £0.00 0.00%
c™M 13 £30.35 £0.00 0.00%
Grade 13 10 £35.56
Grade 15 £42.38 £40.46 £1.92 4.53%
Grade 16 £49.99 £2.19 4.20%
Grade 17
Grade 19
Total 457, £24.26 -£0.92 -3.93%
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Summary and Recommendations

Age
The pay gaps within several of the age ranges are due to the workforce distribution showing
more male employees than female employees in the higher grades. This is particularly
apparent in the 25 to 30, 36 to 40, 46 to 50 and 61 to 65 age groups. The 66 and over age
groups shows more female employees in the Lecturer grade resulting in the pay gap i

favour of female employees.

Further analysis should be undertaken to understand the reasons for this and to e
whether existing policies around part-time and flexible working are enabli
work in higher-level roles.

Disability
The Disability Pay Gap is now 0% down from 4.27% in 2022. Theke are no individual grades
where the pay gap is more than 5%.

Ethnicity

The Ethnicity Pay Gap is-3.93% a change from 0% in 2(Q
There is one grade where the pay gap is greater
employees to all other ethnic groups. This is due
other ethnic groups.

d on median basic earnings.
hen comparing Scottish
service of employees from

Disability and Ethnicity
Progression - employees from these gro sh be monitored to identify any potential
discrimination that prevents futur, S
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Overall Conclusions and Recommendations

Since the last report in 2022 there have been several improvements in the overall outcomes.

Gender Pay Gap
The overall mean gender pay gap based on total pay excluding overtime has continued to
reduce from 9.34% in 2016 to 8.06% in 2024; this is based on mean total hourly pay.

There are only two grades where the gender pay gap exceeds 5.00%. These are grades 2 an
10. The cause of the pay gap in grade 2 is due to the shift payments to the Facilities Assi

who are all male. The reason for the difference at Grade 10 is due to two male emg
receiving a market forces payment.

Protected Characteristics
There has been an improvement in the availability of data in relati 0 both
Ethnic Origin. This is important as it enables more accurate reportifg of the p
these characteristics.

ap based on

Pay and Grading Structures
The main grading structure is based on appropriate desi
from a factor based analytical job evaluation scheme.

inciples and has been derived

There are now no overlapping points between nd 8 and 9 as this issue has

been addressed since the 2022 audit.

The grade span within the Senior Mana
14 and 18 has addressed a potential

and the removal of the use of grades
grades.

Gender Pay Gap
The key outcomes are as fo

Mean Gender Pay Gap

Median Gender P ay = 13.48%

Mean Gender Pa
Median

— Total Pay = 8.06%
—Total Pay = 13.48%

Ful Mean — Basic Pay = 8.09%
Full Time Rart Time Median — Basic Pay = 9.48%
Il

art Time Mean — Total Pay = 8.60%
F ime Part Time Median — Total Pay = 9.48%

here are very few instances where there is a gender pay gap that exceeds 5.00%. Where this
does occur, it is typically due to workforce composition, the distribution of male and females
throughout the spine points in the grade or from length of service and time in post.

In terms of starting pay 45.61% of new starters are appointed on the minimum point of the
grade. However, it is more likely that females are appointed at the grade minimum (53.12%)
compared to males (36%). It is also noticeable that it is more likely that appointments at the
lower grades will be at the grade minimum compared to the higher grades.

34



i
zellis

The reasons for differences in starting pay either between grades or gender should be
justifiable and regularly monitored.

Allowances
Allowance and additional payments are not a significant aspect of the overall pay bill
accounting for less than 1%.

The main allowance of a Shift payment is applied based on the requirements of the job e.g.
Facilities Assistant at Grade 2. This role is traditionally a male role, and the use of thi
allowances does therefore increase the pay gap between males and females when bas
total pay.

The use of Additional Responsibility payments is currently limited to one male e
use of this allowance should be monitored in terms of the reason it has been aj
value is calculated and the duration of the payment.

use of this
the value is

The Market Forces payment is paid to both male and female
allowance should be monitored in terms of the reason it has been
calculated and the duration of the payment.

Protected Characteristics
Age

The pay gaps within several of the age ranges ar
more male than female employees in th is is particularly apparent in the 25
to 30, 36 to 40, 46 to 50 and 61 tQ,6 here are significantly more male
employees in grades 8 and above. The p $'is in the 66 and over age group where
there are more female employees in the

kforce distribution showing

Disability
The Disability Pay Gap is 0%
There are no individu

e n basic pay and 2.07% based on mean basic pay.
here pay gap is excessive.

It should be note unt of data available is more extensive than in most

organisations a is Id eénable further analysis to be undertaken to identify if there are
any reasons wh re arefew employees in the higher grades with a stated disability.

Gap is -3.93% based on median basic pay and -1.58% on mean basic pay.

e noted that the amount of data available is more extensive than in most
o) isations and this should enable further analysis to be undertaken to identify if there are
any reasons why there are few employees in the higher grades from other ethnic groups.

Disability and Ethnicity Progression

Employees from these groups should be monitored to identify any potential discrimination
that prevents future progression.
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Purpose

The Dashboard outlines the progress towards the People Strategy outcomes.

Recommendation *
That members note the progress and comment.
Background O

The People Strategy has four key objectives:

* Establishing a holistic approach to health and wellbeing
*  Supporting our people to be all they can be

* Celebrating the contribution of all, as one team

* Empowering and nurturing a progressive leadership cul

The dashboard is a means to monitor progress towar

Key Considerations

ke ctors of influence on its impact being
ct on morale, job security and development
options. This was recently addres : or the near future, with Principal’s Briefings held

The strategy is progressing as predicted

at the end of January detailing of not conducting a restructure for 2024-25. This

was welcomed by staff.

With pay awards settléd, ha rned focus to positive aspects of support and development
with continued emphasis on ance, clear policies and wellbeing support.

arassment responsibilities for employers has required a review of policy and
ision. This has been accompanied with an information campaign designed to
dence in a robust but fair process and bespoke training for managers, with all staff
follow.

ellbeing Project continues with results of the staff survey indicating a positive improvement
in findings. Notably a lack of job security and too much change leap-frogged work volume as the
key pressure points for staff (see chart below). Key in addressing this was the Principal’s
announcement of no restructure for 2025. Work Task Analysis continues to review workload
improvements in specific areas based on survey findings, and “Working Smarter” sessions have
been receiving very positive feedback.
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The Hybrid Working survey findings were supportive of the current practice but also provided
evidence to support the benefits of in-person meetings and the importance of informal contact
through campus attendance.

The new college induction process has commenced with in-person staff briefings and perfor
monitoring along with a probation period. This more formal approach has had positive feg
due to the improved monitoring and support aligned with the significance of passing ba

Pressure Points (% of Staff)

None of the above EEE—————

Negative physical work environment E==—
Lack of job security
Lack of strategic direction
Too much organisational change
Feeling undervalued
Lack of line manager support
Lack of training to do job
Lack of support/resources to do job
Lack of work-life balance

Excessive working h

Too high work e
5 10 15 20 25 30 35 40 45 50

W 2024 w2023 @ 2022

5. ResourceIlm @ Financial, People, Estates and Communications)

This dashboardyoUtlines activities that have taken place and does not in itself incur any costs

essment in Place? — No this is a report on activities which in themselves may be assessed

7 \Communities and Partners N/A
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8. Risk and Impact

Likelihood | Impact
Very High (5)
High (4)
Medium (3)
Low (2) X X
Very Low (1)

Total Risk Score 4

The College has a Strategic Risk appetite for categories of risk as ined
Management. Decisions being taken at LMT/SMT/Board levelfqust have co
indicate the single most relevant risk category in the table below

By monitoring actions against set criteria and reflecting on p
ensure corrective action can take place.

BoM Risk Categories & Risk Appetite (Se!ect one area only)
Cautious <15 Open 15> <20 | Eager >20

Governance Strategy People
Legal Financial Project/Programme
Property Re i

Is the score above th ard Risk Appetite level? No

Risk Owner Action Owner — Ralph Burns

PaperiAuthor =Ralph Burns SMT Owner — Alison Stewart

\5(\

oé

he Board of

ce of this. Please

is significantly reduced by
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Making Leaming Work

Comments

@ @ O O

Establishing a holistic approach to health and
wellbeing
Supporting our people to be all they can be

Celebrating the contribution of all, as one
team

Empowering and nurturing a progressive
leadership culture

@ © O
@ 06 @
O O O
O O O

Timeline of Critical Activity (August to Jan)

Funding and plan in place, Survey Results utilised to
increased score, wellbeing activities in place

wellbeing project showed positive

Learning Needs Analysis enacted, College me embedded. 43 staff on funded

development programmes 20

3 d two flexible days for corporate services staff/Team
loyee'engagement including Wellbeing and Hybrid working
to Employees, and Equalities staff group

2 set days for team develogment for acade
Building Day November/

surveys, and staff groups

nsparent and detailed. 15 staff on leadership development
tunities continues. Culture Survey required.

Positive response to Princi
programmes. Management t

Highlights

Aug
Hybrid Working Survey 2024 15}
ITrent (o)
Team Day o)

Prevention of Sexual Harassment
Equal Pay Audit
New People Strategy Required

Top Risks, Issues and Dependencies

Carer Positive 10" Anniversary Awards 2024/5 finalist
Hybrid Working Survey successful launch and feedback
Positive announcements of pay awards and no restructure
Working Smarter Foundation program offered to staff
Induction programme imbedded

N\

Comments

ov Dec Jan

) o) LMT, Unions, Staff briefed, no changes identified due to positive results

@) @) () Three key areas in progress: On-boarding, performance management,

training records

(0] Successful range of team building activities across college

o @) (®) Updated policy and guidance and management training delivered
ositive report: Launch of findings ready.

Q (0) 0) Positi L h of findi d

Qo Q Q In feedback/input stage following College Strategic plan launch -

Listening to employees required for input, Union input sought

* 4 staff TQFE, 4 staff PDA, 16 staff L&D9/11, 15 staff management development
* Wellbeing survey resilience score up from previous years

* Job security concerns key finding in survey, addressed in principal’s briefings

* New lead on Health & Wellbeing

* New lead on ITrent development

Budget
Staffing resource (loss of skill set)

* Absence impacted by cold and flu epidemic, stretching resources
* Action needed on Cultural Survey

ABSENCE: Ject overall resiliance
. 6 MONTHS ENDING JAN 2025 score for FVC
g-gg;’ 5.00% °:31%
. (+]
o 4.109
4.00% 3.40% 3.40% 325% I
== ==
i-gg:’f 1919 2:20% 247% E E
00% =" = = = =
Lo = E B 2 =
0@‘\ 6Q:\ (\@5 \\Q‘og %
SRS N &
NS \\Qﬁ N
(\SZ»Q' A’b \)\2\
(& 2022 2023 2024

Manadatory Training

TQFE or Equiv % GTCS Membership %

July 2024

January 2025

HTQYes MTQNo

W GTCSYes BGTCS No
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Making Leaming Work

Recognising Success

Establishing a holistic approach to
health & wellbeing

How we will recognise success:

e Demonstrate our commitment to
healthy working lives through our
activities and through relevant
accreditation

¢ Application and success in wellbeing
awards

¢ Favourable feedback gathered through
the surveys and maintenance of the high
standards resulting in low reportable
health and safety incidents

e Attendance at work comparable
positively with sector

¢ Evidence of consultation and support
on key areas of change

Evidence

Seeking next level in Carers Positive accreditation- Achieved Carers
Established level 2023

Achieved Disability Confident Employer Status 2022
Maintained Disability Confident Employer Status 2025

FVC delivers a range of First Aid for Mental Health Courses available and
utilised by staff. These are accredited via First Aid Awards (FAA).

Commitment to Wellbeing agenda demonstrated in funding of staffing
resource and scores of events run by the team

College awarded ‘Established’ level by Carer Positive Scotland.
Entry to CDN awards 2024 on Health and Wellbeing — Resilience

Carer Positive 10" Anniversary Awards: Forth Valley College finali
the Best Employer for Carer Identification category

Initial findings produced in which to benchmark progress.
undertaking short life working groups with staff to g
and gain input

s with

ult period.
including work
, job security,

Wellbeing project run in 2023 to provide co
previous figures. No move in results during €
This was run again 2024 providing data
Task Analysis. Results positively incre
addressed at Principals Briefings

ally

Consultation in 2024 went positively with no substantive
s to procedure or process. Reinvigorated Listening to

Celebrating the contribution of all, as one
team

How we will recognise success:

IA’s undertaken on key policies and change, Training
given to unions and managers. Creation of an equalities
focused group with staff members (2023-24). New HR
system able to monitor new categories including carers
and forces volunteers.

* The College will use equ
reporting and statistical
indicate the extent to w
attracts and employs sta
of the local community

the organis

New college strategy strengthens college commitment

Listening to Employees, LNCC, Induction SLWG. Cultural
Survey SLWG, Work Task Analysis on Lecturing,
Curriculum Manager and Department Administrator
role, staff lead working groups (supported by managers)
to look at service provision and enhancement

nt and staff partnership

Introduction of LDW forum and Dept. Admin forums to
share best practice and improve and grow together

Training for managers and unions put in place. Updated
form to meet most recent best practice. Adjustments
made during consultation process in to restructure to
adapt to new information

e Evidence from equality impact assessments to
action and align to inclusive practices

EQIA’s uploaded to Internet for transparency
2023/2024/2025

Update of Bullying and Harassment Policy to reflect
stronger protection for sexual harassment and
introduction of a Professional Relationships Policy to
protect staff and students

Staff team building day positive feedback, Listening to
employees continues 2022, and refreshed Terms of
reference for 2024, Cultural Survey. Launch of Hybrid
Working Staff Survey resulting in continuation of Hybrid
Working and new policy. Work Task Analysis for
individual roles and Wellbeing survey (Update) 2023-24.
Creation of Equalities group with staff representatives
2023/24. Hybrid Working Survey 2024 produced rich
data to support decision making

¢ Evidence of the staff experience from survey
results and activities relating to decision making,
communication, equality and team work

Employee Engagement Survey planned for 2025 in line
with 3 year recurring programme
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Making Leaming Work

¢ Continually review working patternsto  Launch of new Hybrid Working Survey to influence decision making
support work-life balance and business 2023.

need Hybrid Working Policy introduced for 2023-24

Staff working patterns being added to new HR/Payroll System to allow
improved monitoring — 2024

Hybrid working survey 2024 results published and policy extended to
support review of activity until end 2025

e Invest in innovative mental healthand  Comprehensive offerings and information on SharePoint Clear training
wellbeing support for staff throughout programme developed and published.

the College Utilisation of FWDF 2022/23

Work Task Analysis undertaken for academic roles resulting in
implementation plan to respond to findings in 2023 and in 2024/25 on
ASC and STEM & Construction

Funding from ALF in 2022, 2023 and 2024

Money Matters workshops run throughout June following pay awar.
with added advice for those on benefits:

e Savings and financial goals
Money and Work
Cost of Living, energy and support available.
Credit and Debt
e Renting, mortgages and buying a home
Others include
e Developing personal resilience
e Men’s Health
Practice Self Discipline
Mastering self-belief
Boost your energy
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travel choices but an addit WBbf active travel e.g. walking,
cycling is also impro i
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Making Leaming Work

Supporting our staff to be all they Evidence Empowering and nurturing a progressive

can be leadership culture

How we will recognise success: How we will recognise success:

¢ The indicators for success are having Revalidation through GTCs of our PRD process. Access to LinkedIn e New managers undertaki planning stage, staff involvement with positive

staff with the required skills, performing  Learning promoted as well as utilisation of FWDF for key development process feedback on new proposals. Initial update given to LMT

highly in appropriate roles to realise the  needs. Supporting soft skills and change, including courses on managing and agreement to progress. Staff induction process
College’s vision and aims — quantified time, coping with change, working with a new boss. proving successful
::rough a mlomtf)rmg a(?(:I evalluatlon tOf FWDF utilised ilabidi ili ement Ceannas, Executive, Developing and Strategic
e personal review and developmen .
process (PRD) and activities which are Induction process review 2024 to proceed with probation to measure gar:jagimznt Ievil.s th;gughf?DNdprOV|ded to staff, CMI,
. raduate renticeships offered.
undertaken, together with engagement ~ success and ensure best practice. PP P
in re.flective practice and objective Data shows that of all staff employed in 2023 who were also employed in Thz Devlt(elopmejn.t and IFunjralsli'nhi ?anager DGaS
setting 2019, 20% are in promoted posts. This rises to 50% when excluding un e’r'ta en training related to reasury ~Lreen
lecturers Book” Business Case development. This need was

identified to support the submission of the Growth Deal

Through the PRD process, together with engagement in reflective project.

practice and objective setting, FVC invest in new Workbased Assessor
supporting them through their assessor and verifier qualification

well as any other awarding body specific requirements e.g. attenda t
qualification update events.

Utilisation of CMI and CIPD courses run in house. 15
staff on management development in 2024-25. Bespoke
Sexual Harassment training given to managers in 2025.
Management training on Reasonable Adjustments
Disability Passport provided.

e Measurement and evaluation of CPD TNAs set, Utilised budget

activity Use of Apt (public social partnership) for free trainin i
inclusiveness (2022) ] ) o ) ] ]
¢ Mentoring and coaching programmes Utilising bespoke coaching, and Leadership coaching,
13 staff achieved TQFE 2022-23 developed for all managers CDN provision of cost effective coaching programme for
9 Staff achieved TQFE 2023-24 all. Collaboration with Fife College trialled.
4 Staff supported TQFE 2024-25 Coaching programme at CDN option opened to
: . . management.
83% of lecturing staff with TQ, 4% nder two years’
service and on route via support.gi This has been supported with specific events to
compliment this including:
Improvements in Mandato Nov 2023 showing 79%
compliance now 80% in 2024. onitoring in real time * Dealing with Difficult Behaviour at work
introduced in 2025 e Developing personal resilience for managers
Y .
er courses at FVCin 2023-24 ° ow.to stop Sa,V'”g yes )
e Leading wellbeing conversations for managers
e Menopause awareness for manager
e Defeating Procrastination
e Quantify and analyse data and ing analysed and working staff groups set up, e Change management training embedded and Training programmes using flexible workforce
feedback from staff survey and staff i ing policy introduced on findings Trial period until end 2024. linked to significant changes or challenges development fund in progress, change management,

groups on flexible work options managing and coping with change, transformational
management, managing teams courses run during 2022

and 2023.
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¢ Annual training needs analysis for all
staff throughout the College linked to
PRD

¢ Analysis of establishment and
equalities data actioning change

e Recognising and celebrating our
success through multiple mediums

Making Leaming Work

Mation have trained managers in using
anagement methodology which
gement

On target in 2023, TNA compiled for 2023-24 and utilising Linked In
Learning and balanced against individual needs. TNAs send to
departments for 2024/25

Feedback used to enhance reliance through Working Smart Foundation
Programme and Developing Personal Resilience courses in 2024

Independent Equal Pay Audit undertaken, management training on EQIA
completion and requirements. EQIAs undertaking for key policies,
influencing decisions.

Work Load impact assessments undertaken during restructure 2024

E-focus articles appearing weekly, utilising media and SharePoint, Forces
Covenant Silver Award, Finalist for Stirling Award 2022 and Doolan
Award, Microsoft Showcase School recognition, Chartered Institute of
Public Relations Nominee

Winner of ECI training provider of the year 2023 Winner Green Apple
award 2023: EAUC Alliance for Sustainability Leadership in Educa in
partnership with West Lothian and Border Colleges - Nov 23

Finalists in Veterans Award 2024

Finalist in Heralds Award 2024 for Widening Participation

CDN Awards 2023 winner for Professional Services C guee :
Award;

Highly commended for our Sustainability Act om ed for our
Digital Learning

Finalist in the Green Gowns Award 20 inab reating Impact
category

Winner in the Green Gowns A 20 Campus Health Food and
Drink
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1. Purpose

To seek approval from the Finance, Resource and Infrastructure Committee of the level of
tuition fees and fee waiver policy for Session 2025-26.

2. Recommendation
That members discuss and approve the proposed tuitions fees and fee waiver po@
2025-26.

3. Background

The Board of Management (through its Finance, Resource and Infrastructure mittee) has
responsibility for determining tuition fees. It is a condition qfigrant that ould normally
be charged to home (Scotland) or EU students studying full-tiae in Scottish further education
blished through SFC and the

pse fees have yet to be set,

colleges and the notional fees are set by Scottish Governme
Students Awards Agency for Scotland (SAAS) for these stud

therefore approval of tuition fees will be subject to g de to nationally set fees. SFC
publishes its Fee waiver grant policy ann e latest available policy published for
Session 2024-25. Approval of the fee w p ubject to any changes made to the

national policy for Session 2025-26.
4. Key Considerations
Tuition Fees

As mentioned above, f
any changes from Sc
full time fees are s
fees have not

25.

ime‘fees set nationally. It is yet to be confirmed if there are to be
er nt to the notional fees for Session 2025-26, and as such the
t the same levels as for 2024-25. It should be noted that these
r the last twelve sessions, and are unlikely to change for Session 2024-

Full ti £
Full ti HE (HNC/D): £1,285
i : £1,820

A fee®’are one of a few determinants when setting part time fees. SQA’s fees have remained

anged for the current Session and the previous six sessions, and although we won’t know

their position for Session 2025-26 in time to influence our fee setting, it’s unlikely that Scottish
Government would approve an increase in SQA fees.

In January 2025 the Consumer Price Inflation (CP1) was 3.0%. Most forecasters are predicting that
this rate could decrease slightly over the coming year, with most predicting an average rate of
2.6% over the coming year. The National Institute of Economic and Social Research is predicting
that inflation will remain just above the Bank of England’s 2 percent target with the current higher
rate being a transitory high.
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Last session the College took the decision to increase fees in line with inflation, after not increasing
fees the previous session, with the previous increase being in Session 2022/23. Prior to this, the
last increase in our fees was in Session 2016/17, where a £10 increase in our FE and HE rates were
approved.

Table 1 shows a comparison of our fees against other colleges for Session 2024/25, wi
exception of Dundee & Angus where Session 2025/26 fees are shown. Overall our fees are
than neighbouring colleges. In particular we have the most expensive rates per credi
and HE.

Table 1 - Sector fee comparisons

2024/25 Fees
New College Jundee &
FVC Lanarkshire Fife  \WestLothian Angus Edinburgh

Further Education - rate per credit 130 120 120
Higher Education - rate per credit 145 130 120
Degree —rate per subject 230 FT only FTonly
ICDL 395 n/a 360

ICDL rate per unit 68 n/a 60

ICDL advanced per module 120 n/a 115
National 4/National 5/Higher 390 400 360

A strong case can be made for incre he current or predicted rate of inflation as
College’s costs are continuing to ri nificant financial pressures facing the College. An
increase by the current 3% rat inflabi duld generate an additional £4.5K from part time
fees, while a 2.6% increa nerate c£4K, with evening fees generating c£2K from either
increase. However when fees across neighbouring colleges, we are higher across
most fees, and in parti he e levels that generate the most income (FE and HE rate per

n with Dundee & Angus already publishing their fees for Session
recommended that the College does not increase fees for Session
ws the recommended fees (no change), with comparisons of a 3%

Predicted Inflation
Fee % Increase

Current Inflation
Fee % Increase

2024/25 2025/26 Fee
Fee Recommended % Increase

ation - rate per credit 130 130 0.0% 134 3.0% 133 2.6%

her Education - rate per credit 145 145 0.0% 149 3.0% 149 2.6%
Degree — rate per subject 230 230 0.0% 237 3.0% 236 2.6%
ICDL 395 395 0.0% 407 3.0% 405 2.6%
ICDL rate per unit 68 68 0.0% 70 3.0% 70 2.6%
ICDL advanced per module 120 120 0.0% 124 3.0% 123 2.6%
National 4/National 5/Higher 390 390 0.0% 402 3.0% 400 2.6%

It's proposed that re-sit examination fees are not increased. The volume of re-sits is low and the
fee reflects administration staff cost.
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For any evening courses which fall out-with our standard pricing structure for FE and HE credits,
fees will be set on a course by course or contract basis, with course fee/contract price being set
through our established costing model.

International/RUK Fees

Our Head of Commercial & Training Delivery has reviewed our international fees in line wit
colleges who enrol international students. Last session we increased international fee
such our fees are comparable. Therefore it’s proposed to keep all our Internation
their existing levels. It’s also proposed to keep a non-refundable fee of £
all international applications who require a study Visa to help
applications. Although non-refundable, if the student successfully appl
will be deducted from the total fee. Bespoke international provision w
an individual contract basis.

isathe £250
be priced on

National Fee Waiver

SFC have not yet published fee waiver guidance for Se , which is expected in June.
The only expected change is likely to be the thresholg or, means-tested fee-waiver, however
the College’s Fee Waiver policy will be adaptedghou any changes to the National Policy,
once published.

Local Fee Waiver

There are no changes proposed t % aiver policy.

Although not part of our fe iver policy as an additional benefit to staff where places

remain available on courses eligible for fee waiver (commercial and enhanced fee courses)
ing;

just prior to courses c e been advertised to staff.

(6]
)
1]
[
o
c
s
(o]
o
3
A

inancial, People, Estates and Communications)

It is estimate pportunity cost of not increasing fees by the current rate of inflation could
see t ege enerating an additional £4.5K in part time fees, alongside a further £2K
through evenifig course fees for unitised HE and FE provision.

()]

qualities
ssment in Place? — No, as no changes are being recommended
7./ /Communities and Partners

Not applicable.

%

Risk and Impact

Please complete the risk table below. Risk is scored against Likelihood x Impact, with each category
scored from Very Low through to Very High. Risks should be robustly scored and, if the combined
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score (Likelihood x Impact) is higher than the Board Risk appetite for the risk category identified,
additional justification must be provided on why this risk is necessary.

Likelihood | Impact

Very High (5)

High (4) *
Medium (3)

Low (2) X X

Very Low (1) O

Total Risk Score — 4

The College has a Strategic Risk appetite for categories of risk as ined by the Board of
Management. Decisions being taken at LMT/SMT/Board level@qust have ¢ e of this. Please
indicate the single most relevant risk category in the table bel

BoM Risk Categories & Risk Appetite (Select enc
Cautious <15

Open 15> <20 | \ Eager >2

Governance Strategy ‘v@‘v'
Legal Financial ‘k ject/Programme
Property Reputational

Technology

The only risk identified is that

however we aren’t recom i
will continue to promote f
Is the score above oa isk Appetite level? No

Risk Owner — Action Owner — LMT

Paper r Allison SMT Owner — David Allison
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TUITION FEES 2025-26

Note
£
Full-time HE (HNC/HND) Courses 1,285
Full-time Degree Courses 1,820
Full-time FE (non-advanced) Courses 1,008
Part-time Courses
Further Education - rate per credit 130
Higher Education - rate per credit 145
Evening (non-credit based) — rate per course Priced pe se a
Degree — rate per subject
ICDL
ICDL rate per module
ICDL Advanced per module
National 4/National 5/Higher
International/RUK Students
Full Time Higher Education (HNC/H 8,000 b
Higher Education - rate per cregdi 700
Full Time Degree 8,800 b
Full Time Further Educati 8,000 b
Further Education yrate cre 500

Notes

a) Evening cour riced on a course by course basis, where delivery is outwith
standard FE/H edit based delivery.

b) For all Int plicants requiring a study Visa a non-refundable application fee of
£250 wi d. The cost of £250 for the application fee will be deducted from the
oV are accepted for a study Visa. The full tuition fee will be required to
se once an offer is received from the College, and is due prior to a
C n of Acceptance to Study (CAS) being issued. This is required to allow the

o0 apply for a study Visa. For all international students fees are non-
dable.

c For<all other modes of study, with the exception of flexible/online learning UKVI
egislation requires non-UK residing students to provide evidence of current residency
status.

amination Fees

Degree (re-sits) £50 per subject/unit
ICDL Advanced (re-examination) £25 per module
ICDL Advanced Mock Test £20 per test

ICDL (re-examination) £20 per module
ICDL Mock Test £15 per test



Forth Valley College
Fee Waiver Policy 2025-26

All Students wishing to apply to have their fees waived must complete a fee waiver
application form and provide satisfactory proof of eligibility. Students studying on a

time HE course can be funded through fee waiver to a maximum of 9 credits. St nt

studying on a part-time FE course can be funded through fee waiver to a maxim
hours per week.

A

For qualifying courses® tuition fees (including SQA registration an

Under National Policy

waived for eligible students in the following categories.

xaminath will be

Further education (FE) students following full-time non-advanced co fo ich Credits can
be claimed.

Students who are studying on a short full time course.

Students who were classified as full-time under the
part-time under the new definition ©.

1.

2.

or

or

FE students on courses classified |

up 5 — Special Programmes.

jon but who are classified as

Students on part-time courses f ich"Credits can be claimed who meet the following

criteria:

i) The student/student@&fami in receipt of:

Income Su

it, or
ed Employment and Support Allowance*, or
pased Job Seekers Allowance*

vidence must be dated within 3 months)
student is in receipt of:

Carer’s Allowance (or carers who have an ‘underlying entitlement’ to Carer’s
Allowance but gave up the allowance to, for example, claim their pension),
Carer’s Allowance Supplement or the Young Carer’s Grant, or

Disability Living Allowance, or

Attendance Allowance, or

Incapacity Benefit, or

Contributory Employment and Support Allowance* (this also includes people
whose contributory ESA has ended due to the time-limiting nature of this
benefit, but who remain entitled to NI credits for incapacity.)

Personal Independence Payment

Adult Disability Payment

*(evidence must be dated within 3 months)



or

or

or

or

or

iii)  Where the student is a home or privately educated school pupil

iv)  where the taxable income of the student’s family® in the previous financial tax year
(2024-25) is equal to or less than (see table below):

Student Circumstances Household | Evidence Required
Income
households with only one £8,282 Council Tax Notice, P60 or
person last 3 months payslips
households consisting of a £12,395 Council Tax Notice, P60 or
couple without children last 3 months payslips
households with dependent £18,977 Child Benefit or Chil
children /adults living in Credit letter, P60 or la
parental home months payslip

In such cases, the burden of proof is on the student

from the previous financial tax year, the taxable incom
the current financial tax year can be assessed.

living in Scotland (as defined in section 18
Asylum Act 2002), which
http://www.legislation.gov.uk/ukpga/200244

ationality, Immigration and
be accessed at

vl) Or the student is care experien
of the local authority and can inc
home, children’s home, residential
authority in their own home.

State school pupils undert
curriculum.

A college will be able e f aiver grant in respect of the activity of a student only if
they meet all the r ia of the fee waiver grant policy and:

in the definition of eligibility in Schedule 1 of The Education
(Scotland) Determination 2022.

e student is a person, or the spouse or child of a person, who is an asylum
seeker living in Scotland on either a full-time English for Speakers of Other
Languages (ESOL) course or a part-time non-advanced or advanced course,

iii)  The student is a child of an asylum seeker or a young asylum seeker person on a
full-time non-advanced course (excludes ESOL) and meets the criteria outlined in
paragraph 5,

iv)  The student is a non-asylum seeker living in Scotland on a part-time ESOL course
and the student’s main purpose for being in the European Union is not to receive
education (note that these students are still subject to the requirements as stated in
paragraph 2).


http://www.legislation.gov.uk/ukpga/2002/41/contents
https://www.sfc.ac.uk/wp-content/uploads/2024/10/Further-Education-Residency-Guide-2024-25.pdf
https://www.sfc.ac.uk/wp-content/uploads/2024/10/Further-Education-Residency-Guide-2024-25.pdf

5. The criteria referred to in paragraph 4 (iii) are that the student's asylum application (their own
or their family’s application) must have been made prior to the end of 2006, and the student:

i) Isresidentin Scotland on 1 August, 1 January, 1 April or 1 July closest to the beginning
of the first term of the person's course

i) Has been resident in Scotland for a minimum period of three years

iii) Was under 18 years old on the date when the application for asylum was made (the
application must have been made prior to 1 December 2006), and

iv) Is under 25 years old on 1 August, 1 January, 1 April or 1 July closes
beginning of the first term of the person's course.

6. This will apply to those students starting a new course or those continuing o
criteria ensure that we meet our obligations under the United Ca
Rights of the Child.

7. Colleges cannot use fee waiver grant for a student being
Account (ITA) grant.

support a ividual Training

unel and veterans are treated
esident before they signed
up/enlisted. If they are ordinarily resident in Sc arefserving overseas, they would
also be eligible Family members of
considered elgible in the country ingw
resident.

9. The Ministry of Defence (MOD)
education is continuing. The
Quialifications Framcework (S
Scottish Funding Coungil’
Learning Credits Admin [ ervice website.

t0” assist service veterans gain access to
eet the fees for study up to Scottish Credit
or some service veterans who do not meet the

10. Ukrainian national

settlement sche , or ordinarily resident in Scotland at the time of application for fee
waiver.

.SEull-time students from Forth Valley College undertaking a flexible learning course or a part-
time day course (excluding Full Cost Recovery and leisure courses).

2. Students sponsored by sportscotland Institute of Sport’s programme for elite athletes.
13. College Staff (including retired staff) and their immediate family (spouse, partner and
children under 18 years of age) and Board members undertaking a part-time/evening
course (excluding Full Cost Recovery and leisure courses).

14. School pupils where college activity does not form part of their school-based curriculum.

15. College discretion (individual students or groups of students)®


http://www.enhancedlearningcredits.com/

Notes
a) Full-time non-advanced (FE) courses and part-time FE and HE courses for which Credits
can be claimed. Excludes certain specialised courses for which a higher fee is charged.

b) The previous definition of full-time may be found in the 2004-05 SUMSs guidance (circular
FE/26/2004). Credit guidance: 2024-25 student activity data guidance for colleges
provides the current definition of full-time and part-time.

c) Family means:
e A married or unmarried couple or;

e A couple in a civil partnership or;

¢ A married or unmarried couple in a civil partnership and any child or yod
who is a member of the same household and the responsibility ofgithe
members of the couple as described above or;

e A person who is not a member of a married or
partnership (this will usually be a lone parent) and an
is a member of the same household and the respon

d) For use on an individual basis in the interest of good custom
approved by a member of the Senior Management@ieam.

If there is any doubt about the interpretation of the Nati eference should be made to
SFC Circular Fee Waiver Policy 2024-25 (SF&/GD/ ated 26 June 2024.

If the student’s status changes during thelfperiog,o , the student will be eligible for fee
waiver if they satisfy the eligibility rates on th q date for funding" for the course.

)
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1. Purpose
To seek approval from members to implement the updated policy for Travel & Expenses.

2. Recommendation
Members consider the updated policy document and approve implementation with immedi
effect.

3. Background
The purpose of the travel and expenses policy is to provide clear and consistent guida
to business travel and expenses. It covers the following:

e Expensesincurred directly by individuals in the course of bu

e Expenditure charged to College credit cards;

e Business travel (including accommodation, meetings, event
air, rail, car etc.); and

e Approval of risk assessment associated with travel.

The policy was last approved by the Finance Committee in @ ;

4. Key Considerations
The policy has been reviewed and changes,ha ee ckedfor ease of reference.

The key consideration for members:

e Since the policy was last reviey changed our travel and hotel booking agency

the authorisation process for employee expense

claims;
e The maximum rat
London UK hot

itho dditional approval) set on the booking system for non-
increased from £80 to £95 per night reflecting current costs;

and to provide fairness to all staff, whether working in or out of campus;
sion of alcohol within the dinner allowance has been removed;
f allowances for incidental expenses and mileage have been reviewed against
MRC guidelines, but no changes were required; and
. esponsibility for spot checking expense claims now sits with HR as part of the monthly
payroll approval, and the Finance team will undertake sample audit reviews.
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5. Benchmarking with other Organisations

In order to benchmark against other public sector organisations, SFC, SDS and 4 colleges were

asked to share their current travel policies. Of these 6 organisations we received 3 responses.

Recommended | West Lothian Edinburgh
Current FVC FVC College 2023 college 2023

Breakfast £10.00 £10.00 £5.00 £10.00

Breakfast - London £15.00 £15.00 -

Lunch £10.00 £7.50 £7.00

Lunch - London £20.00 £20.00

Dinner £30.00 £30.00

Dinner - London £50.00 £45.00

Alcohol allowed yes no

Overnight accommodation - rest of UK £80.00 £95.00 £125.00
Overnight accommodation - London £180.00 £180.00 £180.00
Overnightincidentals £5.00 £5. £6.00
International overnight incidentals £10.00 £10.00 * - £10.00 £6.00

* HMRC agreed allowances

6. Resource Implications (Financial, People, Estates a ns)
Once the updated policy is approved
communication via e-focus will be requir

the Finance SharePoint page,
e revised policy and remind them

Training for staff undertaking bookingsfita rtaken with Diversity Travel, and the training

session was recorded for future u

7. Equalities

An equalities assessment i pp le given the nature of this report, however section 2.3 of
the policy document r ises individuals may have specific additional needs and these will

be taken account o ene ossible.

9. Risk and Impa

k not complying with the policy are low given that the changes are minimal.
Likelihood | Impact
High (5)
High (4)
Medium (3)
Low (2) X X
Very Low (1)

Total Risk Score — 4
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2.2

2.3

2.4

INTRODUCTION

Purpose and Scope of the Policy
The purpose of this policy document is to provide clear and consistent guidance in
regard to business travel and expenses. It covers the following: A
e Expenses incurred directly by individuals in the course of business for Forth

Valley College (FVC).
e Expenditure charged to College credit cards provided by Forth Valley College
e Business travel (including accommodation, meetings, events, subsistence,

incidentals, air, rail, car etc.).
e Approval of risk assessment associated with travel

If further clarification is required, guidance should be sought from the Finance team
or relevant SMT member before a booking is made or expenses are incurged.

This policy applies to all employees of FVC and Members of the B of
Management. This includes all individuals with a contract of employment
fixed-term contracts and seconded staff from third party organisations.

DEFINITIONS AND GENERAL INFORMATION

Definitions

The following definitions apply throughout this polic
o Domestic Travel — travel within the UK

¢ International Travel — travel out with the UK
e Extended travel — travel which includes an @ Sta
L[]

An employee’s normal place of
such any travel between home
The implementation of hybrid w
line managers, a schedule
week.

not an allowable business expense.
result in individuals agreeing with

campus on a day that they would normally
work at home, tra hould not be claimed for these journeys.

FVC recogii als may have specific additional needs and these will
sver possible. Any identified needs in relation to business

e activity is authorised and within FVC policies and procedures.
liance with this policy will ensure that the College insurance is valid. Please
ct the Finance Manager for a copy of the insurance policy prior to any
international travel.
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3.1

3.2

The previously issued European Health Insurance card (EHIC) remains valid until
the expiry date on the card. Thereafter, it is recommended that all staff apply for
the UK Global Health Insurance card (GHIC) for travel within Europe.

Where a member of staff hires a vehicle, they must ensure they have included the
appropriate insurance cover from the hire company and that their driving licence
qualifies them for the class of vehicle to be driven and the country that they are
driving in. It is essential that the local driving laws are adhered to and staff must
ensure that these are understood before driving.

Contact Information

Individuals should ensure that their line manager is provided with details of all
travel/accommodation arrangements and contact information. It is also important,
for business continuity and travel security reasons that line managers are aware of
travel locations and meeting venues at all times.

FVC TRAVEL PROVIDER

Key-Diversity Travel Booking Process
FVC engages the services of key-Diversity Travel, a ‘one stop shop’ for al
travel and hotel bookings, and must be used for the majority of travel
Please see the Buyer’s Guide for Managed Travel Services-Busisg

Finance - Procurement SharePoint_page-

When booking travel, travellers must provide the inferm
member of staff completing the booking request. T )
to progress with the bookings, and provides the Colle i ant management
information:

Title

Contact telephone number (preferably a
Passport number, place/date of issue,
Full name as printed on the passpor;
Nationality

Date of birth

Purchase order number
E-mail address

Failure to provide the in ation a will delay the travel booking. All information
captured is protected un e Data Protection Act.

Travel under
Bookings for I
Instead the

do not require to go through Key-Diversity Travel.
ents should be made independently by individuals
n line with

o@

( Formatted: Not Highlight




4

4.1

4.2

4.3

4.4

5.1

EXPENSE CLAIM DETAILS AND SUPPORTING INFORMATION

Required Details
Expense claims should include sufficient detail to evidence compliance with this

policy. As a minimum claims should include:
¢ Date of expenditure
Reason for expense
Actual cost including VAT
Names of other FVC passengers in vehicle for the business journey O

Names of other parties in receipt of hospitality
The exchange rate used for any foreign currency transaction
Any other relevant information

Receipts

All original itemised receipts must be submitted as part of the expense claim —
copies or credit card statements are not acceptable substitutes for original receipts.
Credit card statements should be provided, where appropriate, as bat p for
sterling value of foreign currency transactions. If no receipt is available, the e se
can only be reclaimed if an adequate explanation is provided, as to why

could not be obtained. ‘Lost receipts’ is not a satisfactory reason.

Tickets and Reservations
For all relevant travel or accommodation claims, a copy of the ti
hotel reservation booking must be provided to demonsthate poli

Exceptions
In the exceptional situation where an employee is un the policy,
but believes that legitimate business expenditure has i
item should be clearly highlighted as non-complie
does not guarantee that these non-complian
ensure that they are identified and reviewe

SUSTAINABLE DOMESTIC T

Method of Travel
FVC recognises that trave e business. Public transport, use of
College electric cars a i standard class rail travel is the preferred
means of travel where i deciding whether travel is necessary and
determining the mg i ethod of travel, individuals should always
consider:
e CO0? emissiof any’journey
d be held by conference call

o o o
—
=
(]

and access to public transport for all participants involved
meeting; and
nt and health and safety issues.

possible, individuals should aim to reduce ‘single occupancy’ travel by
haring with colleagues and maximise the time at the destination by arranging
le meetings on the same day, thereby limiting the need for repeat journeys.
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6.1

6.2

6.3

Travel Between Campuses

Travel between campuses is detailed in the campus travel guide which is found
on the HR SharePoint page.

EXTENDED & INTERNATIONAL TRAVEL - HEALTH, SAFETY & SECURITY

Health, Safety and Security

Under the Health and Safety at Work Act 1974 and Management of Health and
Safety at Work Regulations 1999, the College is required to ensure that all work
related travel is safe, planned and risk assessed in advance of travel commencing
and is approved by the relevant line manager.

FVC has a duty of care for all staff whilst travelling overnight or overseas on FVC
business, and reasonable controls must be in place to minimise risk. The iadividual
employee also has a responsibility to adhere to FVC’s procedures r
overseas travel and should take reasonable steps to avoid potential risks.

Travel security advice and other relevant information can be found for m
countries and cities, by accessing the Foreign, Commonwealth & Develo
Office (FCDO) website.

Forms Required for Extended or International
To request authorisation for extended travel ol
requisition form FVC24 must be completed along w
HS 013a and any medical declaration forms, FVCE3.

ern al a travel

ssessment form
let rms should be
risation, and should
e trip. These must
roceed, and can be

include dates, location, travel arrangements ¢
be completed (a minimum of 2 weeks) b

e FVC24 Approval for
e HSO013a Risk Assess and Extended Travel;
¢« FVCG63 Medical i or each traveller)

The forms should then i the Vice Principal of Finance & Corporate
Affairs. A list of travel an sociated’documents must be kept within the College
with a departme act

Approval ternational travel: Form FVC24

nitially to the Director/Head of department, allowing time
to take place: normally a minimum of 2 weeks before travel,
nises that exceptional circumstances may occasionally arise.
ssential that the request is communicated and authorisation is

key aspects of the trip will be reviewed to ensure that the necessary financial
gements and risk control measures have been undertaken.



6.4

6.5

Risk Assessment Process: Form HS 013a

All extended / international travel must be risk assessed, to identify the foreseeable
hazards associated with the travel and assess the inherent risks. This should
include personal health, safety and security as well as natural and political hazards.

The form HS 013a outlines the areas of responsibility of the College, the employee
and the students travelling.

Issues which will require consideration during the risk assessment process,

include, but are not limited to:

o Assessment of suitability to travel to the trip location. This should be evaluated
prior and during the trip using information from the Foreign, Commonwealth &
Development Office (FCDO) and any local embassy guidelines.

o Staff/student ‘fitness’ to undertake the actual travelling (pre-existing medical
conditions).

e Suitability/location of accommodation for all individuals; consideration of
male/female group and appropriate supervision.

o Specific health related travel issues e.g. jet lag, Deep Vein Thrombosis (E
manual handling of luggage, etc.

o Personal safety e.g. accidents, crime, political instability, local custom,

laws.

Country specific legislation and/or customs.

Climate/season e.g. hot/cold/humid extremes, some diseaseg

weather/season dependent.

Activities to be undertaken — work and leisure.

Location being visited e.g. urban and rural trav

Essential and advised immunisation/vaccinations

Lone working issues.

Duration of trip.

Dietary advice — including food/water hygie

preparation/handling, contaminated w;

allergies.

o Diseases spread by animalsji ontact.

« Emergency arrangements in ical and travel insurance — including
repatriation.

« Mode of transport — both
visited,,

local food and its

il and aifBorne organisms or food

Medical Declaration: F
All individuals travehi omplete a FVC 63 — Medical Declaration Form to

ble for checking and implementing any necessary health
on as travel has been approved, including any vaccinations.

Il be held confidentially with the travel documentation, kept for 3 months
r the trip and then destroyed via the confidential waste procedure.

Where a member of staff/student indicates that they have a pre-existing medical
condition or other related issue that may affect their ability to travel or work abroad,
managers may wish to seek advice from HR/Occupational Health. Itis also advised
that any person travelling abroad on work purposes, particularly on long-haul flights,

6

oé
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http://infoadmin/hs/Forms/HS%20013a%20Risk%20Assessment%20for%20Foreign%20or%20Extended%20Travel.docx
http://infoadmin/hs/Forms/HS%20013a%20Risk%20Assessment%20for%20Foreign%20or%20Extended%20Travel.docx

6.6

7.1

7.2

7.3

8.1

8.2

seeks confirmation from their GP that they are fit to travel. Inoculations required for
the trip location must be organised in sufficient time for travel. Any costs of
inoculations for staff charged by the GP will be reimbursed by FVC.

Passports and Visas

Individuals are responsible for obtaining a valid passport and applying to secure a
visa (if applicable). Advice on visas should be checked as soon as a trip is planned,
ensuring sufficient time is given to process the request. Any costs associated with
securing a visa will be reimbursed by the College and employees should submit a
claim through the expense claim form on SharePoint.

CONDITIONS OF TRAVEL
Once the trip has been confirmed and authorised, the following conditions apply:

Time Off in Lieu and Overtime

Travel time outside of normal working hours can be claimed as Time Off in
Overtime worked during the trip should be claimed in line with the Worki
Practice Agreements and approved by the Director/Head of department.

Emergency

Individuals should ensure access to either a personal,
on the trip. In the case of an emergency, which requi
incurred, the College will reimburse the employee 00
must be provided to claim reimbursement. Emer i
likely to affect safety/security or an emergency at hom

Colle whilst
ddit pe to be
ble £Receipts

s events

Communications

If using a mobile phone or chargeable int: m
pay for costs of calls in country, to the U
are kept for itemised calls or p
the College can provide indivi oblle phone for the duration of their
travel. All calls must be deem nd of a justified duration. Internet
access should be costed before u other communications kept to a
minimum. A College mobj quested from the IT Helpdesk. The
costs of personal calls overnight incidental allowance. See
Section 11 below.

access abroad, the College would
§s, provided that receipts

a list of calls. Alternatively

TRAVEL AND

€ made within 3 months of the expense being incurred.
result in claims being declared invalid and may not be paid.

out with the 3 month period will only be paid with the written
f the Director of Finance. It is the individual's responsibility to seek such
these circumstances.

Payment Arrangements and Recoveries

Expense reimbursements are made on-a-weekhy-basis through the monthly payroll.
FVC reserves the right to recover from individuals any overpayments of travel or




8.3

8.4

8.5

8.6

expenses. Recovery may be made by deduction from further expense claims or via
salary deduction.

Costs incurred during travel which have not been directly invoiced should preferably

be paid by a College credit card.
Advances in foreign currencies may be given, and on return must be accounted for
through a foreign currency advance expense claim. Failure to do so will result in
the cost of the advance being deducted from future expense claims. O

Air Travel

Individuals should book flights as early as possible to provide choice and ensure
value for money. Flights should be Economy Class, and the cheapest available
option, subject to reasonable connections and stopover times.

Premier Economy flights or additional leg room seats are permitted where the total
international flight time, including onward connections, is in excess of &/ hours
(excluding any stopover time).

Frequent Flyer schemes offer a range of benefits to regular travellers.
the use of special lounges and other modest benefits which are availabl
the journey. Individuals are free to take up these offers, which can be red
de minimis. However, these can only be accepted if no additiong
by FVC. FVC will not reimburse frequent traveller members
circumstances.

Domestic Rail Travel

Standard/Economy class rail travel should be booke all eys. Rail travel is
the preferred method of travel around the UK, includin do henever this is
feasible.

Personal rail concession cards/tickets caj only if the cost is less than

or equal to the standard rail fare.

Rail Travel when Overseas
The class of travel should be th
in the UK. Receipts should b

Standard/Economy class rail travel
d as part of the individuals expense
r to travel.

Car or Minibus Hire
Car or minibus hirggs be used when the College cars or minibus are not
available or suitg C lic transport is not viable or cost effective. Where
more than one Member offstaff is travelling and the cost of car/minibus hire is less
than the combines i nsport cost, then vehicle hire may be appropriate.

g to hire a minibus or car must comply fully with the Health

for Work Policy-regarding-griving-ferwerk. If a College vehicle

e ensure compliance with the code of conduct for use of College

he actual hire cost for the period of the journey including refuelling costs; or
eage allowance for the business journey.

The College insurance scheme-does-not-covers staff when hiring vehicles_for short [Formatted: Not Highlight

term business use, therefore Comprehensivetnrsurance-should-be-arranged-with

the hire company_will require a copy of the College certificate of insurance which
8




8.7

8.8.

8.9

8.10

8.11

can be obtained from the Finance SharePoint page. -The hire invoice should be
checked to ensure mileage and times are accurate.

Mileage

Mileage will be paid in respect of any journey which starts and finishes at the normal
place of work, i.e. mileage incurred travelling to and from the usual campus for
business purposes. Where a journey does not start and finish at the normal place
of work, employees are entitled to claim the lesser of the actual number of miles
driven, or calculated as if the journey started at and returned to the usual campus.

Where employees are driven by a family member or friend to or from an airport, the
equivalent mileage cost of the return journey may be claimed, but it must be claimed
under other travel costs, not as mileage.

An additional 5p per person per mile can be claimed for each Forth Valley College
passenger carried on a business journey. The passenger must be a fellgw Forth
Valley College employee and their name(s) noted on the claim.

Car Parking
The cost of car parking away from the normal place of work and associg
business journey will be reimbursed. When parking at an airport for onwa
the long stay car park should be used where possible, unless a ¢
is available.

Parking and speeding fines are not legitimate busi not be
reclaimed.

Taxis
Taxis may be used for business purposes
transport, or when travelling with excess lugg
give due consideration to value for mone

no suitable public<
> Individuals should

Tips on taxi fares may be
Individuals should exercise disc
customary levels. Where taxi
receipt is for the gross value j

to reward good service.
ure that any tip does not exceed local
ndwritten, please ensure that the
t of the tip.

Accommodation
It is College policy to us
upgrade should b e expense of the individual. The room rates are set
with upper limit: ity Travel booking system_as follows-:

<

or requests beyond these limits, and should be advised to-
individual's Head of Department (corporate services) or

individuals” should contact the Finance Manager to agree the most appropriate
ent method.

Non-Compliant Booking Authorisation
Any travel bookings made out with this Policy should be approved by the relevant-

member of SMT.
9
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8.12 Personal Travel < [Formatted: Justified, Line spacing: single ]
Personal travel may be included as part of a business trip, subject to prior
authorisation. All excess costs, beyond the business travel and accommodation
should be paid for by individuals. Personal travel will not be booked by FVC,

individuals must make their own arrangements. Personal travel is not covered by
FVC insurance.

9 EXPENSE CLAIM AUTHORISATION

9.1

Expense Claim Authorisation

Expense claim authorisation is via the_ iTrent Employee Self Service portal-Finance
SharePoint—page with all travel claims being approved by an individual’s line
manager. Line managers are responsible for checking the legitimacy of the claim
before the claim is approved on the ITrent Manager Self Service portaland
forwarded-to-Finance for payment.

Checks will be carried out by the Finanee-HR payroll team_as part of the
payroll review to ensure adherence to the policy.

10 SUBSISTENCE COSTS

10.1 Definition
Subsistence includes the cost of accommodati
individuals are required to work or stay away from
incidental costs such as newspapers, private tel
Section 11 Incidental Expenses for further detai
be found at Appendix 1.

nd als d when

oes not include
e Please refer to
bsistence rates can

10.2 Food and Drink
Where individuals work away vernig r away from any of the FVC
campuses, the receipted costs f als be claimed, subject to sections 10.3
and 10.4 below.

With the exception of wa me urchased out with a meal cannot be
claimed through expe part of a business meeting with external

bsistence bill of another employee, the name(s)
ded in the claim form. The most senior member of staff

10.3 Breakfast

ired t0/stay overnight away from home and breakfast has not been
d | tel rate, receipted costs for breakfast including any gratuities or
be claimed through expenses up to the set limit for the country the cost
curred in. Please refer to Appendix 1.

individuals are required to leave home before 7am for onward business
travel, receipted breakfast costs up to a maximum of £10 can be claimed through
expenses.

10



10.4 Lunch and Dinner
If working away from the normal place of work, individuals may claim the lower of < [Formatted: Indent: Hanging: 1.75 cm ]
the actual costs (with receipts) and the specified limits for lunch and dinner. To be
eligible to make a claim, individuals should be more than five miles from both

are set to meet the replacement cost of a “typical” equivalent meal for employees,
they are not set to meet the cost of business dinners — these costs should be
claimed as business hospitality.

home and any of the FVC campuses, for at least five hours with no food provided.
The period of absence is calculated on the actual time of absence, based on
departure time from home or office and time of arrival back at home or office.

The receipted costs including gratuities or taxes can be claimed through expenses
up to the set limit for the country in which the cost is incurred. Individuals can incur
costs over the specific limits however this excess cannot be claimed. These limits

10.5

£200 (total) or over £50 per head (whichever is the low
the relevant Director/Head of department or Vic inci
event and submitted with the claim.

In-house restaurant facilities should normally be

booking.

10.6 Gratuities and Tips
On occasions where warral
of the cost of dining. Indivj
of the meal does not
exceed local customary
cost, up the maxi

go eryice, a gratuity may be provided as part
uld ise discretion and ensure that the cost
a service charge. The gratuity should not
be reclaimed as part of the subsistence

Other than for age and taxi journeys, tips/gratuities are regarded as
personal inei ses, explained in section 11 below.

11
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13

13.1

INCIDENTAL EXPENSES AND OVERNIGHT ALLOWANCES

Personal incidental expenses incurred during a business trip are not classified as
subsistence and are subject to particular rules. Incidental expenses include, but
are not limited to, the cost of newspapers, private telephone calls, mini bar costs,
in-house movies and laundry costs. Tips/gratuities for personal service are also
regarded as incidental expenses.

An overnight allowance is payable to cover the cost of all such incidental expenses.
Individuals should not reclaim costs incurred on such items in addition to, or as a
substitute for, the overnight allowance. The following limits apply, and are in line
with HMRC agreed non-taxable limits

e Domestic travel overnight allowance £5
e International travel overnight allowance £10

OTHER BUSINESS COSTS

Individuals may incur costs in respect of their employment and depend
current HMRC rules and the College’s operating framework, suc StS
may not, be chargeable through business expenses.

Prior approval, and guidance, must be sought from Fin pri curring costs
and submitting any claims.

NON COMPLIANT TRAVEL AND EXPENSE

Reporting of Non-compliance

Sample audit reviews will be carried
booking documentation and ex
will be directed to the employee

eam on submitted travel
les on the content of claims

Details of all non-compliant
ce & Corporate Affairs.

Where individuals make a' i declaration for reimbursement of expenses
which does not cg olicy, disciplinary action may be taken. Individuals
onies that have been claimed by the employee
hich are non-compliant with this policy.

or incurred by the College

12




APPENDIX 1 Subsistence Meal Rates
Breakfast | Lunch Dinner
UK (except £10* £7.5010 £30
London)
London £15* £20 £4550
Europe €20 €20 €40,

The allowances for all other destinations will be provided by the Director of Finance as

required.

* Only applicable if accommodation booked on room only basis, and does not include breakfast.

N

APPENDIX 2 HMRC Mileage Rates
Vehicle type Up to 10,000 miles | Over 10,000
Car 45p per mile
Car — additional FVC Additional 5p per
passengers passenger per mile
Motorbike 24p per mile e

al 5p pel ‘
er per m
ile,__

13




APPENDIX 3 Guidance on Claimable Expenses
CLAIM
THROUGH
COST CATEGORY STAFF NOTES
EXPENSES
CAR MILEAGE
Home to normal place of business No
Secondary journeys outside normal business hours Yes
defined as:
- On weekdays which require staff to return home
before commencing a second journey to a
business destination e.g. where preparing for a
business dinner/travel.
- Any essential business journey undertaken at
weekends or on public holidays, with the
exception of home to campus journeys.
RAIL
Can | travel other than economy /standard class? No First class travel is allowed on journeys
. over 5 hours (one way) and journeys from
w Scotland to London. For shorteg, journeys
<>,: economy/standard class should
o
= If the business journey relates
Can | claim for meals and refreshments during my  Yes overnight stay and spans a ng
journey? time, receipted meal costs cal
in line with the subsistence ri
outwith these rules and any re
are not allowable business
FOREIGN CURRENCY COSTS Yes Receipted commiss
Commission and/or buy back guaranteed costs for foreign curren,
associated with FC obtained via corporate/personal s
credit card.
CAR PARKING AT NORMAL PLACE OF No
BUSINESS
INFORMAL CORPORATE HOSPITALITY Yes
The provision of low-level routine hospitality e.g.
business lunch, refreshments after a meeting etc. 2ad (whichever is lower) should
sed in advance.
‘charges of lunches/dinners in the
E Restaurant is allowed for external
5 hospitality only.
,‘E STAFF ENTERTAINING
% Staff celebratory events e.g. Christmas party 0
9 Entertainment of staff as reward/rec
service provided
Hospitality offered to employees (no € Hospitality provided to employees is not an
attendance) e.g. at the end of a team a allowable expense and the normal rules
and rates of subsistence should be applied.
MOBILE IT EQUIPMENT Yes The following peripheral kit required to
support FVC provided mobile IT equipment
can be purchased and reclaimed through
expenses:
f_,’_l’ e Replacement power packs
7} [/chargers
<
T e Screen protectors
&:’ e Cases
E Note: Car chargers are not an allowable
w expense.
=
é IT accessories can be sourced through the
IT Department. Items greater than £20
must be purchased through the IT
department,
OMPUTER EQUIPMENT AND No All other IT purchases should be requested
through the IT department.
ER OFFICE EQUIPMENT PURCHASES No All purchases of office equipment should
be made by the Estates department.

14




APPENDIX 4 Travel Time — Time Off In Lieu (TOIL)

EXTENED (OVERNIGHT) / INTERNATIONAL
TRAVEL

CLAIMABLE TIME

TIME OFF IN LIEU

home to College travel time

Travel on a non-working day Total travel time from home to Yes
end of journey

Travel on a working day Total travel time out with core
College hours less normal Yes

College hours from external

location less normal College to

home travel time

Home -> external location -> Home

Total travel time out with
College hours less normal
home to College and College ti
home travel time

LOCAL / RETURN ON SAME DAY TRAVEL CLAIMABLE TIME TIME OFF IN LIEU
Home -> College Not claimable No
College -> Home Not claimable No
Home -> external location -> College Total travel time out with core Yes
College hours to external
location less normal home to
College travel time
College -> external location -> Home Total travel time out with core Yes

15



Forth Valley College
15. Programme of Audit Committee Business

Mar-25 Jun-25 Sep-25| Nov-25

Apologies, Declaration of Interests and Changes to Members’
Register of Interest v v v v
FOR APPROVAL
Minutes and Matters Arising v v
Review of Action Tracker v v
Tution Fees & Fee Waiver Policy
Budget 2025/26 & FFR v
Procurement Stratey
Review of Committee Remit
Annual Report and Financial Statements 31 July 2025
External Audit Annual Report to the Board of Management
HR / Estates
Policies
Recruitment & Selection Policy
Prevntion of Harrassment & Bullying Policy
Disciplinary and Dismisal Policy
Managing & Supporting Performance
Grievance Policy & Procuedure
FOR DISCUSSION
Management Accounts - February 2025 v
Management Accounts - May 2025 v
Management Accounts - October 2025 v
Draft Outturn 2024/25 v
Major projects v v v
Commercial & International
People Strategy update
Estates Update v v
FOR INFORMATION

Committee Business v v v v
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