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The 2015 HR Report follows a busy year with many changes that continue to impact on 

staffing.   

 

STAFF PROFILE 

The College currently employs 248 individual staff, 175 of these in regular service and 73 

casual staff.  This is a very slight increase on the figures for the previous year (247 in total, 

174 and 73 respectively).  The overall full time equivalent staffing has seen a small increase. 

 

 Male Female Total 

Senior Staff 4 1 5 

Teaching Staff 39 59 98 

Support Staff 20 52 72 

Evening Teaching (casual) 1 10 11 

Casual Staff 22 40 62 

 86 162 248 

 

In considering those staff in regular service only, 36% are male and 64% female.  This 

change from the previous year’s figures (32.8% male and 67.2% female) is mainly 

attributable to an increase in male support staff (20 male and 52 female in 2015 compared 

to 16 male and 54 female in 2014).   

 

The full time equivalent staffing for each category is given below: 

 

 2011 2012 2013 2014 2015 % difference 
2014 to 2015 

Senior Staff 7.00 6.00 6.00 5.00 
 

5.00 -- 
 

Teaching 
Staff 

97.38 90.59 88.96 87.40 87.40 -- 

Support Staff 49.12 42.88 41.06 42.99 46.16 +7.37% 

Cleaning 
Staff 

9.78 8.22 7.05 6.78 6.81 +0.44% 

Total: 163.28 147.69 143.07 142.17 146.37 +2.95% 

 
As can be seen from the above figures, the increase is in additional support staff.  This 

includes the appointment of three full time apprentices, a new post of Employee Links Co-

ordinator and the part time appointment of the Combined Cadet Force Staff Instructor.  The 

latter is a funded post, whilst the apprenticeships give valuable work and learning 

experiences to younger employees.  The Employer Links Co-ordinator was recruited to 

further increase the number of our own students gaining employability skills through the 

development of meaningful work experience opportunities. 



The full time equivalent figure for teaching staff appears to have remained static, despite a 

further increase in the overall number of students studying at the College (1929 students in 

2015 which is an increase from 1877 completing the previous year).  However, this figure 

conceals the fact that there were 12 teachers who either retired or left this year and 10 who 

joined the College in August.  The College did take advantage of natural wastage in subjects 

where this was possible, however, with increased student numbers in other areas, the 

headcount for teaching staff only reduced by one person, with the overall fte remaining the 

same.  There has also been an increase in the number of support staff taking on the role of 

tutor. 

Of particular interest this year was the number of requests for flexible working received from 

teaching staff.  Whilst some were perhaps to be expected – staff returning from maternity 

seeking to reduce their hours or some staff wishing to take a phased approach to retirement 

– there were also several members of staff seeking to improve their work/life balance by 

stepping down from responsibilities (which are not evident from the figures below) or by 

reducing their hours, leading in particular to a marked increase in part time female teaching 

staff.   

Numbers for 2014 are given in brackets for comparison.   
 

 Male full 
time 

Male part 
time 

Female full 
time 

Female part 
time 

Total 

Senior Staff   4  (4)   1  (1)     5  (5) 

Teaching Staff 32 (29)  7 (10) 34 (44)  25 (16)  98 (99) 

Support Staff 14 (12) 6 (4)  14 (14)  38 (40)  72 (70) 

TOTAL 50 (45) 13 (14)  49 (59)   63 (56) 175 (174) 

 

Age Profile of Staff 

 

2014       

Staff <=20 21-30 31-40 41-50 51-60 >60 

Senior 0 0 0 3 1 1 

Teaching 0 12 22 37 26 2 

Support 1 16 5 11 28 9 

 

2015 

Staff <=20 21-30 31-40 41-50 51-60 >60 

Senior 0 0 0 3 1 1 

Teaching 0 11 20 43 22 2 

Support 3 11 9 12 28 9 

 

The overall age profile of staff has remained similar to the previous year’s, with increases in 

line with staff moving from one age range to the next.  Recruitment this year for teaching 

staff has been predominantly in the 41-50 age range, and for support staff at the younger 



end of the age ranges – please see below under recruitment monitoring for further 

comment in this regard.   

Teaching Staff 2014    Teaching Staff 2015 

            

Support Staff 2014    Support Staff 2015 

  

All Regular Staff 2014    All Regular Staff 2015 

  

 

The reduction in the number of teaching staff over the age of 51 might indicate that there 

will be less opportunity in the future to rely on natural wastage as a means of staff 
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reduction.  Coupled with the increases in retirement and pensionable age, it might be that 

the College receives more and more requests for flexible working and phased retirements as 

time goes on. 

It is not possible to produce data relating to all other protected characteristics for existing 

staff.  However, these protected characteristics are monitored for recruitment to the College. 

 

Recruitment Monitoring 

The College received 364 applications over a total of 16 recruitment campaigns; 11 support 

staff appointments were made (8 campaigns), 9 teaching staff appointments (7 campaigns) 

and 10 casual invigilators.   

Application numbers increased significantly in the last year up from an average of 9 

applicants per teaching post in 2013-14 to 13 in 2014-15, with an increase for support staff 

posts from an average of 14 to 30 for the same period. 

Of the 364 applicants, 13 did not complete equality and diversity monitoring forms with 

some that did complete the forms choosing not to disclose certain information.   

Gender 

Of the applications received for support and the invigilation posts, 89 were male applicants 

and 174 female.  There were 11 female and 10 male successful candidates with the 

shortlisted candidates being representative of the gender ratios for each post. 

For the teaching staff posts, 46 applicants were male and 42 female, resulting in 

appointments of 3 male members of staff and 6 female.  Whilst this might appear at first 

glance to be biased towards female applicants, the majority of male applicants were for 

three specific posts, the two maths campaigns and one for history.  In looking more closely, 

the shortlisting for these posts was carried out robustly.  In maths the number of shortlisted 

candidates that were male outnumbered the females but one male candidate and two 

female candidates were appointed on merit at the interviews. 

The monitoring question regarding transgender remains the characteristic that applicants 

choose to omit and so it is not possible to comment further on this.  Revision of the wording 

of the question will be considered to encourage its completion. 

Disability 

Of the 329 applicants that supplied information on disability, 15 declared a disability and 5 

met the minimum criteria ensuring that, under the two ticks symbol, they were shortlisted 

for interview.  One candidate was successful in being appointed.   

The percentage of disabled people applying for posts at the College reduced from 5.5% last 

year to 4.5% in 2014-15, which is disappointing.  However, all adverts and job information 

continue to carry to two ticks logo to encourage disabled candidates to apply and we will 

continue to monitor the situation. 



Ethnicity 

As in previous years, the College received applications from mainly white-British applicants 

with only 5 non white-British applicants overall this year.  Two were shortlisted for posts but 

one withdrew from interview and the other was unsuccessful.   

The small percentage of non white-British applicants and successful candidates remains a 

concern not only for QE but in discussions with colleagues, across the Norvic personnel 

network.  One College from Norvic has used targeted advertising to promote their College 

vacancies, but said that although this increased the costs of advertising significantly it only 

marginally increased the number of applicants from other ethnic groups in some cases, and 

in others not at all.  We continue to advertise teaching posts nationally, hoping to attract as 

diverse a field as possible and again, will continue to monitor this. 

Age  

The type of job advertised appears to have a big influence on the age group of applicants, 

for instance, a Colleges Sport Maker role had predominantly 21-30 year olds apply and no 

one over the age of 50, whereas the two campaigns for teachers of maths did not attract 

any applicants under the age of 30.  There are, however, a good range of applicants from all 

age groups overall and shortlisting is representative of the groups applying.   

As mentioned above, when considering the age profile of those appointed, it would appear 

that this year the majority of teaching staff appointed fell into the 41-50 age group and it 

will be worth monitoring this further to ensure that less experienced applicants are not being 

disadvantaged by our shortlisting and interview methods.  Of note for support staff roles is 

the high number of 21-30 year olds applying for posts at the College, 127 of the total 262 

that declared an age group (48.5%).  With the roles advertised (Study assistants, Learning 

Support Assistant and Colleges Sport Maker), this is perhaps unsurprising, and is probably 

also indicative of the lack of opportunities for young people in the current UK job market. 

Religion and Belief 

Those applicants giving a response in this category fell predominantly into either the 

Christian category or those declaring no religion or belief.  This is similar to the response for 

2013-14.  The numbers of candidates shortlisted and that were successful were 

representative of the categories identified.   

Sexuality 

It is difficult to comment on this characteristic due to small numbers that could identify 

individual applicants, however, most applicants did offer a response to this question and 

there are no areas of concern to report. 

Marital Status 

This was monitored for the second year and shortlisting and appointments appear to be 

representative.  It will be interesting to continue to monitor this category over coming years 

to ensure that this remains the case but is difficult to identify any trends on two years’ data. 



 

SALARIES 

Due to the small number of senior staff, figures have been excluded from the following.  

Support staff figures have also been further broken down to give separate figures for 
Support and Cleaning Staff. 
 

Average actual salaries: 
   2011  2012  2013  2014  2015 
Teaching Staff  £34,617  £33,604 £32,777 £32,462 £33,780 

Support Staff  £17,586 £18,105 £18,980 £18,445 £17,795* 
Cleaning Staff  £ 5,969 £  6,211 £ 6,017 £ 5,846 £  5,618 

 
*The average actual salary figure includes salaries for 7 staff on very small contracts or on 
apprenticeship/national minimum wage rates, which significantly reduce the average.  Excluding these staff, the 

average actual support staff salary would be £19,657, an increase on last year. 

 

If we look at the full time equivalent (fte) salaries for teaching staff, the average is 

£37,447 which compares favourably with the national average given in the SFCA’s survey for 

2014-15 of £36,428 and is an increase than the previous year’s average of £36,748 at QE.  

 
Salary distribution by scale point - 2014 

   

 

 

As was noted from the recruitment monitoring above, a number of teachers were employed 

in the 41-50 age range this year, in many cases experienced staff moving immediately to 

the top of the teaching pay range. 
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Teaching Salary Distribution by Gender 

 

 

The average full time equivalent salary for male teaching staff is £38,557 which compares 

favourably with the SFCA survey, where it is £36,131 per annum.  The average female fte 

salary at QE is £36,713, slightly under the SFCA national figure for female teaching staff at 

£36,751.  As was noted in last year’s report, with little recruitment taking place at 

management levels, it is difficult to address any imbalance and appointments will always be 

made on merit.  Where there was a course leader level post advertised, a female Head of 

Department was appointed.  However, with the Governmental focus on increasing the 

management opportunities for women and new legislation around gender pay reporting, it 

would be prudent to continue to monitor this carefully.  The College needs to ensure that as 

the new Sixth Form Colleges’ Pay Framework is introduced, this is not detrimental or at all 

discriminatory to its female teaching staff and that any succession planning encourages the 

continued development and training of women. 
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Salary distribution for Support Staff - 2015 

 

Salary distribution for Support Staff remains very similar to the pattern shown for the 

previous two years, with the exception of the spot salaries mentioned above. 

Excluding the staff on apprenticeship/national minimum wage rates, which would not offer a 

comparison to the previous year’s figures, the average fte salary for support staff is £22,818 

compared to £21,920 last year.  This year’s figure compares favourably with the national 

average reported by the SFCA of £19,991 per annum. 

In looking at support staff salaries by gender, average fte earnings by male support staff 

continue to be higher than female staff, £23,709 compared to £22,344.  Nationally male 

support staff also continue to earn more than their female counterparts at £21,095 and 

£19,554 respectively.   

Staff Turnover 

Turnover is calculated as the number of leavers in an academic year expressed as a 
percentage of the number in post at 1 September the following year. 

 
 

Year No. of 

leavers 

No. of staff Percentage 

Turnover 

2010 15 190 7.89% 

2011 15 183 8.20% 

2012 18 178 10.11% 

2013 21 168 12.50% 

2014 19 174 10.92% 

2015 20 175 11.43% 
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The percentage turnover for the College, although seeing an increase, continues to compare 

favourably with the national picture given by the AoC of 17.9% or in the North East at 

16.1%.  The reasons for staff leaving are shown below: 

 

Year End of 
fixed 

term 
contract 

Redundancy Other 
Employment 

Retirement Other Total 

2010 8 0 3 2 2 15 

2011 3 6 2 3 1 15 

2012 1 0 4 7 6 18 

2013 3 0 2 12 4 21 

2014 3 0 7 6 3 19 

2015 7 0 2 6 5 20 

 

Of those leaving, 12 were teaching staff and 8 support staff.  Fifteen of the leavers were 

female and 5 male staff. 

Amongst the ‘other’ category were three members of staff intending to seek some further 

work or retire but not access their pensions immediately and two members of support staff, 

one of whom moved closer to family and another that retired on ill-health grounds. 

 

SICKNESS ABSENCE  

Sickness absence is calculated on the calendar year, rather than the academic year and to 

retain the possibility to compare year on year data, this has been continued. The total 

number of days lost due to sickness absence for 2014 is 1064.5 which is a significant 

increase on last year’s figure of 860 of working days lost.  The average absence per 

employee has increased from 4.6 days in 2013 to 6.19 days in 2014. 

Compared with the national picture, (AoC Survey of Sickness Absence in Colleges 2014) the 

CIPD reports a national average of 7.4 days absence per employee across all sectors which 

is a reduction on 2013, with the education sector reporting 6.0 days per employee (2.6% of 

working time lost).  The AoC reports absence across FE colleges at 8.09 days with 3.7% of 

working time lost.  In breaking down their data further, they report sixth form colleges as 

having less absence nationally than their FE counterparts, at an average of 5.91 days 

(2.73% of working time lost).  At an average of 6.19 days, the College is therefore above 

the national average for Sixth Forms this year. 

 

 

 

 



 

Average Working Days Lost 

 

 

Absence for teaching staff at QE this year has increased slightly and averages 3.48 days 

absence per employee (3.45 days in 2013).  Support staff have seen a significant decrease 

on the rates for last year, moving from 3.41 days in 2013 to 2.39 days in 2014.  Cleaning 

staff have had a dramatic increase due mainly to long-term sickness absences this  year 

with an average absence of 38.26 days increased from 14.3 days last year and 16.3 days 

per employee in 2012.  It is this increase that has resulted in the increased average across 

the College. 

Long term sickness absence has increased significantly this year and accounts for 75.67% of 

all days’ absence (59.48% in 2013).  Long term absence makes up 66.49% of teaching 

absence and remains an issue for cleaning staff where it accounts for 82.49% this year.  

Support staff long term absence has also increased and accounts for 30.33% compared to 

last year when it was only 14.92%. 

The percentage of staff with no sickness absence remains at almost the same level as the 

previous year at a pleasing 47.06%.  A further 34.22% of staff had absences of between 1 

and 5 days, an increase on the previous year’s figure of 30.8% in 2013.   

In looking at reasons for absence, and in particular continuing to monitor instances of stress 

related illness, 270.5 days were lost that were reported as depression related.  Four 

members of staff were supported through their absences.  Other reasons for long term 

absence were: Operations and recovery time 101 days, accidents (non-work related) 414 

days and back pain 20 working days.  Most short term illness can be attributed to minor 

illnesses or days off for staff with disabilities when required.  Occupational Health and other 

support was offered and put in place when appropriate, for example two ergonomic 

assessments were carried out and recommendations put in place.  

As part of the College’s commitment to on-going well being initiatives for staff, immunisation 

against flu was offered with 49 members of staff taking this up.  The staff benefits provision 

was again offered to staff in 2014, which includes a basic health cash plan to help with both 

routine and one-off health costs and counselling and GP helplines that staff are able to 
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access.  The basic level of cover is funded by the College and 91 members of staff took up 

this option with 4 opting to pay towards additional cover to include their spouse/families. 

OTHER WORKING DAYS LOST 

These leave of absence days are predominantly planned and are booked and authorised 

through the Sharepoint Portal system.  In addition this system is used by staff to record 

their absence for business meetings.  Emergency leave for parents/carers is also included in 

these figures.  A total of 292 days over 228 separate instances were recorded for the period 

1 September 2014 to 31 August 2015, an increase on last year, up from 236 days over 189 

occasions. 

Leave for business reasons was recorded as 39 days.  Planned medical appointments are 

not recorded in the same way as sickness absence and accounted for 60 days this year.  

Other days lost included time off to attend funerals, compassionate leave, to attend family 

graduation, wedding and award ceremonies and time off to care for children.  These totalled 

193 days over 115 separate instances.   

Noticeable again this year has been the increase of caring responsibilities for staff 

dependents, where these have not been children but parents of the staff members 

concerned.  With an aging population and restrictions on social services, this may continue 

to be an area to monitor.  As with children, legislation allows for staff to be given time to 

make suitable arrangements where emergencies arise or usual arrangements break down.  

At the moment all staff absences are paid, but obviously this could be an area of increasing 

cost to the College. 

 

SAFEGUARDING 

Level 1 Safeguarding awareness training remains a high priority and all of our new staff, 

casual staff, Governors and volunteers are trained, with refresher training every three years. 

Safeguarding training continues to be provided by Darlington’s Safeguarding Board.  

In addition, Prevent training has been introduced across the College with all staff required to 

renew this awareness training each year.  E-Safety training is also undertaken by all staff 

and by students at the College. 

 

STAFF ENGAGEMENT 
 
The main indicators for staff engagement are often considered to be staff turnover, absence 

levels and the results of any staff survey undertaken.  As shown above, absence due to 

sickness increased this year, mainly attributable to a number of longer term absences.  Due 

to the recruitment of teaching staff to replace the numbers leaving and the further 

recruitment of support staff in some lower paid or very small contracts, staff turnover has 

seen a small increase on last year. 



The staff survey, in the form of consultation groups, was carried out throughout March and 

April of 2015.  The Principal reported on these meetings, highlighting common themes and 

recommendations from staff.  The tone of the meetings was positive and staff appeared to 

have embraced the fact that despite the difficulties that continue to arise due to funding 

cuts, the College continues to provide a positive experience for students.  Concerns were 

expressed about the increased number of students that were presenting with mental health 

issues and students that required a lot of staff time, with discussions around how best to 

manage the additional pressure these challenges appeared to be placing on staff.   

Staff well-being, and in particular stress, has been a regular item raised on the agenda for 

the Professional Associations meetings with the Principal.  The challenges that teaching staff 

have faced due to the unprecedented amount of change has undoubtedly put staff under 

pressure, but only one of the four absences reported as stress/depression was a member of 

teaching staff and due predominantly to issues outside of the work situation.  However, with 

the number of staff making flexible working requests to reduce workload and 

responsibilities, it is obviously something that needs some consideration. 

 

OTHER HR ISSUES: 

Teachers Pensions Changes 

April 2015 saw the introduction of major changes to the Teachers’ Pension Scheme as a 

Career Average Scheme was introduced for the teaching workforce.  This complex scheme 

introduced three different membership types, protected, tapered and transition members 

who immediately transferred into the new style scheme – and brought with it a lot of 

confusion for staff.  Flexibility options were introduced that included purchasing additional 

pension, faster accrual and buy out, all of which have their own rules and deadlines. 

Training was attended by HR and communications from Teachers Pensions were passed on 

to staff.  A training session with the Employer Relations Manager from TP for the College 

was also organised and was well attended, as were the one to one appointments offered 

again this year. 

The increased workload around this transition continues, as tapered members transfer on 

different dates into the scheme, affecting whether some pay elements are pensionable or 

not and triggering deadlines.  Some of the flexibility options also require annual renewal.  

The lack of an effective system to record membership types and options taken up by staff 

and relate this to payroll information internally means that this remains a manual task. 

 

The Teachers’ Pay and Appraisal Framework 

Following national consultation and negotiation, the new Framework for Teachers’ Pay was 

agreed and some preliminary training took place in May 2015.  The nationally agreed pay 

scale for teaching staff, to be introduced from 1 September 2016, will be 9-point pay scale.  

The Management Ranges are to be replaced with responsibility allowances, which will 



provide a flexible system allowing appointments either to a spot salary or to a range.  A 

teacher’s position on the pay scales will be reviewed on an annual basis as part of the 

annual review/appraisal process, underpinned by the agreed new Teacher Standards.   

Although it it is not envisaged that this will result in large-scale changes to our current 

appraisal process, consultation will be required to identify the criteria to be sought in 

meeting the standards and ensuring consistency in setting out what a ‘satisfactory appraisal’ 

looks like.   

Meetings were held with teaching staff to inform them of the new pay and appraisal 

framework in June 2015 and internal consultation will take place in the 2015-16 academic 

year in order to consider further details ahead of the implementation in September 2016. 

With the new system of responsibility allowances for managers, course leaders etc., a 

review of the organisational structure could be undertaken, as it might provide a natural 

opportunity for this to happen.  With broadly two bands of three points each having been 

used for these roles in the past, anyone not fitting the general criteria has either been given 

a notional amount to cover their responsibility or has been awarded a management range 

point.  A review of levels of responsibility and remission could be undertaken so that roles in 

the future would have a structured rationale, whilst maintaining some flexibility to take into 

consideration local market forces, hard to fill vacancies or to reward work ‘above and 

beyond’ where appropriate. 

 

Staff Development 

Staff development activity and impact is reported on separately.  From the 2014-15 

academic year, this has also included the collation of information on internal staff 

development activities.  

Although some steps have now been taken to ensure that evaluation of staff-development is 

completed electronically and is available to staff at the time of their appraisal, some staff do 

not take this opportunity to reflect on their learning and so any impact from their 

development activity might be diminished.  The HR staff follow this up to ensure as much 

compliance as possible, but this is often an elongated process. 

 

CONCLUSIONS AND RECOMMENDATIONS 

As indicated in the report above, the number of part time teaching staff has increased.  

Although primarily a gender issue with the effect most clearly seen in the number of women 

opting for part time work, this could also be an indication of a ‘future’ issue as caring 

responsibilities for parents, as well as for children, increases.   

It would be interesting to review the impact of part time staff on departments; on student 

results and other data, with a view to looking at how we can help and support staff and plan 

for these eventualities.  For instance, although having a predominantly part time team might 



be more difficult to manage, does it have a positive or detrimental effect on staff 

engagement, communication and more importantly on student outcomes? 

The impact of an aging population on recruitment means that it is going to become more 

difficult to recruit staff in the future.  Although the number of applications to the College has 

increased, the quality of applicants for teaching posts has not always appeared to be as 

strong.  In addition, many applicants have pulled out of interviews at short notice when they 

have been offered work elsewhere or encouraged to stay with their existing employer.  The 

current uncertainties around Further Education and Sixth Form Colleges might also have an 

impact on recruitment this coming year.  It will be important to look at the QE ‘offer’ for all 

staff to ensure the recruitment and retention of staff across the board.  The TES reports that 

25% of all newly qualified teachers leave teaching within four years.  Where we are able to 

recruit younger staff, it will also be important, therefore, to ensure that we continue to 

support them during their first years.   

As last year, there are more male teaching staff in management range posts than females 

and support staff salaries continue to reflect the national picture with male colleagues 

average earnings higher than their female counterparts.  With the focus on gender pay, it 

will be important to review this more closely next year. 

 

Recommendations: 

• If time allows, review the impact of part time working on departments across the 

College and monitor requests for flexible working 

• Support the implementation of the pay framework, particularly with a view to 

remaining competitive and an employer of choice 
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