
THE GLASGOW SCHOOL OF ART 
 

BOARD OF GOVERNORS 
 

16th June 2016 (Website Version of Agenda and Papers) 
 

A meeting of the Board of Governors will be held in Seminar Room 1, Reid Building, on 
Thursday 16th June 2016 at 1.00pm.  
 

AGENDA 
 
Part A – Items for Discussion/Decision  
 
           Paper 
A1 Welcome and Apologies for Absence 
  
A2 Declarations of Interest  
 
A3 Confirmation of agenda items for discussion 
 
A4 Minutes of the Board Meeting held on 14th March 2016   A4 
 For approval  
 
A5 Report from the Chair        
  
 .1 Nominations Committee      Oral 
 .2 Remuneration Committee: paper by Head of HR   A5.2 
 .3 Remuneration Committee: meeting held on 16th June 2016  Oral  
 
A6 Report from the Director        
  
  

(These papers have been withheld from website publication 
on grounds of commercial confidentiality) 
 

A7 Estates Matters 
 

(These papers have been withheld from website publication 
on grounds of commercial confidentiality) 
      

A8 Budget 2016/17 and Financial Forecasts to 2018/19     
 
(These papers have been withheld from website publication 
on grounds of commercial confidentiality) 

 
A9 Risk Register: Quarterly Review       
  

(This paper has been withheld from website publication 
on grounds of commercial confidentiality) 

 
A10 Student Recruitment Update        
 

(This paper has been withheld from website publication 
on grounds of commercial confidentiality) 

 
..........continues overleaf 
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Board of Governors Agenda 16th June 2016 (continued) 

 
 
A11 Health and Safety (report from Chair of OHS Committee)  A11 
 For information 
 
A12 Students’ Association: President’s Report      
  

(This paper has been withheld from website publication 
on grounds of commercial confidentiality) 

  
A13 Any Other Business 
  
 
Part B – Items for Report or Approval  
 
(Members may indicate prior to the meeting or under agenda item A3 that they wish 
agenda items from Part B to be discussed at the meeting) 
 
 
B1 Board Action Points        B1 
 For information  
 
B2 Reports from Academic Council and Board Committees    

For information/approval  
 
.1 Academic Council, 9th March 2016     B2.1 
.2 Academic Council, 4th May 2016     B2.2 
.3 Audit Committee, 20th April 2016     B2.3 
.4 Business and Estates Committee, 18th May 2016   B2.4  
.5 Mackintosh Restoration Committee, 18th April 2016   B2.5 

 .6 Museum and Archive Committee, 20th May 2016   B2.6 
 .7 Occupational Health & Safety Committee, 11th May 2016   to follow 
 .8 HR Committee, 10th May 2016     B2.8 
  (contains items for formal approval) 
 .9 Investment Committee, 20th April 2016    B2.9 
 
B3 Management Accounts to 31st May 2016     B3 
 For information   
 

(This paper has been withheld from website publication 
on grounds of commercial confidentiality) 

 
B4 Annual Review of Corporate Health and Safety Policy   B4 
 For approval 
 
B5 Dates of Board and Committee Meetings 2016/17   B5 
 For information 
 
 
 
(Ends) 
 
 
 
 



 

 
 
 

THE GLASGOW SCHOOL OF ART 
 

BOARD OF GOVERNORS 
 

 
Minutes:  14th March 2016 (website version)    
 
Present: Ms Muriel Gray    Lay Governor (Chair) 
        

Ms Kerry Aylin Support Staff Representative 
Mr Charles Beattie Lay Governor 
Mr Douglas Brown Lay Governor 
Professor Tom Inns Director 
Mr Douglas Kinnaird Lay Governor 
Ms Eleanor McAllister  Lay Governor 
Mrs Linda McTavish Lay Governor 
Dr Susie Mitchell Lay Governor 
Professor Ken Neil    Academic Council Representative 
Mr Lewis Prosser President, Students’ Association 
Mr Ken Ross   Lay Governor 
Sir Muir Russell    Lay Governor and Vice-Chair 
Dr Sarah Smith    Academic Staff Representative 
Ms Lesley Thomson Lay Governor 

  Professor Alison Yarrington   Lay Governor 
 
Attending:      Ms Janet Allison    Head of Policy and Governance 
 Ms Alison Lefroy Brooks   Former Lay Governor and Vice-Chair 
 Mr Eliot Leviten                   Director of Finance and Resources 

Dr Craig Williamson    Registrar 
Mr John Martin    Assistant Secretary to the Board  
   

 
1. Welcome and Thanks 
 

Members warmly welcomed Charles Beattie and Susie Mitchell, recently appointed as 
Lay Governors, to their first meeting of the Board. The Board also welcomed Alison 
Lefroy-Brooks, whose term as a Lay Governor had now come to an end, but who was 
attending this meeting as the outgoing Chair of the Audit Committee. A social occasion 
was planned later in the year for recently-departed Governors, but, in the meantime, the 
Board extended grateful thanks to Alison for her major contribution to the work of the 
Board and the Audit Committee. 
 

2. Apologies for Absence 
 

Dr Janet Brown, Ms Christa Reekie 
  

3. Declarations of Interest 
 
 None. 
 
3. Minutes  

 
The Minutes of the meetings held on 8th December 2015 and 1st February 2016 
(Awayday) were approved. 

 
 

………………/ 
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4. Board Intermediary 
 
As discussed at the Board Awayday meeting in February 2016, Governors had been 
invited to contact the Board Intermediary (Linda McTavish) if they had any concerns 
regarding the conduct of Board meetings. No such concerns had been notified.  
 

5. Report from the Chair 
 

.1 Lesley Thomson 
 

It was confirmed that, following the Chair’s correspondence with the Board, Lesley 
Thomson had been reappointed as a Lay Governor for the period 1st June 2016 – 
31st May 2019.  

 
.2 Higher Education Governance (Scotland) Bill 
 
 Further to previous discussions, it was reported that the Higher Education 

Governance (Scotland) Bill had now been passed. Scottish Higher Education 
Institutions would now await details of the implementation of the measures 
contained in the Bill, including the election of chairs of governing bodies.  

 
6. Report from the Director 

 
This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  

 
7. Estates Development Reports 
 

This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  
 

8. Appointments to GSA Development Trust  
 
As outlined in a paper from the Director of Development, the Board resolved that: 
 
.1 Ken Ross OBE, Lay Governor, be appointed Chair of the GSA Development 

Trust.   
 
.2 Mary Teresa Rainey OBE, Chair of Th_nk, be appointed a Trustee of the GSA 

Development Trust. 
 
The immediate main goal of the Trust, shortly to be formally announced, would be to raise 
£15m towards the School’s estates development, including restoration of the Mackintosh 
Building. As discussed at previous meetings, signs from potential donors had been 
encouraging and it was felt that £15m was a realistic and achievable target over a three 
year period. 
 

9. Health and Safety Report 
 

A report from the Chair of the Occupational Health and Safety Committee was circulated. 
Good progress continued to be made and additional resource was being found to support 
GSA’s progress with the agreed Health and Safety Plan. An important development 
would be for the School to demonstrate that it was aligning and benchmarking its policies 
and procedures against those of the wider sector and regulatory bodies, an approach 
which was strongly endorsed by the Board.  

 
 
 

……………./ 
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10. Students’ Association: Report from the President  
 

The President of the Students’ Association introduced his report (Paper A10). The 
Association’s trading activities remained profitable in the year to date, although the 
Christmas period had been quieter than usual in the city. The Association was 
considering the financial impact of implementing the increased National Living Wage for 
its employees. Planning for the Association’s activities during the Degree Show was well 
underway. The Association’s sports societies were reviewing their health and safety 
arrangements.  
 
The Association had held an event entitled ‘We Need to Talk about GSA’, which had 
focussed on a number of issues in relation to the School’s learning experience and 
environment. Notes on the discussions at the event would be made available to the 
School’s Executive Group. The Association was also in discussion with Anthony 
Blackshaw, the consultant appointed by the School (following the Internal Audit report on 
the School’s associated bodies) to review the operation of the Association.  
 
As mentioned in the President’s report, the Association was engaged in encouraging final 
year undergraduates to participate in the annual National Student Survey (NSS) exercise. 
It was suggested that other institutions had found an effective technique in this context to 
be presentations by student representatives at classes.  

 
11.  Investment Committee: Merger of Two Investment Funds 

 
As outlined in a paper from the Head of Finance (Paper A11), the Investment Committee 
had recommended that the two funds overseen by that committee (the Endowment Fund 
and the Governors’ Reserve Fund) be merged. Any underlying requirements, such as 
provision of prizes from past donations, would be maintained in the administration of the 
single, merged fund, as would the ability of the Board to make occasional awards from 
the Governors’ Reserve Fund. The merged fund (present value around £3.3m) would 
continue to be managed by an external investment company, presently Cazenove, whose 
performance was monitored at meetings of the Investment Committee.  
 
The Board resolved that the Endowment Fund and Governors’ Reserve Fund be merged 
into a single fund, with routine income and expenditure to be monitored by the Investment 
Committee and extraordinary expenditure to be considered by the Board of Governors.  

 
12. Action Points 
 

The Board noted its list of Action Points (Paper B1).  
 
13.  Risk Register: Quarterly Review 
 

The Board noted the Quarterly Review of the Risk Register (Paper B2). It was suggested 
that future revisions of the Register might include additional consideration of core 
financial risks.  

 
14. Scottish Funding Council: Outcome Agreement 
 

The Board noted the latest version (2016-17) of the School’s Outcome Agreement with 
the Scottish Funding Council (Paper B3).   

 
15. Reports from Academic Council and Board Committees 
 

 The Board noted the Minutes of the following meetings: 
 

 Academic Council, 9th December 2015 (Paper B4.1) 

 Audit Committee, 4th February 2016 (Paper B4.2) 
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 Business and Estates Committee, 4th February 2016 (Paper B4.3) 

 Mackintosh Restoration Committee, 2nd February 2016 (Paper B4.4) 

 Mackintosh Restoration Committee, 7th December 2015 (Paper B4.5) 

 Human Resources Committee, 23rd February 2016 (Paper B4.6) 

 Museum and Archive Committee, 5th February 2016 (Paper B4.7) 

 Occupational Health and Safety Committee, 17th February 2016 (Paper B4.8) 

 Investment Committee, 4th December 2015 (Paper B4.9) 
 
16. School of Simulation and Visualisation 
 

As indicated at recent meetings of the Board and in the Strategic Plan, and summarised 
in Paper B5, the School was now ready to proceed with formal conversion of the Digital 
Design Studio to become a fourth academic school, the School of Simulation and 
Visualisation. In particular, the School wished to launch forthcoming new undergraduate 
programmes as being offered in the name of the new school. The Board resolved that the 
status and name of the Digital Design Studio be changed to the School of Simulation and 
Visualisation from 1st August 2016.  

 
17. Business Continuity and Incident Management 
 

 The Board noted an update on the School’s developing activities in Incident Management 
and Business Continuity (Paper B6). It was confirmed that a training exercise would be 
held subsequent to outstanding business continuity plans being received from Schools. It 
was also confirmed that arrangements were in place to appropriately notify Board 
members should a major incident occur. It was suggested that financial institutions were 
becoming increasingly concerned about cybercrime and that the School should therefore 
ensure that routine server maintenance was well documented.  

 
18. Counter-Terrorism and Security Act 2015: Prevent Duty 
 
 The Board noted an update by the Registrar on the School’s approach towards meeting 

the requirements of the Counter-Terrorism and Security Act 2015 (Prevent Duty). The 
School was aligning its approach with that of the Scottish HE sector. The President of the 
Students’ Association indicated that he was keen to discuss the Prevent Duty with the 
School.  

 
19. GSA Complaints Handling Procedure: Annual Report 2014/15 
 
 The Board noted the annual report on the School’s Complaints Handling Procedure 

(Paper B8). It was suggested that future reports might include additional detail on the 
actual nature of complaints in addition to statistical information.  

 
20. Management Accounts to 31st January 2016 
 
 This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  

 

21. Leadership Foundation: Getting to Grips with Finance 
 
 Members were provided with copies of Getting to Grips with Finance, a new publication 

for governors of HEIs, published by the Leadership Foundation for Higher Education. 
 
22. Date of Next Meeting  
 

Thursday 16th June 2016 at 1.00pm 
 
JM 
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Guidance to the Remuneration Committee 

Report to the Board of Governors 

Background 

In August 2015 the Committee of Scottish Chairs issued guidance notes on the operation of 
remuneration committees in Scottish higher education. In December 2015 the Board considered and 
approved a governance framework for the operation of the Remuneration Committee part of which 
stated that at the final meeting of the Board in each academic year, the Board would consider the 
policy guidance it wished to provide to the remuneration committee. A report would be prepared by 
the Head of HR outlining areas which the Board may wish the remuneration committee to consider. 
 
The passing into law of the Higher Education Governance (Scotland) Act 2016 brings a sharper focus 
on the governance arrangements of HE institutions and advice from the Board to the Remuneration 
Committee should be viewed in this light.  
 
Scope of Remuneration Committee 
 
The Remuneration Committee are responsible for agreeing annually any increase in salary which 
should be applied to those senior staff paid out with the national pay scales, dealt with under the 
New JNCHES negotiating arrangement to which GSA is a party. There are currently 17 members of 
staff falling under the Remuneration Committee remit. 
 
Current Context 
 
In recent years the Remuneration Committee has applied the same annual increase to staff falling 
under their remit as that agreed nationally under New JNCHES, unless the Remuneration Committee 
specifically made an exception e.g. routinely members of staff who have had an increase in salary 
owed to a revised remit have not, in the coming year, been awarded the nationally agreed increase. 
Recent increases have been set at: 
 

Year Settlement 
Implementation 
Date 

2015-16 
 1%, with up to 2.65% on 
points 1 to 8 

 1 August 2015 

 2014-15 
 2%, with additional £60 on 
point 1 

 1 August 2014 

 2013-14  1%  1 August 2013 

 2012-13  1%  1 August 2012 

 2011-12  £150  1 August 2011 

 
The final offer in respect of 2016-17 is 1.1% with a higher increase for points 1 to 7 and the removal 

of point 1 from the scale (the trade unions are seeking an increase of 5%). The offer has been 
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rejected by the trade unions and the University and Colleges Union (UCU) has commenced industrial 

action in relation to the claim. The other trade unions are currently consulting their members in 

relation to any action they may take. 

The Remuneration Committee is not obliged to follow the national approach – they could agree a 

higher, lower or zero increase.  

GSA does not operate performance related pay and whilst targets and objectives will be assessed 

through the Career Review and Development process, there is no link to salary or other potential 

reward elements such as bonus payments. 

Pay and reward settlements should, of course, continue to recognise the wider economic and 

political context whilst maintaining competiveness in the recruitment and retention of staff. Whilst 

GSA participates in a national negotiating structure the ever increasing divergence of funding 

arrangements across the UK and between HE institutions within Scotland must be recognised. GSA 

had a favourable funding settlement when compared to others but financial challenges remain in 

terms increasing costs (national insurance, pension contributions, apprenticeship levy etc.), the 

recruitment of students and development of the estate. 

Continuing changes to pension regulations and in particular the reducing levels of annual and 

lifetime allowance limits in relation to liability to income tax, have impacted on high earning 

individuals. A number of HE institutions in Scotland have adjusted their reward packages for senior 

staff affected by these changes so that where an individual decides to withdraw from a pension 

scheme due to reaching their lifetime or annual allowance (beyond which they will incur a tax 

liability), they are compensated either by an increased basic salary or by payment of a lump sum. 

GSA has not adopted this approach. 

The potential for economic and political instability remains with the outcome of the EU referendum 

not yet known. 

The final offer of 1.1% has been budgeted for in the next financial year 2016/17.  

Recommendation 

The Board is asked to consider this paper and provide policy guidance to the Remuneration 

Committee in respect of their deliberations over any increase in salary which should be applied to 

those staff for which the Remuneration Committee has responsibility. Specific areas which the Board 

may wish the Remuneration Committee to consider include: 

1. Whether to adopt the previous practice of implementing the national pay award. 

2. To consider the salary levels of the roles for which the Remuneration Committee have 

responsibility in relation to sector norms. 

3. To ensure that equality matters are considered and that the basic principles of equal pay for 

work of equal value is followed. 

David Dalziel 

Head of HR  

6 June 2016 



THE GLASGOW SCHOOL OF ART 
 

BOARD OF GOVERNORS: 16 JUNE 2016 
 

REPORT FROM THE CONVENOR OF THE OCCUPATIONAL HEALTH AND SAFETY COMMITTEE 
 
 
Overview 
 
In general, from the perspective of the Occupational Health and Safety Committee, good progress 
continues to be made. 
 
 
Points to Note 
 
Internal Audit Report on Health and Safety Governance 

GSA has received a very positive report on the above from our Internal Auditors.  There has been a 
significant improvement in a little over a year. The audit covered matters such as the linkages with the 
Board and the Executive Group, and the work of the Health and Safety Committee and of the Health and 
Safety Team.  The design of the arrangements was ranked top of a four point scale. The effectiveness of the 
arrangements, given that some adjustments are needed within Schools, was ranked second top of the 
scale. 
 
Active Monitoring Inspection Programme 

This is progressing to schedule.  The follow-up on actions are monitored by the Occupational Health and 
Safety Committee, with a summary report considered by the Executive Group.  Both the OHSC and the 
Executive Group receive each individual report. 
 
Policy Development 

The Occupational Health and Safety Committee and the Executive Group continue to focus on the health 
and safety related policy development agenda.  The Health and Safety Team has made good progress, with 
webpages populated with new, benchmarked, policy work.  This is supported by a monthly e-bulletin sent 
to all staff and students.  Mostly recently, core and recurring work at GSA has been supported by the 
introduction of new policies and guidance on fieldwork and risk assessment.  Training is also being rolled 
out. 
 
The Estates team currently has substantial additional commitments, not least the Stow development.  
Whilst some timelines have slipped, the required activities are anticipated to be completed in the short 
term. 
 
An Internal Audit of all health and safety policy provision is scheduled for early 2017. 
 
Degree Show Protocols 

The above are published on the GSA website.  This significant and essential development was specifically 
noted in the Internal Audit report on Health and Safety Governance.  Following the Degree Show, one 
School will be selected to have its compliance audited.  Each School must have documented sign-offs for all 
displayed work. 
 
Dr Janet Brown 
Chair, OHSC 
1 June 2016 



                                              BoG 
       16.06.16 
       Paper B1 

THE GLASGOW SCHOOL OF ART 
Board of Governors June 2016: Action Points 

 
 

  
 
 
 

    

 
 
 

First discussed Minute Item Action By Update Report 

     

  Completed: to be removed    

     

     

  Ongoing Items   

     

15.10.13 9 Board Agenda Timetable 
To be reviewed  

ESL/CW/JM Ongoing 

09.03.15 9 Recruitment and Admissions 
Presentation on Recruitment Processes 

SP For meeting during 2016/17 

09.03.15 13 Visit by Governors to Forres Campus 
To be arranged 

MG Ongoing 

18.06.15 14 Relationship between GSA and GSASA 
Under review 

CW/SP Ongoing (via Internal Audit) 

14.03.16 7.2  Visit to Stow College for Governors 
To be arranged 

ESL/JM Part of post-Board Campus Tour, June 
2016 

14.03.16 19  Management Accounts 
To show ‘extraordinary’ items 

ESL/SG New format for June 2016 meeting 



Confirmed by the Convenor 
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THE GLASGOW SCHOOL OF ART 
 

ACADEMIC COUNCIL 
 

MINUTES: 9 March 2016 
 
Present: Professor Ken Neil (Convenor), Ms Janet Allison, Professor Vicky Gunn, Dr Alison Hay, Mr Alan 

Hooper, Professor Irene McAra-McWilliam, Professor Elizabeth Moignard, Dr Emma Murphy, 
Professor Nick Pearce, Professor Christopher Platt, Mr Lewis Prosser, Ms Barbara Ridley, 
Professor Johnny Rodger, Ms Alison Stevenson, Ms Sally Stewart, Dr Craig Williamson. 

 
Attending: Dr Steve Love, Digital Design Studio 
 
Secretary: Ms Lisa Davidson, Policy and Governance 
 
Apologies: Professor Paul Anderson, Dr Paul Chapman, Professor Tom Inns, Dr Alistair Payne, Dr Frances 

Robertson. 
 
PART A  ITEMS FOR DISCUSSION AND DECISION 
 
1516.58 Update on Election of Academic Staff to Academic Council and Welcome 
 

Following the nomination process, which concluded on 25 January 2013 and for which two 
nominations were received, the Convenor confirmed that the following members of academic 
staff had become members of Academic Council for a period of three years from 1 March 2016 
to 28 February 2019: 
 

 Mr Alan Hooper, Mackintosh School of Architecture 

 Dr Emma Murphy, School of Design 
  

The Convenor welcomed Mr Alan Hooper and Dr Emma Murphy to their first meeting of 
Academic Council. 

 
 The Convenor also thanked the outgoing members, Professor Tim Sharpe and Mr Stuart 

Mackenzie for their valuable contribution to Academic Council throughout their tenure. 
 
1516.59 Minutes of the Meeting held on 9 December 2015 [AC/9Mar16/A2] 
 
 The minutes of the meeting of Academic Council held on 9 December 2015 were approved. 
 
1516.60 Matters Arising from the Meeting of 9 December 2015 [AC/9Mar16/A3] 
 

i. Structure of the Academic Session 
 
In early January 2016, the Deputy Heads of the Mackintosh School of Architecture and School 
of Design, and the Head of the School of Fine Art met to review and shape the next academic 
session.  Subsequently, the session dates which were considered and approved by the 
Executive Group on 9 February 2016 have followed the format of session 2015/16.  
 
The above Group would continue the process of reviewing and shaping the academic session 
in 2015/16 with a view to moving to a semester system from 2017/18 onwards.  An update 
would be provided, as appropriate, to Academic Council. 
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ii. Board of Studies 
 

Academic Council noted that the action on the Head of the School of Fine Art to explore the 
functionality of the Board of Studies structure had not been addressed and that it this had 
been on the action list since the beginning of the session.  Academic Council encouraged the 
Head of Fine Art to take steps to address this action prior to the final round of Boards in March 
2016. An update would be expected at the Academic Council in May 2016.  

[Action: Head of the School of Fine Art] 
 
iii. International Articulation Policy 
 
The Head of Learning and Teaching confirmed that the Equality Impact Assessment of the 
International Articulation Policy had not been completed.  Further, a final version of the Policy 
and associated documentation had not been submitted to Policy and Governance.  The Head 
of Learning and Teaching anticipated that both actions would be completed imminently and 
would provide a further update in May 2016. 

[Action: Head of Learning and Teaching] 
 
iv. GSA Ethics Policy for UG and PGT Programmes  

 
The Head of Learning and Teaching confirmed that the Senior Research Fellow for Digital 
Learning was in the process of engaging with Schools and the Research Office, to ensure that 
their feedback on the draft proposals was incorporated, as appropriate, in the final version.  

 
Final documentation would be considered for approval by Academic Council, via Boards of 
Studies and Undergraduate and Postgraduate Committee and the Research and Knowledge 
Exchange Committee, in May 2016.  

[Action: Head of Learning and Teaching] 
 

1516.61 Convenor’s Report 
 

i. SFC Core Budget Settlement for 2016/17 
 
As confirmed at the All-Staff Briefing on 29 February 2016, the SFC core budget to GSA for 
2016/17 had been reduced by approximately 0.5%.  This final settlement included an uplift to 
the Small Specialist Institution Protection Grant.  Academic Council recognised this positive 
outcome which was, in large part, owing to the effective lobbying of SFC by Professor Inns 
together with the Principal of the Royal Conservatoire of Scotland. 
 
Academic Council noted that while the reduction to the core budget was not as severe as that 
experienced by other HEIs in Scotland, when combined with likely cuts to GSA’s strategic 
funding combined with the increase in employer National Insurance contributions and 
potential staff pay rise, this meant that GSA would remain under financial pressure in 2016/17. 
 
ii. Staffing 

 
Academic Council noted the following staff appointments:  
 

 Dr Donna Leishman, Head of Department of Communication Design 

 Mr Chris Hand, Programme Director, GSA Singapore 
 
As reported in December 2015, the Director of Finance and Resources would retire in 
September 2016 and the recruitment process to appoint Mr Leviten’s successor would 
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commence shortly.  In addition, following a period of reflection on the post, GSA would also 
advertise for a Deputy Director. 
 
Further, there were also key posts within GSA, chiefly arising from staff retirement, which 
would also be advertised in due course. 
 
iii. New appointments made to GSA’s Board of Governors 
 
The Board recently appointed five new Lay Governors who would strengthen the Board with 
expertise ranging from finance to academic research: Mr Charles Beattie, Ms Victoria Nairn, Dr 
Susie Mitchell, Professor Norah Kearney, and Mr Andrew Sutherland.   
 
iv. GSA’s Estate 
 
This minute has been withdrawn from the website version on grounds of commercial 
confidentiality. 
 
Barriers had been installed in most GSA buildings across campus and members were reminded 
that it was imperative that staff and students carried their identification cards with them at all 
times to enable them to swipe in and out of the buildings. 
 
This minute has been withdrawn from the website version on grounds of commercial 
confidentiality. 
 
v. Recent Successes and Developments 

 
The School of Design underwent their Periodic Review event at the end of February 2016.  The 
Review Panel was convened by Professor Chris Platt, and made a number of commendations 
and recommendations. 
 
The Department of Fashion and Textiles had staged their annual Fashion Show to wide public 
and press acclaim. 
 
The Mackintosh School of Architecture continued to progress towards approval of the MSc in 
Environmental Architecture, which would build on the standing and expertise of MEARU staff. 
 
The School of Fine Art continued to move forward with their academic developments in 
respect of Art Writing and the addition of a Performance Art pathway to the MLitt Fine Art 
Practice programme.  In addition, the School had commenced the preparation for their 
Periodic Review, which was scheduled for Session 2017/18. 
 
The Digital Design Studio continued to work towards securing School status, and it was 
anticipated that this would be achieved before the summer of 2016.  The DDS continued to 
progress the validation of two undergraduate programmes, which would be considered by the 
Programme Approval meeting in May 2016. 

 
1516.62 Report from the Registrar and Secretary [AC/9Mar16/A5] 
 
 Academic Council noted the report in Paper AC/9Mar16/A5 and the Registrar and Secretary 

highlighted the following items: 
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i. Memorandum of Agreement with the University of Glasgow 
 

Work continued on the development of the new Memorandum of Agreement which would 
also include detailed individual agreements for each joint programme as annexes to the main 
agreement.   
 
The Registrar and Secretary reported that, while there had been progress made towards the 
development of the Joint Programme Addenda, a significant amount of work was required on 
the Memorandum of Agreement to ensure that it was appropriate for both institutions. As 
highlighted at Academic Council in December 2016, this remained a complex matter, requiring 
Executive Group input and further discussion with the University, and it was anticipated that 
the negotiations would now extend into session 2016/17. 
 
The Registrar and Secretary highlighted that it was set out in the current draft of the 
Memorandum that the University required that “GSA will operate quality assurance and 
enhancement procedures which are agreed with the University and are harmonised with the 
University’s own quality assurance and enhancement procedures and which satisfy the 
requirements of the University”.    

 

ii. Joint Liaison Committee 2016 
 

Further to a rationalisation of the membership of the Joint Liaison Committee, a productive 
meeting was held on 8 February 2016. 

 
iii. Periodic Review 

 
The School of Design underwent a Periodic Review event on 24 and 25 February 2016.  The 
Review Panel would in due course set out a number of commendations and recommendations 
and the report would be submitted to Academic Council for consideration in May 2016. 
 
The Registrar and Secretary confirmed that, while GSA’s Periodic Review model was previously 
aligned with that of the University, it was noted that in 2014/15 the University had 
implemented revised guidance and a new report structure.  The Registrar and Secretary 
reported that GSA’s process and Self-Evaluation Report pro forma had been reviewed and 
adjusted to re-align as appropriate, and it was anticipated that this would be presented for 
consideration and approval to Undergraduate and Postgraduate Committee at the start of 
session 2016/17.  

 
iv. Collaborative Review of the GSA Singapore/Singapore Institute of Technology Partnership 

 
The School of Design had commenced its five-year Collaborative Review of its partnership with 
the Singapore Institute of Technology.  An update on progress would be offered to the May 
2016 meeting of Academic Council. 

 

1516.63 Programme Approval 2015/16 [AC/9Mar16/A6] 
 

Academic Council noted that a UPC Programme Approval meeting had been held on 
Wednesday 10 February 2016.  
 
i. Programme Approval: MSc in Environmental Architecture 
 
The Approval Panel approved, and recommended to Academic Council, the validation of the 
MSc in Environmental Architecture programme which had been proposed by the Mackintosh 
School of Architecture. 
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The approval of the MSc in Environmental Architecture was subject to a number of conditions.  
The Convenor of the Programme Approval meeting has confirmed that these have since been 
addressed. 
 
Academic Council approved the MSc in Environmental Architecture and recommended the 
above programme to the University of Glasgow’s Academic Standards Committee for 
consideration and validation. 
 

1516.64 UK Articulation Policy and Pro Forma [AC/9Mar16/A7.1-A7.4] 
 

The Head of Learning and Teaching presented Papers AC/9Mar16/A7.1- A7.4 which were 
authored by Head of Professional and Continuing Education and the Progression Manager. 
 
The Head of Learning and Teaching confirmed that the feedback on the documentation 
provided by the Academic Council meeting of December 2015 had been relayed to the Head of 
Professional and Continuing Education, and amendments, in line with this feedback, had 
subsequently been made to the UK Articulation Policy and proformas.  
 
Included with the documentation was a draft Memorandum of Agreement, which closely 
mirrored that presented and approved for the International Articulation policy.    
 
Academic Council approved the UK Articulation Policy and associated pro-formas. 
 

1516.65 Report on the Effectiveness of the Implementation of the RES-RES Recommendations 
[AC/9Mar16/A8] 

 
Academic Council considered the paper submitted jointly by the Head of the School of Fine Art 
and President of the Students’ Association.  
 
Academic Council noted that, at the Undergraduate and Postgraduate Committee of 3 
February 2016, the Heads of Schools and the Programme Leader, DDS Programmes had 
confirmed that, at School-level, the recommendations from the RES-RES project had been 
implemented. They had not, however, offered a judgement regarding how effective these 
measures had been in encouraging greater participation from students in the formal 
engagement mechanisms at GSA.    
 
The President of the Students’ Association stated that, owing to the nature of the turnover of 
sabbatical officers and the fact that he was the third Student President to engage with the 
project, it had not been possible for him to make a judgement regarding the effectiveness of 
the implementations of the RES-RES recommendations.  
 
Paper AC/9Mar16/A8 proposed that, given the recommendations had been implemented 
across GSA, it would be timely to remove reference to these from the action points for both 
Academic Council and Undergraduate and Postgraduate Committee.   
 
Following discussion, Academic Council agreed that it would be prudent to suspend further 
iterations of the RES-RES project to allow the operation of the revised formal engagement 
structures to become embedded.  The President of the Students’ Association reported that he 
had noted a downward trend in student engagement with formal representation, but an 
increase in engagement with informal forums or open discussions.  Academic Council agreed 
that it was important that GSA continued to seek to enhance both the informal and formal 
student engagement opportunities.  It was also acknowledged that, while there were ideal 
opportunities for gathering rich feedback from informal methods of engagement, it was 
important that the feedback should be addressed formally by GSA. 
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The President of the Students’ Association agreed that, after a suitable period, the GSASA 
would undertake to explore alternative methods of representation and informal feedback 
structures with a view to reframing the scope of the RES-RES project which would ensure its 
relevance for the future.  It was anticipated that this would be presented to Academic Council 
for consideration early in 2016/17. 

[Action: President of the Students’ Association] 
 
1516.66 Report from the Head of Research [AC/9Mar16/A9] 
 

Academic Council noted the report from the Head of Research [AC/9Mar16/A9].  The following 
item was highlighted: 

 
i. Annual Research Plans 
 
Annual Research Plans (ARPs) were circulated to relevant staff in January 2016, and these 
should be completed and returned by the end of March 2016. The Institutional Repository and 
Records Manager had circulated guidance regarding RADAR and ARPs, and together with 
Research Office staff, continued to hold information and guidance sessions on ARPs for all 
Schools.  
 
ii.  Vitae 
 
A mentoring pilot with research development agency, Vitae was launched in February 2016. 
The Research Office had fifty individual licenses for the three-month pilot, and staff were 
encouraged to sign up and work through the Vitae materials online to support their ARP 
preparation and wider planning for research. 
 
Following discussion, the Head of Research clarified that the decision to invest further in Vitae 
would be dependent on the take-up of the pilot.  The benefits to staff in utilising Vitae were 
highlighted, in particular the fact that this was a tool they could employ year-on-year, and take 
with them if and when they left GSA.  Further, it was highlighted that PhD students were also 
eligible to participate in the pilot. 

 
iii.  Research Ethics Policy 
 
The GSA Research Ethics Policy for staff and Postgraduate Research Students had been 
amended to reduce the complexity of clearance for staff undertaking research overseas. The 
Research Developer would undertake a review of the policy and accompanying documentation 
in line with the audit of policy documentation that resides with Research and Doctoral Studies. 

 
iv.  SKI Tuesday 
 
SKI Tuesday lectures continued to share knowledge and insight about diverse aspects of 
research in art and design.  Recent speakers included Professor Tom Inns on Design in the 21st 
century; Dr Steve Love from the Digital Design Studio; and PhD student Mafalda Moreira.  

 
 It was suggested that it would be helpful for the Research Office to take a lead on coordinating 

the SKI Tuesday lecture series in line with any visiting lecture programmes in Schools, which 
could be of benefit for the securing of high profile speakers relevant to Schools’ research 
strategies. 

[Action: Head of Research] 
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v.  Staffing 
 
In December 2015, Ms Dawn Pike joined Research and Doctoral Studies as Research 
Information Coordinator. 

 
1516.67 GSA Activity Planning from 2015-16: Policy and Guidance [AC/9Mar16/A10] 
 

The Head of Research presented GSA Activity Planning Policy and GSA Activity Planning 
Guidance to Academic Council for consideration and approval. Also attached was the Equality 
Impact Assessment Summary Report on the policy.  
 

It was highlighted that these documents had been previously approved by the Activity 
Planning Working Group, GSA’s Trade Unions Forum and each School Board of Studies. 
Subsequently, the suite of documentation was considered and approved by Undergraduate 
and Postgraduate Committee on 3 February and the Research and Knowledge Exchange 
Committee on 10 February 2016. 
 
The Head of Research reported that, through discussions at Boards of Studies, it was 
recommended that the Equality Impact Assessment Summary Report for Activity Planning 
might extend to include analysis of the balance of undergraduate and postgraduate teaching 
duties on the part of staff submitted to REF2. The Head of Research reported that the 
Research Office would examine GSA’s REF submission on this basis and also that the Activity 
Planning Working Group would give further consideration to how a teaching balance between 
undergraduate and postgraduate programmes could be achieved.  
 
Academic Council discussed Section 4 Duties and Responsibilities of Academic Staff with 
particular reference to Educational management/Admin.  It was understood that this was 
wording lifted directly from the HE2000 contract, and while there was no suggestion that this 
should be altered, it was considered that there would be benefit in providing further definition 
of what the administrative duties might entail. 
 
Academic Council noted the valuable work the Teaching Norms sub-group was undertaking 
with regard to identifying and encapsulating the various teaching practices across GSA, and 
feeding this information back to the Activity Planning Working Group.  Academic Council 
members recognised that the Teaching Norms sub-group was tasked specifically with 
reviewing teaching contact and delivery, and that recruitment or admission related tasks sat 
outside this remit.  The Head of Research confirmed that such tasks would be considered by 
the Activity Planning Working Group as part of the wider project. 

[Action: Head of Research] 
 
Academic Council approved the GSA Activity Planning Policy and GSA Activity Planning 
Guidance. 

 
1516.68 Report from the Head of Learning and Teaching [AC/9Mar16/A11] 
 

Academic Council noted the report from the Head of Learning and Teaching [AC/9Mar16/A11].   
 
The following items were highlighted: 
 
i. Destination of Leavers in Higher Education 

 
The 2014/15 Destination of Leavers in Higher Education (DLHE) survey was underway and 
would be submitted to the Higher Education Statics Agency (HESA) by 31 March 2016. 
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ii. Widening Participation 
 

The Head of Learning and Teaching had met with the Director of Academic Innovation at the 
Royal Conservatoire of Scotland (RCS) to explore ways of facilitating creative practice 
education in Glasgow.  One of the central protagonists in widening participation, Glasgow Life, 
had been less engaged recently, possibly owing to budget cuts, and that aside from the 
continuing work with Focus West, GSA’s progress regarding how it assisted students in schools 
and colleges to access GSA had stalled somewhat.  Therefore, the Head of Learning and 
Teaching had agreed that, in order to promote progress in this area, GSA together with RCS, 
would develop an umbrella statement which other projects could sign up to. 
 
iii. National Student Survey (NSS) 

 
The data collection for the NSS 2016 had commenced and the survey would close at the end of 
April 2016.  
 
The Head of Learning and Teaching reported that, at present, the response rate for the whole 
institution was sitting at 20% which was significantly lower than at the same point in 2015.  
 
The Head of Learning and Teaching emphasised the importance to GSA of securing an 
appropriate response rate and the implications of not achieving this, which could include the 
institution being excluded from certain league tables.  Schools were encouraged to relay this 
message to Programme Leaders and Heads of Department and support their students to 
participate in the survey.  
 
The Deputy Head of the School of Design reported that she had held meetings with all Year 4 
students within the School of Design and anticipated that the response rate for the School 
would show a significant increase within the next week. 

 
The President of the Students’ Association reported that he would shortly circulate an email to 
all students which would explain how the data from the NSS was used to improve the student 
experience, and highlighted that Staff Student Consultative Committees would be held 
imminently and that he would undertake to highlight the importance of the survey to the 
student representatives at these meetings. 

[Action: President of the Students’ Association] 
 

The Head of the Mackintosh School of Architecture reported that, further to discussion with 
colleagues at the University of Dundee, it appeared possible that a precedent had been set 
recently which would allow MSA to reposition the group which was surveyed, so that students 
in Year 3 would be surveyed rather than those on their Professional Practice Year Out.   
 
The Head of the Mackintosh School of Architecture would discuss this matter further with the 
Director of Marketing, Communication and Strategic Planning and the Head of Learning and 
Teaching.   

[Action: Head of the Mackintosh School of Architecture] 
 

It was noted that approval for this repositioning would have to be sought by the Head of 
Learning and Teaching from the Higher Education Statistics Agency and the Higher Education 
Funding Council for England, and agreed, before Academic Registry could implement any 
change. 

[Action: Head of Learning and Teaching] 
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iv. Learning and Teaching Enhancement Workshops 
 
CPD workshops continued to be delivered as part of the Learning and Teaching team’s 
commitment to enhancement whereby an Anatomy of Employability workshop was held in 
February 2016. The workshop on Programme and Course Design had been postponed owing to 
a lack in numbers and the Head of Learning and Teaching reported that a programme of 
activity for 2016/17 was being developed and would be advertised shortly. 
 

1516.69 Articulation Agreement with Glasgow Clyde College [AC/9Mar16/A12.1-A12.3] 
 

The Head of Learning and Teaching presented Papers AC/9Mar16/ A12.1-A12.3 which were 
authored by the Head of Professional and Continuing Education. 
 
The Head of Learning and Teaching provided a brief overview of the proposed articulation with 
Glasgow Clyde College (GCC), which would formalise the relationship which had developed in 
recent sessions.  
 
The documentation included a draft Memorandum of Agreement. The Head of Learning and 
Teaching reported that the Deputy Director of Finance and Resources was in the process of 
reviewing this and anticipated minor adjustments with regard to the financial aspects of the 
agreement. 
 
Subsequent to input from the Deputy Director of Finance and Resources, the Academic 
Council-approved articulation agreement with Glasgow Clyde College and the Memorandum of 
Agreement would be submitted to the Executive Group for consideration and approval.  
 
Once the Articulation Agreement had been approved by the Executive Group, the 
Memorandum of Agreement would be passed by the department of Policy and Governance to 
GSA’s solicitors.  It was anticipated that the solicitors would make amendments to some of the 
clauses: in the event that this was to standard text (i.e. not specific to the GCC articulation), 
the Head of Learning and Teaching would re-visit the draft Memorandum of Agreement 
attached to the UK Articulation Policy (AC/9Mar16/A7.1-A7.4) as appropriate. 

[Action: Head of Learning and Teaching] 
 

Academic Council approved the UK Articulation Agreement with Glasgow Clyde College and 
recommended it to Academic Council for consideration and approval.  The general point was 
noted that only the Policy and Governance department was authorised to contact the 
solicitors. 
 

1516.70 Update on the Development of the Learning and Teaching Enhancement Strategy 
[AC/9Mar16/A12] 

 
The Head of Learning and Teaching provided an overview of Paper AC/9Mar16/A12 which 
outlined the amendments made to the draft Learning and Teaching Enhancement Strategy 
following feedback received from Boards in January 2016, but had not been updated 
subsequent to the Undergraduate and Postgraduate Committee meeting of 3 February 2016.  
 
 
Academic Council noted that Undergraduate and Postgraduate Committee had agreed that the 
wording of Core Objective 4 (We will enhance opportunities for interdisciplinarity via student-
led activity through and beyond the Art School under the rubric ‘Studio+’) would refer rather to 
interdisciplinary student-led activity.  

[Action: Head of Learning and Teaching]  
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Furthermore, the Head of Learning and Teaching had agreed to detail the membership of the 
Learning and Teaching Enhancement Working Group in the Cross-School Enhancement 
Enablers section of the Strategy.  

[Action: Head of Learning and Teaching]  
 

Heads of Schools had been invited to liaise with the President of the Students’ Association and 
Student Engagement Co-ordinator to agree a way forward as to how Core Objective 4 could be 
achieved. This would henceforth be included in the Strategy. The Head of the School of Design 
had circulated a draft statement and was awaiting a response from colleagues. 

  [Action: Heads of Schools/Acting Director of Digital Design Studio] 
 
 The final draft of the Learning and Teaching Enhancement Strategy would be circulated to 

Boards for consideration in March 2016 and it was anticipated that Academic Council, via 
Undergraduate and Postgraduate Committee, would be invited to consider and approve this in 
May 2016. 

[Action: Head of Learning and Teaching] 
 

1516.71 Postgraduate Taught Programmes Credit Revision Working Draft [AC/9Mar16/A14] 
 

The Head of Learning and Teaching provided an overview of Paper AC/9Mar16/A14 and 
confirmed that the revision to the Postgraduate Taught credit structure had in-principle 
support from the Executive Group.  
 
Academic Council considered the timeline set out on Page 3 of the Paper, noting that the 
Executive Group had previously agreed the timeline at a meeting in February.  
 
The Head of Learning and Teaching reported that, subsequent to agreement at Academic 
Council and Executive Group, that GSA would shift its PGT programmes from a credit structure 
made up of components of 15 credits, to one made up of components of 10 or 20 credits.  The 
University had advised that a paper would need to be submitted in the first instance to the 
University’s Academic Standards Committee (ASC) to seek the necessary approval. 

  
The Head of Learning and Teaching highlighted that the University has indicated that as the 
proposal brings GSA’s PGT credit structure more into line with the University, it was likely to be 
well received by Academic Standards Committee. 
 
It was recognised that the process for supporting a credit structure shift for programmes with 
PSRB accreditation would be more complex and that additional support would be provided as 
appropriate.  
 
Subsequent to the in-principle approval of Academic Council and the University’s Academic 
Standards Committee regarding credit reform, it was proposed that those postgraduate taught 
programmes currently in development should proceed towards validation with the 10/20 credit 
structure.  The Head of Learning and Teaching considered that while this would necessitate 
running both structures simultaneously, this would be achievable given the appropriate 
planning. 
 
Further to discussion, the Head of Learning and Teaching confirmed that once the appropriate 
approvals to progress the project had been granted, a series of both group and individual 
meetings would be arranged with Programme Leaders and Heads of Departments to ensure 
that they were appropriately supported throughout the process. 

[Action: Head of Learning and Teaching] 
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In addition, given the extent of the proposed programme development work which was 
planned in Schools, it was agreed that the Head of Learning and Teaching would also meet 
with Heads of Schools to ensure that these developments were being structured appropriately. 

[Action: Head of Learning and Teaching] 
 
With regard to Point 2 under Possible Constraints, the Head of Policy and Governance (Deputy 
Registrar) confirmed that this had not been flagged as an issue by Registry, and that 
appropriate support would be offered by Policy and Governance and Registry staff as GSA 
negotiated the transition of the PGT Credit Structure. 
 
An update on progress would be offered to Academic Council in May 2016. 

[Action: Head of Learning and Teaching] 
 

1516.72 Any Other Business 
  
 It was highlighted that one of the papers on Part B of the agenda had not been published.  The 

Secretary agreed to follow this up and ensure that the appropriate paper was added to the 
files on the VLE. 

[Action: Secretary] 
 
 
PART B  ITEMS FOR REPORT OR APPROVAL 

 
1516.73 Minutes from Undergraduate and Postgraduate Committee of 3 February 2016 

[AC/9Mar16/B1] 
 
 Academic Council noted the minutes from the Undergraduate and Postgraduate Committee of 

3 February 2016. 
 
1516.74 Minutes from Research and Knowledge Exchange Committee of 10 February 2016 

[AC/9Mar16/B2] 
 
 Academic Council noted the minutes from the Research and Knowledge Exchange Committee 

of 10 February 2016. 
 
1516.75 GSA Singapore/SIT Partnership Review: Action Plan [UPC/3Feb16/16] 
 
  Academic Council noted the update to the GSA Singapore/SIT Partnership Review Action Plan, 

developed in response to the conditions and recommendations set by the Review Panel in 
February 2015. 

 
1516.76 GSA Code of Assessment Equality Impact Assessment Report [UPC/3Feb16/17] 
 

Academic Council noted the GSA Code of Assessment Equality Impact Assessment Report 
detailed in Paper UPC/3Feb16/17. 
 
Boards of Studies would be invited to consider the GSA Code of Assessment Equality Impact 
Assessment Report in March 2016, and in particular consider how their School will address the 
key actions, further to which Heads of Schools/Acting Director of the Digital Design Studio 
would report to the next meeting of Undergraduate and Postgraduate Committee regarding 
their plan to address the action points.  
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1516.77 Report on Academic Appeals and Academic Related Complaints from Session 2014/15 
[UPC/3Feb16/19] 

 
  Academic Council noted the report from the Head of Policy and Governance (Deputy Registrar) 

regarding academic appeals, academic misconduct and academic related complaints from 
session 2014/15. 

 
1516.78 Mackintosh School of Architecture: Periodic Review Action Plan [UPC/3Feb16/21] 
 
  Academic Council noted the update to the Mackintosh School of Architecture’s action plan 

developed in response to the recommendations made by the Periodic Review Panel in 
February 2015. 

 
1516.79 Programme and Course Amendments: MDes Design Innovation [AC/9Mar16/B8] 
 

Academic Council approved the amendments set out in Paper AC/9Mar16/B8, which would 
apply from session 2016/17. 

 [Action: Academic Registry] 
 
1516.80 Date of Next Meeting 
 
  Wednesday 4 May 2016, Principal Seminar Room 1, Ground Floor, Reid Building 
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THE GLASGOW SCHOOL OF ART 
 

ACADEMIC COUNCIL 
 

MINUTES: 4 May 2016 
 
Present: Professor Tom Inns (Convenor), Ms Janet Allison, Professor Vicky Gunn, Dr Alison Hay, Mr Alan 

Hooper, Professor Elizabeth Moignard, Dr Emma Murphy, Professor Ken Neil, Dr Alistair Payne, 
Professor Christopher Platt, Mr Lewis Prosser, Ms Barbara Ridley, Dr Frances Robertson, Ms 
Alison Stevenson, Ms Sally Stewart, Dr Craig Williamson. 

 
Attending: Dr Steve Love, Ms Virginia Toyi. 
 
Secretary: Ms Lisa Davidson, Policy and Governance 
 
Apologies: Professor Paul Anderson, Dr Paul Chapman, Professor Irene McAra-McWilliam, Professor Nick 

Pearce, Professor Johnny Rodger. 
 
PART A  ITEMS FOR DISCUSSION AND DECISION 
 
1516.81 Minutes of the Meeting held on 9 March 2016 [AC/4May16/A2] 
 
 The minutes of the meeting of Academic Council held on 9 March 2016 were approved. 
 
1516.82 Matters Arising from the Meeting of 9 March 2016 [AC/4May16/A3] 
 

i. RES-RES Project 2016/17 
 
The President of the Students’ Association reported that this would be taken forward by the 
incoming President and confirmed that he would ensure that this action was included in the 
hand-over in summer 2016. 
 
ii. Structure of the Academic Session 
 
The Deputy Head of the School of Design confirmed that a meeting would be held on 10 May 
2016 to finalise the semester dates for 2017/18.  An update would be provided, as 
appropriate, to Academic Council in September 2016. 

[Action: Deputy Head of the School of Design] 
 

iii. Articulation Agreement with Glasgow Clyde College 
 

The Head of Policy and Governance (Deputy Registrar) reported that the Memorandum of 
Agreement was being reviewed by the solicitors and would shortly be submitted to the 
Executive Group for consideration and approval, prior to signing. 
 
iv. GSA Ethics Policy for UG and PGT Programmes  

 
 The Head of Learning and Teaching reported that the working group, led by the Senior 

Research Fellow for Digital Learning would focus on developing a paper-light process which 
would be workable for the students and manageable for staff.  
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 Academic Council agreed it was important that the policy and guidance was applicable and 
relevant for both undergraduate and taught postgraduate programmes, acknowledging that 
some students, particularly from Years 3 and 4 within the School of Fine Art, undertook 
potentially high-risk projects which should have ethical approval.  

 
 Members also agreed that, while it was important for students to consider the ethical 

implications of their research, particularly when engaging with vulnerable persons or groups, 
any process should ensure that the responsibilities of the Programme Leader are clearly set out 
in terms of approving any high-risk projects. 

[Action: Head of Learning and Teaching] 
 

 The Head of Learning and Teaching confirmed that an update on progress would be offered to 
Academic Council in September 2016, and that the policy and guidance would be considered by 
Boards, Undergraduate and Postgraduate Committee, Research and Knowledge Exchange 
Committee and Academic Council in Term 1 of session 2016/17. 

[Action: Head of Learning and Teaching] 
 

v. SKI Tuesday 
 
The Head of Research confirmed that, going forward, the Research Office would take a lead on 
coordinating the SKI Tuesday lecture series in line with any visiting lecture programmes in 
Schools. 

 
vi. MSA: NSS 2017 

 
The Head of the Mackintosh School of Architecture reported that the Director of Marketing, 
Communication and Strategic Planning had agreed to consult with colleagues from the 
University of Dundee regarding the process of how they re-positioned the group of 
undergraduate architecture students surveyed by the NSS.   
 
The Registrar and Secretary re-iterated that approval for any repositioning at GSA would have 
to be sought by the Head of Learning and Teaching from the Higher Education Statistics 
Agency and the Higher Education Funding Council for England, and agreed, before GSA’s 
Academic Registry could implement any change. 

   [Action: Head of Learning and Teaching] 
 
 The Head of Learning and Teaching anticipated that she would be in the position to confirm 

that the MSA cohort had been re-positioned prior to the end of 2016. 
 
1516.83 Convenor’s Report 
 

i. Staffing 
 
GSA had appointed Harvey Nash, recruitment specialists, to coordinate the recruitment 
process for the post of Director of Finance and Resources.  Interviews for the post were 
scheduled for June 2016.  In addition, the post of Deputy Director would be advertised by the 
end of May 2016. 
 
The School of Fine Art had appointed, subject to the completion of contracts, a new Deputy 
Head of School, who would be responsible for the oversight of the undergraduate provision. 
 
There were also key posts within GSA, chiefly arising from staff retirement, which would also 
be advertised in due course. 
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A staff survey would be launched at the All-Staff Event in June 2016.   
 
ii. SFC Core Budget Settlement for 2016/17 
 
The detail of the final settlement for 2016/17 had not been concluded and GSA was awaiting 
the outcome for several budgets, including the Galleries and Collections budget.  This delay 
was a result of the pre-election period and it was anticipated that the complete funding 
settlement would be known after the Scottish Government elections on 6 May 2016. 
 
iii. Creative Economy 
 
A research initiative around Glasgow’s Creative Eco-System was being developed which would 
facilitate understanding of GSA’s position within the creative landscape that it operates. 
 
iv. External Environment 
 
GSA had met its target response rate for the NSS, achieving 80.1% at the survey’s close on 30 
April 2016.  The Convenor highlighted that shifts in the external environment, such as the 
implementation of the Teaching Excellence Framework, would mean that metrics such as NSS 
would be of increasing importance.  

 
 The Convenor was of the view that compliance on a range of external factors, including the 

Competitions and Markets Authority, would feature further in his reports to Academic Council 
in the future. 

 
v. GSA’s Estate 
 
GSA was in the process of completing the tender for the main work in the Mackintosh Building.  
Presentations would be held on 6 June 2016, and a final decision made shortly thereafter to 
enable work to commence after the Undergraduate Degree Show.   
 
It was anticipated that the renovation work on the Mackintosh Building would be completed in 
early 2019, prior to students returning in September 2019.  It was recognised that the interim 
period represented an opportunity for GSA in terms of showcasing the building, and 
discussions regarding potential exhibitions had been held. 
 
Further to confirmation that from session 2019/20 all Year 1 undergraduate students would be 
based in the Mackintosh Building, the Head of the School of Design was leading the GSA-wide 
discussions regarding how this would be implemented. 
 
It was anticipated that GSA would conclude the missives on the Stow College building, subject 
to the final due diligence checks being undertaken, in July 2016.   Gardiner and Theobald had 
been appointed to provide all consultancy services for the conversion and Building Design 
Partnership (BDP) had been appointed as the architectural team.  Mr Paul Cosgrove, Head of 
Sculpture and Environmental Art would lead the dedicated working group that would manage 
the School of Fine Art’s transition to the new accommodation. 
 
Work to transform the site would be undertaken in phases: Phase 1a would focus on the first 
three floors with students entering in September 2017; Phase 1b would develop the roof space 
and floor directly below and would be available for occupation from September 2018.  Phases 
2, 3 and 4 would, subject to fundraising, create accommodation for fabrication workshops, a 
research centre and potentially the new School of Visualisation and Simulation.  
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vi. Mackintosh Campus Appeal 
 
This minute has been withdrawn from the website version on grounds of commercial 
confidentiality. 
 
A range of activities would commence with The Mackintosh Gala Dinner on 2 June 2016 at 
Cipriani in New York, and further events were planned for autumn 2016. 

vii. Research Week 
 

Research and Doctoral Studies held its annual showcase Research Week between 18 and 22 
April 2016.  The new format was a success and Research Week had engaged with greater 
internal and external audiences, providing a platform for the considerable spread of research 
activity underway at GSA.  Of particular note was the considerable media interest generated 
by the screening of the Ventilate Right film produced by the Mackintosh Environmental 
Architecture Research Unit (MEARU). 
 
viii. Conferences and Events 
 
A number of conferences had been, or would shortly be held including: MSA’s Back to the City; 
MFA Interim Show and Glasgow International Festival. 
 
In addition, the School of Design, together with the BBC Symphony Orchestra, the Royal 
Conservatoire for Scotland and the University of Glasgow, had collaborated to create Dream 
On!, inspired by A Midsummer Night’s Dream, in celebration of Shakespeare 400. 
 
Dream On! was held on 23 April 2016 at the University of Glasgow and was streamed online by 
the BBC to audiences across the UK.  The Convenor acknowledged the significant input of the 
Deputy Head of the School of Design and the Academic Coordinator – Interdisciplinarity, to this 
project. 
 
ix. GSA Students’ Association 

 
The Students’ Association, in conjunction with students on the BDes/MEDes Product Design 
programme, had held a cross-GSA student workshop: We Need to Talk about GSA.  The 
workshop generated a number of pragmatic solutions for student-identified issues, which 
would be considered by the Executive Group in due course.   
 
Elections for the positions of President and Vice-President and Entertainment Convenor would 
be held on 12 May 2016. 
 
x. Internationalisation 
 
GSA had opened new offices in Beijing, and remained one of the few UK HEIs to have 
permanent offices in the region. 

 
 
 
 Academic Council noted the recent international activity undertaken by GSA’s staff and 

students.  For example, staff had undertaken Erasmus exchanges at Lu Xun Academic of Fine 
Art (LAFA) and Tsinghua University.  In session 2016/17, two Sculpture and Environmental Art 
students would undertake a student exchange to LAFA. 

 
1516.84 Report from the Registrar and Secretary [AC/4May16/A5] 
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 Academic Council noted the report in Paper AC/4May16/A5 and the Registrar and Secretary 

highlighted the following items: 
 
i. Memorandum of Agreement with the University of Glasgow 

 
Work had continued on the development of the new Memorandum of Agreement, which also 
included detailed individual agreements for each joint programme, and this would continue 
throughout summer 2016.  This complex matter required additional Executive Group input and 
further discussion with the University, which would now extend into session 2016/17.   

 
ii. Periodic Review 

 
Following the Periodic Review of the School of Design in February 2016, the Review Report was 
considered and approved by Undergraduate and Postgraduate Committee on 20 April 2016.   

 
iii. Collaborative Review of the GSA Singapore/Singapore Institute of Technology Partnership 

 
The five-year Collaborative Review of the GSA Singapore/Singapore Institute of Technology 
Partnership was underway and would be undertaken by the School of Design in line with GSA’s 
Collaborative Provision: Monitoring and Review guidance.  An update would be provided, as 
appropriate, to Academic Council in due course. 

 
iv. Programme Approval 

 
In April 2016, the University of Glasgow’s Academic Standards Committee considered and 
approved the validation of the following programmes: 
 
• MDes Design Innovation and Collaborative Creativity (delivered from Forres) 
• MDes Design Innovation and Interaction Design (delivered from Forres) 
• MDes Design Innovation and Transformation Design (delivered from Forres) 
• MSc in Environmental Architecture 

 
There would be a further UPC Programme Approval meeting on 11 May 2016 to consider 
programme approval documentation submitted by the Digital Design Studio for a BDes Sound 
for the Moving Image programme and BA/BSc Immersive Systems Design programme. 

 
v. Major Programme Amendments 
 
A Major Programme Amendment Proposal to the MLitt Fine Art Practice was approved by the 
Executive Group on 22 March 2016.  The proposal was for the addition of a new pathway in 
Performance. The Programme Proposal would be considered by Academic Standards 
Committee in May 2016, and subsequent to this approval, the School of Fine Art would 
develop the programme documentation in 2016/17. 
 
 
 
 

1516.85 GSA Code of Assessment [AC/4May16/A6] 
 

Academic Council considered the minor amendments to GSA’s Code of Assessment which 
were set out in paper AC/4May16/A6.  The amendments were the result of the Equality Impact 
Assessment undertaken earlier in 2015/16, the report from which was considered by the 
Committee in February 2016.  In the course of the review of the Code, it was apparent that 
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some of the language used would benefit from simplification; there was minor duplication in 
some sections; and that some sections were not relevant to GSA. 

 
 Academic Council approved the amendments to the Code of Assessment and noted that they 

would be implemented from session 2016/17. 
  

1516.86 School of Design: Periodic Review Report [AC/4May16/A7] 
 

Academic Council considered the Review Report from the School of Design’s Periodic Review 
set out in Paper AC/4May16/A7. The report contained commendations from the Review Panel 
to the School of Design and also highlighted recommendations that the School should address 
in the course of session 2016/17.   

 
The Convenor of the Review Panel, Professor Platt, reported that further to discussion at 
Undergraduate and Postgraduate Committee, it was agreed that the School of Design would 
provide concise notes of clarification offering context regarding points in the report made 
about the Design Domain course and the Feral Studio project.  This clarification had been 
added as an appendix to the Report. 

 
Academic Council noted that the School of Design was required to provide an update on 
progress against the recommendations at each UPC and Academic Council meeting throughout 
the course of 2016/17. Further, the School was required to provide a final report in Term 3 of 
session 2016/17 which would be submitted, via UPC and Academic Council, to the University 
of Glasgow’s Academic Standards Committee in May 2017.  

[Action: Head of the School of Design]  
 

Academic Council approved the Periodic Review report and recommended the list of 
programmes set out in section 7.2 of the report to the University of Glasgow for revalidation. 

 
 The Deputy Head of the School of Design thanked the Periodic Review Panel for their insight 

during the event and in the subsequent report. 
 
1516.87 Academic Registry Policies and Procedures [AC/4May16/A8, 8.1-8.4] 
 

The Head of Policy and Governance (Deputy Registrar) reported that in a recent review of the 
documentation which currently set out GSA’s policy and procedures with regard to student 
withdrawal, student attendance and student absence, it was identified that there were areas 
which would benefit from updating and clarification.  The documentation was subsequently re-
written by the Head of Academic Registry, with input, as appropriate, from the Head of 
Student Support and Development. 
 
Academic Council considered and approved the following policies and procedure: 

   
• Student Withdrawal Procedure and pro forma [AC/4May16/A8, 8.1] 
• Student Attendance Policy [AC/4May16/A8, 8.2] 
• Student Absence Policy [AC/4May16/A8, 8.3] 
 
The Head of Policy and Governance (Deputy Registrar) acknowledged the support provided by 
the Head of Student Support and Development in the undertaking of the Equality Impact 
Assessment of the new documentation. 

   
1516.88 GSA Singapore/SIT Partnership Review: Action Plan [AC/4May16/A9] 
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Academic Council considered and approved the update provided by the School of Design 
regarding progress against the recommendations set at the GSA Singapore/Singapore Institute 
of Technology Partnership Review in 2014/15. 

  
 It was noted that this update would be provided to the Academic Collaborations Office at the 

University of Glasgow for information. 
 
1516.89 Mackintosh School of Architecture: Periodic Review Recommendations [AC/4May16/A10] 
 

Academic Council considered the update provided by the Mackintosh School of Architecture 
regarding progress against the recommendations set at its Periodic Review in 2014/15. 

  
The Head of the Mackintosh School of Architecture confirmed that the covering paper would 
be amended slightly and would expand on the progress made against the recommendations, 
prior the paper’s submission to the University’s Academic Standards Committee in May 2016. 
 
Subject to the above amendments, Academic Council approved the update contained in Paper 
AC/4May16/A10. 

 
1516.90 Degree Programme Regulations 2016/17 [AC/4May16/A11.1 – 11.2] 
  

i. MSc Visualisation [AC/11May16/11.1] 
 

Academic Council considered the amended regulations for the MSc Visualisation. 
 
Dr Love set out the rationale for the change, which would mean that the MSc Visualisation 
would revert to the previous generic taught masters regulations whereby the award for merit 
and distinction was calculated on the basis of the results from both the taught component and 
the dissertation or substantial independent work element. 
 
It was the Digital Design Studio’s position that as the MSc Visualisation was a technical degree 
programme, and given that students could opt to undertake a dissertation or other substantial 
independent work without this component necessarily being present, it was considered 
important that consistency of performance throughout the programme determined the final 
award. 
  
In addition, it was noted that reversion to the former regulations would align the MSc 
Visualisation with those of the other MSc programmes offered by GSA: MSc Product Design 
Engineering and MSc in Environmental Architecture.   

 
Academic Council approved the amendments to the regulations which would apply from 
session 2016/17. 

 
ii. Bachelor of Architecture [AC/11May16/11.2] 

 
 Academic Council considered and approved the amended regulations for the Bachelor of 

Architecture programme detailed in Paper AC/11May16/11.2 which would apply from session 
2016/17. 
Academic Council welcomed this amendment which would bring the Bachelor of Architecture 
in line with School of Fine Art and School of Design undergraduate programmes. 

 
1516.91 Report from the Head of Research [AC/4May16/A12] 
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Academic Council noted the report from the Head of Research [AC/4May16/A12].  The 
following items were highlighted: 

 
i.  Research Week 2016 

 
The annual GSA Research Showcase was held 18 – 22 April 2016.  In an amended format to 
previous years, this comprised a week-long schedule of events, screenings, talks and 
presentations which successfully showcased a significant range of work across Architecture, 
Design, Fine Art and Digital Design, including PGR. 

 
The Head of Research highlighted in particular the screening of the Ventilate Right film 
produced by the Mackintosh Environmental Architecture Research Unit (MEARU), which aimed 
to raise awareness of the importance of ventilation in homes, and how this could be 
encouraged.  Academic Council noted that this item had received a significant amount of 
media coverage. 
 
Research Week was, for the first time, open to the public and the events attracted 
approximately 275 attendees.  The Head of Research thanked GSA’s Marketing team and Press 
Officer for assisting with organisation of Research Week and for promoting it so effectively. 

 
ii. GSA Enhanced Activity Planning from 2015-2016: Annual Research Planning 

 
The Annual Research Plan component of enhanced Activity Planning was underway and 
following the March 2016, 140 Annual Research Plans had been submitted. 
 
The Annual Research Plans were currently being peer-reviewed by the REF Planning Group, 
which had been extended to include all Heads of Schools and additional Research Office staff.  
 
Further consideration was being given to the format of the feedback to staff on their Annual 
Research Plans.  The REF Planning Group considered that it was important to provide some 
form of qualitative feedback, but it was acknowledged that the significant numbers involved 
would impact on the extent of what could be provided. 
 
iii. AHRC Doctoral Training Partnership: Scottish Graduate School for Arts and Humanities 

 
GSA continued to be a central member of the AHRC Doctoral Training Partnership (DTP) and 
the Scottish Graduate School for Arts and Humanities (SGSAH). The competition for AHRC DTP 
Studentships had closed for 2016/17 with GSA securing only one candidate for the reserve list 
from four applications. 
 
The SGSAH Executive Group meeting in April 2016 identified the discipline category Visual Arts 
had the lowest success rate (11.11%) for candidates securing automatic places.  It was agreed 
that a special meeting would be convened in July 2016 for Panel B members, the Panel Chair, 
Heads of Research and Doctoral Studies and SGSAH Executive Group members, to address this 
issue and improve the standing of Visual Arts and Design in the DTP competition. 
 
GSA would also review its panel membership and explore ways of improving the quality of bids 
submitted to the main DTP competition and the Applied Research Collaboration Scholarships. 

 
iv. GSA Research Development Impact Fund 

 
The new Research Development Impact Fund was launched in April 2016.  Projects for funding 
should enhance the outcomes of existing, good quality research already undertaken or shortly 
to be achieved, and the main audiences or beneficiaries should be outwith GSA.  
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Academic Council members were invited to highlight the fund to relevant staff in their 
respective areas and the Head of Research highlighted that the deadline for applications was 
27 May 2016. 
 
v. Glasgow’s Creative Economy 

 
GSA is exploring a research initiative around Glasgow’s Creative Economy.  The project is 
concerned with developing GSA’s understanding of the creative landscape within which it 
operates and there had been interest from Glasgow Life and other partners in the Creative and 
Cultural Economy in Glasgow, with potential in the project to bid for AHRC funds. 

 
A Glasgow Summit to look at the Glasgow ecosystem is planned for late September 2016 and 
applications for funding from various sources to undertake research project activity will be 
taken forward in the autumn. 
 
The Head of the Mackintosh School of Architecture proposed that Professor Brian Evans be 
approached to participate in the working group co-ordinating this project. 
 
vi. HR Excellence in Research Awards and Athena Swan Scheme 
 
GSA would shortly complete its application for an HR Excellence in Research Award.  The Head 
of Research highlighted that there were a range of benefits for organisations that have the 
award; for example, it can add value to funding applications to demonstrate a commitment to 
good working conditions and career development for researchers and be used to promote this 
commitment to researchers who might be considering employment with GSA.  
 
In addition, GSA was also applying for Athena SWAN Charter membership, an internationally-
recognised gender equality initiative. 
 

1516.92 Report from the Head of Learning and Teaching [AC/4May16/A13] 
 

Academic Council noted the report from the Head of Learning and Teaching [AC/4May16/A13].   
 
The following items were highlighted: 

 
i. Enterprise and Employability 
 
Reports commissioned to establish the nature of support available in Glasgow for GSA 
graduates transitioning from student to professional creative practitioner and the experience 
of those who received a Phoenix Bursary following the fire in 2014 had been completed.  
Outcomes from these reports would inform the potential development of a GSA incubator, 
accelerator programme, or series of programmes which would aim to support new graduates. 
 
ii. Widening Participation  
 
Following the internal review of Widening Participation at GSA, the Widening Participation 
team were in a position to respond positively to the recommendations of the Commission on 
Widening Access.  
The Commission’s final report Blueprint for Fairness’ was published in March 2016 and set out 
a system-wide plan for fair access in Scotland.  
 
Funding had been agreed for both the major Widening Participation projects delivered by GSA: 
FOCUS West and ACES. Funding for the transition year (August 2016 – July 2017) would allow 
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the delivery of current activity to be maintained while GSA considered the new priorities and 
how best to meet the recommendations of the Commission.  Although funding would be 
available, cuts of 10-25% were anticipated and budgets and priorities would be considered in 
light of the projected reductions.  
 
In a further development for 2016/17, GSA, in conjunction with the Royal Conservatoire for 
Scotland, would undertake a strategic review of the FOCUS West project. 
 
iii. Teaching Excellence Framework 
 
The Head of Learning and Teaching was convening a short-life working group for Universities 
Scotland’s Learning and Teaching Committee, with regard to the Scottish Sector’s engagement 
with the Teaching Excellence Framework (TEF).   
 
The Head of Learning and Teaching highlighted that the implementation of the TEF in England 
would have significant implications for Scottish HEIs, including potential impact on funded 
student places and student loans. 
 
iv. Transitions Out: Quality Enhancement Activity 2015-16 
 
The focus in 2015/16 has been regarding Transitions Through and completed case studies of 
activity had been published on the Enhancement Themes website, with a further two in the 
final stages of preparation. 

 
GSA would host a Transitions Out of Fine Art Education Symposium on 25 June 2016, for which 
seventy delegates had already registered.  The event would bring together undergraduate fine 
art staff from across Scotland and the rest of the UK, together with students, graduates, 
academics and industry professionals.  The event was organised in conjunction with Q-Art, 
which has, in collaboration with GSA and partners including Swansea College of Art, produced 
a book which would be launched at the event. 

 
In connection with this theme, GSA’s focus has been particularly on the unique studio 
experience of students who were eligible for the Phoenix bursaries as well as the broader 
understanding of the nature of Transitions Out of Fine Art.  

 
1516.93 Learning and Teaching Enhancement Strategy [AC/4May16/A14] 
 

Academic Council considered the Learning and Teaching Enhancement Strategy in Paper 
AC/4May16/A14, noting that this version had been considered by Boards of Studies in March 
2016 and approved by Undergraduate and Postgraduate Committee on 20 April 2016. 
 
Academic Council noted that the majority of the enablers set out in the paper had been 
implemented in 2015/16.  The Head of Learning and Teaching highlighted that these enablers 
operated across GSA to bring enhancement approaches from the Schools together for broader 
discussion.   
 
 
 
The Head of Learning and Teaching reported that at the annual discussion with QAA Scotland 
on 28 April, there had been considerable interest in the co-creation process which had 
supported the development of the Learning and Teaching Enhancement Strategy.   QAA 
Scotland had queried how the Strategy would be implemented, given that it was to run from 
2015-2018, and had been assured by the fact that the enablers had been implemented in this 
academic session. 
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The Head of Learning and Teaching would meet with Deputy Heads of Schools prior to the end 
of session 2015/16 to explore how the School-level operational plans would be developed. 
 
Academic Council noted that the action on Heads of Schools to liaise with the President of the 
Students’ Association and Student Engagement Co-ordinator to agree a way forward as to how 
Core Objective 4 could be achieved was still ongoing. 

[Action: Heads of Schools/Acting Director of the Digital Design Studio] 
 
Academic Council approved the Learning and Teaching Enhancement Strategy.   

 
1516.94  Postgraduate Taught Programmes Credit Revision [AC/4May16/A15] 
 
 The Head of Learning and Teaching presented an overview of Paper AC/4May16/A15. 
 
 Academic Council noted that it had been agreed at the April meeting of Undergraduate and 

Postgraduate Committee that, from 2016/17, any new postgraduate programme development 
would be undertaken in the new 10/20 structure.  The Head of Learning and Teaching 
confirmed that, for a short period, there would be two clearly defined and articulated elective 
systems running in parallel and that appropriately credit-rated Core Research Skills and Stage 2 
Electives would be developed and approved by the end of session 2016/17 for new PGT 
programmes launching in September 2017. 

[Action: Head of Learning and Teaching] 
 

 The Head of Learning and Teaching reported that the PGT elective portfolio was under 
considerable pressure owing to the recent growth in student numbers and that it had also been 
agreed at Undergraduate and Postgraduate Committee that the review of the PGT Electives 
would be a priority in 2016/17.   

 
 The Head of Learning and Teaching reported that a paper outlining GSA’s proposals regarding 

the postgraduate taught programme credit revision would be submitted to the University’s 
Academic Standards Committee, via Undergraduate and Postgraduate Committee and 
Academic Council in September 2016, for consideration and approval. 

[Action: Head of Learning and Teaching] 
 

 Academic Council formally granted approval of the decision to review and reform GSA’s 
postgraduate taught programme credit structure.  

 
1516.95 2016 NSS and PTES [AC/4May16/A16} 
  
 The Head of Learning and Teaching presented an overview of Paper AC/4May16/A15 and 

confirmed that at the close of the NSS on 30 April 2016, GSA’s response rate stood at 80.1%. 
 
 It had been agreed that the Head of Learning and Teaching would work with Professional 

Services and directly with Schools in supporting and engaging with external surveys such as 
NSS and PTES. The Registrar and Secretary clarified that Planning was the responsibility of the 
Director of Marketing, Communication and Strategic Planning, however, the activities set out 
in column two were, at present and in the interim, undertaken by staff in Policy and 
Governance and Academic Registry. 

 
 The President of the Students’ Association was of the view that the role and expectations of 

GSA’s Students’ Association, with regard to engaging with the students about the NSS and 
PTES should be clarified going forward. 

[Action: Head of Learning and Teaching] 
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1516.96 Board of Studies: Form and Content [AC/4May16/A17] 

 
Academic Council noted Paper AC/4May16/A17, which included an update following 
Undergraduate and Postgraduate Committee. 
 
Academic Council discussed further the operation of the Boards in 2015/16 with particular 
reference to the scheduling of the meetings and agreed that these should continue to be 
scheduled, as far as possible, for the non-teaching time, set aside on Wednesdays. 
 
The Head of the School of Fine Art would arrange a meeting with the Heads of School prior to 
the end of session 2015/16 to agree final adjustments to the agenda. 

[Action: Head of the School of Fine Art]  
 
1516.97 Any Other Business 
  
 The Convenor thanked the President of the Students’ Association for his significant input to 

Academic Council in session 2015/16. 
 
 
PART B  ITEMS FOR REPORT OR APPROVAL 

 
1516.98 Minutes from Undergraduate and Postgraduate Committee of 20 April 2016 [AC/4May16/B1] 
 
 Academic Council noted the minutes from the Undergraduate and Postgraduate Committee of 

20 April 2016. 
 
1516.99 Minutes from Research and Knowledge Exchange Committee of 21 April 2016 

[AC/4May16/B2] 
 
 Academic Council noted the minutes from the Research and Knowledge Exchange Committee 

of 21 April 2016. 
 
1516.100 Report from Programme Amendment and Course Approval and Amendment Group of 21 

April 2016 [AC/4May16/B3] 
 
 Academic Council noted the report from the Programme Amendment and Course Approval 

and Amendment Group of 21 April 2016. 
 
1516.101 Amendment to the Financial Rationale Template [AC/4May16/B5] 
 

Academic Council noted the update to the Financial Rationale contained in Paper 
AC/4May16/B5.1.  The Director and Deputy Director of Finance made amendments to the 
Financial Rationale and the Committee noted that in future, the submission of this document 
to Policy and Governance must come directly via their office, rather than from the Programme 
Proposer or Programme Leader.   
The policies listed below, therefore, were amended to clarify this change in the process. 
 
i. Programme Approval (Validation) Policy [AC/4May16/B5.2] 
ii. Programme or Course Amendment Policy (Major) [AC/4May16/B5.3] 

 
1516.102 Programme Monitoring and Annual Reporting [AC/4May16/B6] 
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Academic Council considered and approved the amendments to the Programme Monitoring 
and Annual Reporting Policy and pro formas set out in papers AC/4May16/B6.1-B6.5. 
  

1516.103 International Articulation Policy [UPC/3Feb16/20.1-20.3] 
 
 Academic Council considered and approved the amendments to the International Articulation 

Policy set out in Paper UPC/20Apr16/20.1. 
 
1516.104 School of Fine Art: Feedback to Students following Final Assessment [UPC/3Feb16/23] 
 
 Academic Council noted Paper UPC/20Apr16/23 and it was agreed that the Head of the School 

of Fine Art would provide an update on progress at the May 2017 meeting of Academic Council. 
[Action: Head of the School of Fine Art]  

 
1516.105 Mackintosh School of Architecture: Report on Exchange Provision [UPC/20Apr16/24] 
 

Academic Council noted the Mackintosh School of Architecture’s report on the School’s 
exchange provision. 

 
1516.106 Updates on PMAR QEAP Actions  
 
 Academic Council noted the updates provided to the following School-level Quality 

Enhancement Action Plans: 
 

• School of Design [UPC/20Apr16/26.1] 
• School of Fine Art [UPC/20Apr16/26.2] 
• Mackintosh School of Architecture [UPC/20Apr16/26.3] 
• Digital Design Studio [UPC/20Apr16/26.4] 

 
1516.107 Validation of MDes Design Innovation Pathways [UPC/20Apr16/30] 
 

Academic Council considered the update provided in Paper UPC/20Apr16/30 in relation to the 
satisfaction of the conditions set by the UPC Programme Approval Group in April 2015 
regarding the validation of the following awards: 

 
• MDes Design Innovation and Collaborative Creativity 
• MDes Design Innovation and Interaction Design 
• MDes Design Innovation and Transformation Design 

 
1516.108 Programme Approval 2014/15: Update on Recommendations [UPC/20Apr16/32.1] 
 

Academic Council considered and approved the updates on the progress against the 
recommendations which were set for the Master of Research programme which went through 
the Programme Approval process in 2014/15, noting that all recommendations had been 
addressed. 

 
1516.109 Major Programme Amendments 2014/15: Update on Recommendations   
 
 Academic Council considered and approved the following updates on the progress against the 

recommendations which were set for programmes which undertook major programme 
amendments in 2014/15, noting that all recommendations had been addressed: 

 
• MLitt Curatorial Practice [UPC/20Apr16/32.1] 
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• MDes Fashion and Textiles [UPC/20Apr16/32.2] 
• BA (Hons) Fashion Design and BA (Hons) Textile Design [UPC/20Apr16/32.3] 
• BA (Hons) Interaction Design [UPC/20Apr16/32.4] 
• International Foundation Programme [UPC/20Apr16/32.5] 

 
1516.110 Equality Impact Assessment Summary Reports  
 
 Academic Council noted the following Equality Impact Assessment Summary Reports which 

had been undertaken and completed in session 2015/16: 
 
• MDes Design Innovation [UPC/20Apr16/33.1] 
• MDes Fashion and Textiles [UPC/20Apr16/33.2] 
• Masters in Research [UPC/20Apr16/33.3] 
• DDS Suite of Programmes [UPC/20Apr16/33.4] 
• BA (Hons) Fashion Design and BA (Hons) Textile Design [UPC/20Apr16/33.5] 
• BA (Hons) Interaction Design [UPC/20Apr16/33.6] 
• International Foundation Programme [UPC/20Apr16/33.7] 

 
1516.111 International Partnership Agreement with University of Art and Design Kunstuniversität, 

Linz, Austria [UPC/20Apr16/34] 
 
 Academic Council considered and approved the International Partnership Agreement with 

University of Art and Design Kunstuniversität. 
     
1516.112 External Examiner Nomination, Ms Debra Allman [AC/4May16/B16.1] 
 

Academic Council approved and ratified the recommendation that the University of Glasgow 
appoint Ms Debra Allman as External Examiner for the BA (Hons) Silversmithing and Jewellery 
programme. 

  [Action: Academic Registry] 
 
1516.113 Date of Next Meeting 
 
  TBC 
 



 

 
 
THE GLASGOW SCHOOL OF ART 
 
AUDIT COMMITTEE 

 
Minutes:  20th April 2016 
 
Present: Sir Muir Russell  Vice-Chair, Board of Governors (Chair) 
  Mr Charles Beattie  Lay Governor 

       
Attending: Ms Sandi Galbraith  Deputy Director, Finance & Resources 

Ms Muriel Gray  Chair, Board of Governors 
  Professor Tom Inns  Director, GSA 

Mr Eliot Leviten*                 Director of Finance and Resources 
Mr Scott Parsons  Director of MCSP (items 1 -6) 

  Ms Claire Robertson  BDO (Internal Auditor)  
  Mr Alistair Storey  Head of Finance 
  Dr Craig Williamson  Registrar 
  Mr John Martin  Assistant Secretary to the Board 
 
  * attending by telephone 
 
1.  Welcome and Apologies for Absence 
 

The Committee welcomed Charles Beattie to his first meeting. Apologies were 
received from Douglas Brown, Janet Brown and James McBride.  

 
2. Declarations of Interest 

 
None. 

 
3. Minutes of Previous Meeting 
 

The minutes of the meeting held on 4th February 2016 were approved.  
 
4. Action Points 
 
 The Committee noted its list of Action Points: 
 
 .1 Corporation Tax 
 

 It seemed likely that there would be no immediate Corporation Tax 
liability for the School, although the position would be regularly 
monitored.  

  
.2 Financial Regulations 

   
Following recent partial updates, it was now intended that a 
comprehensive new version of the School’s Financial Regulations 
would be published.  

 
5. Internal Audit  
 
 .1 Strategic Planning  
 

This minute has been withheld from the website version of the Minutes on the 

grounds of commercial confidentiality.  
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.2 UKVI 
 

Internal Audit had reviewed the School’s compliance with Home 
Office requirements in relation to Tier 4 student visas (Paper 5.2). 
The report was highly positive, indicating ‘substantial’ levels of 
assurance and making no recommendations. The Registrar 
commented that, while this was a highly positive outcome, the School 
must not become complacent with regard to UKVI procedures, given 
the serious consequences of any future failure to comply.  

 
.3 Internal Audit Progress Report 
 

The Committee noted the Progress Report for the current year from 
the Internal Auditors (Paper 5.3). It was likely that the Internal 
Auditors would suggest some follow-up work in relation to those 
recent reports which had contained significant recommendations.  
 

.4 GSA Students’ Association 
 
Further to the Internal Audit Review of Affiliated Bodies, as 
considered at the Committee’s previous meeting, it was reported by 
the Registrar that the School had engaged a specialist consultant to 
provide an initial report which would consider the various roles of the 
Association and how these might best be administered. The report 
would be considered by the Registrar and Director, with subsequent 
actions taken forward by GSASA, the Registrar, and the Director of 
Finance and Resources, following appropriate consultation with the 
Board and GSA’s solicitors. 

 
.5 GSA Enterprises 

 
This minute has been withheld from the website version of the Minutes on the 

grounds of commercial confidentiality.  

 
6. Risk Register 
 

 This minute has been withheld from the website version of the Minutes on the grounds 

of commercial confidentiality.  

 
7. External Audit 
 

The Deputy Director of Finance and Resources had provided a progress 
report on external audit (Paper 7). The interim audit of the 2015/16 accounts 
had taken place and there were no significant issues to report. The timetable 
for the rest of the audit process was in place and included a final planning 
meeting at the end of August. It was confirmed that members of the 
Committee would be welcome to attend this meeting if available. The 
School’s Finance Office would be working with Scott Moncrieff to produce 
parallel accounts to show the impact of FRS102. 

 
8. Management Accounts to 31st March 2016 
 

 This minute has been withheld from the website version of the Minutes on the grounds 

of commercial confidentiality.  

 
9. Treasury Policy 
 
 Further to the discussion at the previous meeting, a revised paper on 

Treasury Policy had been circulated (Paper 9), which provided guidelines 
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and procedures for the investment of surplus funds. The Committee 
approved the policy. 

 
 

10. Loans to GSA Students’ Association and GSA Enterprises 
 

 This minute has been withheld from the website version of the Minutes on the grounds 

of commercial confidentiality.  

 
11. Sectoral Developments 
 
 The Committee noted several developments in the Higher Education sector 

which might have future implications for the School: 
 

 The Scottish Government was indicating that wider access to Higher 
Education remained a priority and that financial penalties might be 
imposed on institutions which did not meet their wider access recruitment 
targets. 
 

 A ‘withdraw’ outcome in the forthcoming UK referendum on EU 
membership would be highly significant for HE in the UK in relation to 
such areas of activity as tuition fees, research income and immigration 
regulations.  

 

 The extent to which HEIs were making use of zero-hours employment 
contracts might be seen as reputationally damaging for the sector. 

 

 The present debate on the introduction of a Teaching Excellence 
Framework in English universities was linked to the possibility of a 
greater spread of tuition fee levels in the English HE sector, which would 
have implications for Scottish HEIs in relation to the fees they were 
obliged to charge RUK students. 

 
12. Dates of Meetings 2016/17 
 

Monday 29th August 2016 at 2.00pm  
Monday 28th November 2016 at 2.00pm 
Wednesday 8th February 2017 at 2.00pm 
Wednesday 26th April 2017 at 2.00pm 
 

 
 
 

JM 



 
 
THE GLASGOW SCHOOL OF ART 
 
BUSINESS AND ESTATES COMMITTEE 

 
Minutes:  18th May 2016  
 
Present: Ms Muriel Gray  Chair, Board of Governors (Chair) 
  Mr Douglas Brown  Lay Governor   
  Professor Tom Inns  Director, GSA 

Mr Eliot Leviten             Director of Finance and Resources* 
  Ms Eleanor McAllister  Lay Governor 

Mr Lewis Prosser  President, Students’ Association 
Ms Christa Reekie  Lay Governor 
Sir Muir Russell  Lay Governor and Vice-Chair (Board of Governors) 
Mr Ken Ross   Lay Governor 
   

      * attending by telephone 
 
Attending: Ms Sandi Galbraith  Deputy Director of Finance and Resources 

Mr Alistair Storey  Head of Finance 
Dr Craig Williamson  Registrar  
Mr John Martin  Assistant Secretary to the Board  

 
 
1. Apologies for Absence  

 
None 
 

2. Declarations of Interest 
 

Sandi Galbraith declared her role as a Board member of GSAE Ltd.  
 
3. Minutes of Previous Meeting 
 

The Minutes of the meeting of the Committee held on 4th February 2016 were approved. 
 

4. Action Points 
 

The Committee noted its list of Action Points (Paper 4).  
 

5. Reid Building: Post-Occupancy Evaluation  
 

 Further to the discussion at the previous meeting, it was reported that the Post-Occupancy 
Evaluation of the Reid Building would commence shortly. There was no fixed deadline, but 
the Funding Council would expect a report in due course. It was suggested that the format 
and requirements of the Evaluation might be re-examined, given the passage of time. 
Eleanor McAllister would remind Turner and Townsend (Project Managers) of their role in 
the evaluation process.  

 
6. Budget 2016/17 and Financial Forecasts to 2018/19 
  

This minute has been withheld from the website version of the Minutes on the grounds of commercial 

confidentiality.  

 
 

7. General Estates Update 
 

This minute has been withheld from the website version of the Minutes on the grounds of commercial 

confidentiality.  
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8. Mackintosh Restoration Project 
 
 The Committee noted an update on the Mackintosh Building Restoration (Paper 7). A major 

milestone in the project would be reached in June 2016, when the main contractor would be 
selected, a process which would be overseen by the Mackintosh Restoration Committee 
and the Board of Governors. The end of January 2019 remained the target date for 
completion of the project. It was confirmed that the ‘formal public consultations’ mentioned 
in the report would involve interested parties, as opposed to the general public (who would 
be able to comment through other routes).  

 
 The Committee expressed its appreciation with regard to the efforts of the project’s Senior 

Project Manager, Liz Davidson.   
 
9. Stow College Building 
 

 This minute has been withheld from the website version of the Minutes on the grounds of commercial 

confidentiality.  
 
10. Fundraising for Mackintosh Restoration and Stow College Building Projects 
 

 This minute has been withheld from the website version of the Minutes on the grounds of commercial 

confidentiality.  
 
11. Report from the Students’ Association 
 

 This minute has been withheld from the website version of the Minutes on the grounds of commercial 

confidentiality.  
 
12. Glasgow School of Art Enterprises (GSAE Ltd) 
 

 This minute has been withheld from the website version of the Minutes on the grounds of commercial 

confidentiality.  
 
13. Management Accounts to 30th April 2016 
 

 This minute has been withheld from the website version of the Minutes on the grounds of commercial 

confidentiality.  
 
14. Treasury Management Policy 
 

The Committee noted a revised Treasury Management Policy (Paper 13), as approved by 
the April 2016 meeting of the Audit Committee. 

 
15. Cash Flow Forecast to August 2017 
 

The Committee noted the latest Cash Flow Forecast (Paper 14). Future cash flow reports 
would separate out such extraordinary items as insurance income, and would also seek to 
reflect projected income from the Development Trust. 
 

16. Strategic Plan Reporting 
 
 It was confirmed that, while Risk Register updates should continue to be made to the Audit 

Committee, update reports on the Strategic Plan should be presented to the Business and 
Estates Committee. 

 
 
 

…………../ 
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17. Campus Tour and Visit to Altyre Campus 

   
It was confirmed that plans were underway for Governors to tour the Garnethill Campus and 
also to visit the Altyre Campus in Forres. 
 

18. Dates of Meetings 2016/17 
 
 Monday  29 August 2016 11.00am  

Monday   28 November 2016 11.00am 
Wednesday 8 February 2017 11.00am 
Monday  22 May 2017  11.00am 

 
 
 
 
 JM 



BoG/16.06.16/Paper B2.5 
THE GLASGOW SCHOOL OF ART 
 
MACKINTOSH RESTORATION COMMITTEE 

 
Minutes:  18th April 2016   
 
Present: Ms Eleanor McAllister  Lay Governor (Chair) 
  Mr Douglas Brown  Lay Governor 
  Ms Liz Davidson  Senior Project Manager, GSA 

  Ms Muriel Gray  Chair, Board of Governors, GSA 
  Professor Tom Inns  Director, GSA 

Mr Eliot Leviten*             Director of Finance and Resources   
Mr Lewis Prosser  President, Students’ Association 
Ms Christa Reekie  Lay Governor 
Mr Peter Trowles   Mackintosh Curator, GSA 
  

Attending: Ms Sandi Galbraith  Deputy Director of Finance and Resources 
  Mr Scott Parsons  Director of Marketing, Communications and  
      Strategic Planning   

Mr John Martin  Assistant Secretary to the Board 
  

  * attending by telephone 
 
1. Apologies 
 

Mr Ranald MacInnes, Professor Chris Platt 
 

2. Declarations of Interest 
 

This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  
 
3. Minutes of Previous Meeting 

 
 The Minutes of the meeting held on 9th March 2016 were approved. 
 
4. Streaks on Mackintosh Building Exterior 
 
 Further to the discussion at the previous meeting, it was confirmed that the unsightly 

streaks on the west exterior of the Mackintosh Building had been caused by an 
external contractor. Payment to this contractor was being withheld until this issue was 
resolved.  

 
5. Mackintosh Restoration Update Report 
 

 This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  

 
6. Cost Plan 
 

 This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  

 
……………../ 
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7. Programme/Dashboard Report/Risk Register 
 
 The Committee noted the latest versions of the Programme (Paper 6.1), Dashboard 

Report (Paper 6.2) and a tabled version of the Risk Register which replaced the 
version circulated as Papers 6.3. Also tabled was a list of Key Dates prepared by the 
Senior Project Manager and it was agreed that these be attached as an annex to the 
minutes of the meeting (please see below). The Director indicated that the School 
was considering a major exhibition and associated activities for the period in early 
2019 between completion of the restoration process and re-commencement of 
academic activities in 2019/20. Such an exhibition might also travel to other locations.  

 
8. Development Office Communications Plan 
 

 This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  
 
9. Mackintosh Library Chair 
 
 The Mackintosh Curator reported that he had learnt of the existence of a surviving 

Mackintosh Library Chair, which would be very useful in recreating the chairs for the 
restored Library.  The Curator would visit the present owner and, if the chair was in 
good condition, would also consider whether GSA might acquire it for the School’s 
collection.  

 
10. Dates of Remaining Meetings 2015/16 
 

Wednesday  11th May 2016  1.30pm 
Wednesday  8th June 2016   1.30pm 
 
 
 

JM 
 
 
 



 

 
 
THE GLASGOW SCHOOL OF ART 
 
MUSEUM AND ARCHIVE COMMITTEE 

 
Minutes:  20th May 2016   
 
Present:  Professor Alison Yarrington Lay Governor (Chair) 
 Ms Polly Christie A & C Recovery Project Lead (items 1 – 9) 
 Professor Ken Neil Head of Research, GSA 
 Ms Victoria Peters Archivist, University of Strathclyde 
 Mr Lewis Prosser President, Students’ Association, GSA 
 Mr Mike Quigley Head of Estates, GSA 
 Ms Alison Stevenson Head of Learning Resources, GSA 
 Mr Peter Trowles  Curator, GSA 
 Ms Susannah Waters  Archivist, GSA 
 Dr Sabine Wieber    Lecturer in History of Art, University of Glasgow 

    
Attending:  Mr John Martin   Assistant Secretary to the Board 
  
1. Apologies for Absence 

 
Ms Jenny Brownrigg, Mr Simon Green, Ms Sarah MacKinnon, Ms Cathie Randall, Dr 
Evelyn Silber 

 
2. Lewis Prosser 
 

This would be Lewis Prosser’s final meeting of the Committee as President of the 
Students’ Association and the Committee thanked him for his valuable contribution. 
 

3. Minutes of Previous Meeting  
 

The Minutes of the meeting held on 5th February 2016 were approved.  
 

4. Recovery Project Budget Proposal 
 

  
This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  

 
5. Recovery Project Report, May 2016 
 
 The Committee noted the progress report from the Recovery Project Lead. The team had 

prepared a six-month plan and had been working on various activities, including 
relocation of some of the Mackintosh plaster casts and partial restoration of the 
Mackintosh Library lights. A full reconstruction of one light had been achieved, but a 
decision would need to be taken as to whether it would be realistic to reconstruct further 
lights from fragments or, instead, commission replica lights. 

 
 The Recovery Project Lead (Polly Christie) had taken part in a successful presentation to 

a large audience (1,450 delegates) at the Joint Annual Conference of AIC and CAC in 
Montreal, funded by the Samuel H. Kress Foundation.  

 
 
 
 

………/ 
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6. Collections Planning to 2019 
 
 Staff in the Archives and Collections Centre had drafted a plan to 2019, as circulated to 

the Committee. Although not a formal requirement, this had been a useful exercise and 
had involved consultation with appropriate GSA staff. The plan sought to reflect the 
Centre’s location within a specialist art school, whilst also emphasising best professional 
practice. It was noted that the scope of some future activity would depend on imminent 
budgetary decisions.  

 
The plan had identified four research themes (from the School’s total of eight themes) 
which were felt to be of particular relevance to ACC, although it was suggested that this 
might be unduly restrictive. It was also suggested that there might be a need for some 
further operational content in the plan in addition to strategic content. It was agreed that 
this draft was a strong beginning and that a further version of the plan might be 
developed for the Committee’s next meeting. 

[Action: ACC] 
7.  Mackintosh Restoration Project 
 

 This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  
 
8. Reproduction Requests 
 
 Updated procedures for ACC’s handing of Reproduction Requests had been circulated. 

The previous distinction between ‘commercial’ and ‘non-commercial’ had been removed, 
although the price levels shown could be negotiated according to a client’s 
circumstances. The Committee approved the revised documentation.  

 
9. Archival Selection Guidelines 
 
 A document on Archival Selection Guidelines was circulated. This paper sought to define 

the type of material which would be stored in the School’s Archives. The guidelines would 
change as the nature and source of materials available was reviewed and in the light of 
decisions regarding storage format, e.g. paper-based or digital. The document would be 
made available on the ACC website. 

 
10. Volunteer and Work Placement Programme 
 
 A report on ACC’s Volunteer and Work Placement Programme had been circulated, 

covering the period May 2015 – March 2016. The report was highly positive, both in terms 
of the contribution made by volunteers and their subsequent career progress. It was clear 
that the role in the programme played by the Collections Development Officer (Michelle 
Kaye) programme was vital to the programme’s success. It was likely that ACC would 
seek to extend the use of volunteers beyond the post-fire restoration period – the 
potential criticism that the School might be exploiting unpaid workers could be countered 
by demonstration of the positive impact on volunteers’ career prospects and the 
resources being devoted by the School in support of volunteers. 

 
 
 
 
 
 
 
 

……………/ 
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11. Report from the Head of Estates 
 
This minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  
 

12. Report from the Exhibitions Director 
 
Part of this minute has been withheld from the website version of the Minutes on the grounds of 

commercial confidentiality.  
 
It was noted that 2015/16 had been a very good year in terms of collaboration between 
Exhibitions and ACC.  
 

13. ACC Acquisitions  
 
 The Committee noted the latest summary of acquisitions by the Archives and Collections 

Centre. The School had also just been gifted drawings of the Mackintosh Building by Paul 
Clarke (former member of staff), which would be announced in an imminent press 
release.  

  
14. Archives and Collections: Exhibitions and Loans 
 
 The report on Exhibitions and Loans was noted. Since preparation of this report, it had 

been established the Glasgow Women’s Library was not a secure space and it had 
therefore been agreed that only copies of the materials requested would be provided.  

 
15. Museum Galleries Scotland Accreditation 
 
 As outlined in a paper from the Head of Learning Resources, ACC was preparing a full 

accreditation resubmission to Museum Galleries Scotland (as reported at a previous 
meeting, GSA presently held provisional accreditation, granted in the aftermath of the 
Mackintosh Building fire in 2014). 

 
16. Dates of Meetings 2016/17 
  
 Monday 5th September 2016 at 1.00pm. 

Friday 18th November 2016 at 1.00pm. 
Monday 6th February 2017 at 1.00pm. 
Monday 8th May 2017 at 1.00pm.   

 
   
JM 



 
 
 

THE GLASGOW SCHOOL OF ART 
 
HUMAN RESOURCES COMMITTEE 
 
Minutes:  10th May 2016   
 
Present: Mrs Linda McTavish  Lay Governor (Chair) 
  Mr John Ayers   Technical Staff Representative 

Ms Kerry Aylin Staff Governor 
Ms Liz Calderwood Administrative Staff Representative 
Mr David Dalziel Head of HR 
Mr Denis McCormick Maintenance Staff representative  
Ms Kathy Molloy UNISON Representative  
Professor Colin Porteous EIS Representative (deputising for Professor Rodger) 
Ms Sally Stewart Academic Staff representative 
Dr Craig Williamson  Registrar 
 

Attending: Ms Alana Calikes  Assistant HR Officer 
 Ms Denise Walker  HR Officer 
 

1. Apologies for Absence 
 

Dr Nicky Bird, Ms Lesley Coyle, Ms Sandi Galbraith, Professor Tom Inns, Mr Craig Laurie, Ms 
Shona Paul, Ms Julie Ramage, Professor Johnny Rodger 
 

2. Minutes of Previous Meeting 
 

The Minutes of the meeting held on 23rd February 2016 were approved.  
 

3. Action Points 
 

 The Committee noted its list of Action Points (Paper 3) and agreed that all pending items 
could now be removed from the list.   
 

4. Staff Survey 2016 
 

The Director of HR had circulated a briefing note on a major Staff Survey, which would seek 
to give staff the opportunity to voice opinions and provide feedback on a broad range of 
employment-related matters, including general staff morale A draft version of the survey 
(which would be carried out by an external agency) had been considered by the Executive 
Group and was also being reviewed by a small steering group, which included staff from HR, 
Marketing and Communications, Student Support and Development, and the trade unions. 
The survey would be electronic and anonymous, with a paper-based version being available 
for staff who did not have computer access. GSA would be provided with (anonymised) 
details of the proportions of staff responding, in order to encourage (if necessary) greater 
participation. The intention was to launch the survey at the All-Staff Meeting on 24th June, with 
a summary analysis to be made available to the Executive Group in September 2016.  

 
5. Revised and Extended HR Policies 

 
As discussed at the previous meeting, a series of HR policies had been drafted and 
considered by the Trade Union Forum, as follows: 
 
 
 
 

…………../ 
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 Disability Leave Policy 

 Time Off for Staff Development Policy 

 Flexible Retirement Policy 

 Maternity Leave and Pay Policy 

 Maternity Support Leave and Pay Policy 

 Adoption Leave and Pay Policy 

 Adoption Support Leave and Pay Policy 
 

Revised versions of these policies had been circulated. The policies were either updates or 
extensions of previous policies, although the policies had now also been benchmarked 
against equivalent policies at other HEIs.  
 
The Committee welcomed the policies, including improvements to language and format. 
Subject to minor typographical amendments, the Committee recommended to the Board of 
Governors that the above policies be approved. 

 
6. Policy on Shared Parental Leave 
 

A draft policy on Shared Parental leave would be distributed for information prior to 
consultation with the Trade Union Forum. 

 
7. Policy on Capability Policy and Procedure 
 

A draft policy on Capability Policy and Procedure would be distributed for information prior to 
consultation with the Trade Union Forum. The proposed policy would be distinct from the 
Disciplinary and Grievance policies, which would also shortly be reviewed. Members 
welcomed the approach proposed and looked forward to receiving the draft policies in due 
course.  

 
8. National Pay Negotiations 
 
 The Committee noted an update from UCEA, dated 29th April 2016, including details of the 

latest employers’ offer for 2016/17. Since publication of this offer, UCU had indicated that it 
would take strike action on 25th and 26th May 2016. This could involve up to 92 staff at GSA 
and the Executive Group would consider the implications of this action. The other recognised 
unions were also considering their responses to the UCEA offer. It was noted that 
implementation of the Trade Union Act 2016 would be likely to change the future basis on 
which the trade unions held ballots.  

 
9. Staff Morale 
 

Under Any Other Business, Ms Aylin raised concerns over staff morale and in doing so noted 
the increase in student numbers and the resulting impact on staff. The Committee noted these 
concerns and it was agreed that any operational matters should be addressed locally with the 
appropriate Head of School/Service and that broader issues such as the impact of change on 
staff may become clearer as part of the staff survey.  

 
10.  Dates of Meetings 2016/17 
   
 To be arranged 
 
 
 
AC/JM 
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1 Introduction 
 

1.1 The purpose of this policy and procedure is to provide disabled employees with 
reasonable paid time off work for reasons related to their impairment.   

 
1.2 This policy and procedure covers all disabled employees and sets out what disability 

leave is available and the procedures for using it (see section 6). 
 
2 General Principles 
 

2.1 Disabled people face discrimination and disadvantage in the workplace and society.  
The skills and experience of disabled employees are highly valued and GSA is 
committed to supporting disabled employees by removing access barriers, tackling 
discrimination that they face, and implementing best employment practice. 

 
2.2 GSA is also committed to resolving any issues relating to disabled employees by 

agreement where possible. 
 

2.3 In accordance with the Equality Act 2010 GSA will not discriminate against disabled 
employees but will consider and accommodate their needs, as far as is reasonably 
practicable. 

 
2.4 In accordance with the Equality Act 2010 GSA will work actively to eliminate 

discrimination against disabled people, promote positive attitudes to disabled 
people and encourage disabled people to participate in public life. 

 
3 What is disability leave? 
 

3.1 Disability leave is paid time off work for a reason related to someone’s disability.  It 
may be for a long or short period of time, and may or may not be pre-planned (see 
section 6). 

 
3.2 The Equality Act 2010 law says that all disabled employees are entitled to 

‘reasonable adjustments’ where the physical working environment or practices 
place the disabled person at a substantial disadvantage compared with a person 
who is not disabled. This may include amending a provision, criterion or practice, 
altering premises, or providing auxiliary aids. It does not include the lowering of 
competence standards as defined by the Equality Act 2010.  

 
3.3 Disability leave is a ‘reasonable adjustment’ under the Equality Act 2010 and is in 

accordance with good employment practice as recommended by the Disability 
Rights Commission.  However, not all disabled employees will necessarily need to 
take disability leave. Disability leave is one of a range of possible reasonable 
adjustments, which may also include working from home and flexible working as 
per the Home Working and Flexible Working policies. 
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3.4 Disability leave will not be included for the purposes of assessing performance, 
promotion, attendance, selection for redundancy, and similar issues.  To do so 
might discriminate against the disabled employee. 

 
3.5 Disability Leave entitlement will mirror that of an employee’s sick leave entitlement, 

as outlined in the contract of employment.  However with advice from Occupational 
Health and in consultation with the employee, it may become clear that the 
employee is not able to return to their previous job.  In this case, other reasonable 
adjustments, including redesigning the job, retraining and redeployment, will be 
considered.  Where no other option is possible consideration will be given to ill 
health retirement. 

 
4 Disability leave and sick leave  
 

4.1 Disability leave is distinct from sick leave, and includes time when an employee is 
well but absent from work for a disability-related reason. 

 
4.2 If an employee is on sick leave and it becomes clear that they now qualify for 

disability leave, they will be transferred onto disability leave. 
 

4.3 If time off work due to ill health is for a reason not disability-related, then it will be 
recorded as sickness absence. 

 
4.4 A high level of sickness absence for an employee may be a result of a disability.  This 

possibility will be investigated and may trigger a change in the person’s status to 
being disabled.  Any absences that are disability related will be reclassified as 
disability leave. 

 
5 Who is entitled to disability leave? 
 

5.1 All employees who are disabled using the definition in the Equality Act 2010 are 
entitled to disability leave. 

 
5.2 The Equality Act 2010 defines disability as “a mental or physical impairment that has 

a substantial and long-term adverse effect on a person's ability to carry out normal 
day-to-day activities”.  ‘Long-term’ typically means 12-months or more, and HIV 
infection, cancer, and multiple sclerosis are included from the point of their 
diagnosis. 

 
5.3 People, who have had a disability in the past but no longer have one, still qualify as 

disabled under the Equality Act 2010 and are entitled to disability leave for disability 
related absences (e.g. attending a clinic for preventative treatment). 

 
5.4 Disabled employees may choose to inform GSA that they are disabled. While this is 

not obligatory, it is recommended that they do so to facilitate making reasonable 
adjustments.  This information will be kept confidential. 
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5.5 Disabled employees new to GSA who have declared on their Personal Details Form 
that they have a disability will be contacted by Human Resources to discuss any 
appropriate reasonable adjustments to their workplace.  

 
6 Disability leave procedure 
 

6.1 The effect of impairment depends on the individual and their circumstances.  To 
accommodate this requires some flexibility, so employees may take planned 
disability leave or unplanned disability leave. 

 
6.2 Where disability leave is needed, agreement must be reached on the approximate 

number of days and approximate date of the leave.  This may not be exact but will 
help in planning service delivery. 

 
6.3 Planned disability leave is agreed in advance.  It may be a number of individual days 

each year that a disabled person needs to take off.  Typically this would be for 
treatment, rehabilitation or assessment related to their disability.   It may also be a 
longer block of time needed for a specific reason, as indicated in 6.4.3. 

 
6.3.1 The procedure for agreeing planned disability leave is as follows: 

 
First stage 

 
The disabled employee will meet with their line manager on a confidential, individual 
basis and discuss what reasonable adjustments they need, and the effect of their 
disability on performance objectives.  Employees may choose to be accompanied by 
a colleague. 

 
If agreement cannot be reached then the procedure moves on to the second stage. 

 
Second stage 

 
Further evidence and advice will be sought in preparation for a formal meeting.  
Information will be sought from other parties to help determine what constitutes a 
reasonable adjustment in the specific circumstances.  This will include some or all of: 
 

•  a GP or specialist’s report (with the employee’s consent) 
•  a report from Occupational Health (with the employee’s consent) 
•  other information from the employee 
•  advice from Human Resources 
•  consultation with a Trade Union representative, if applicable 

 
A formal meeting will then be held that will include the employee, the line manager, 
a representative from Human Resources, and a representative.  All the evidence will 
be circulated to attendees prior to the meeting.  
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The following issues should be considered: 
 

•  is the employee disabled under the EQUALITY ACT 2010? 
•  the effectiveness of the proposed adjustment 
•  the practicability and cost of the proposed adjustment 
•  the resources of GSA 

 
If agreement still cannot be reached then the employee has the option of utilising 
the Grievance Policy and Procedure. 

 
6.3.2 Some examples of reasons for planned disability leave include (but are not 

limited to):  
 

• hospital, doctors, or complementary medicine practitioners 
appointments 

• hospital treatment as an outpatient 
• assessment for such conditions as dyslexia 
• hearing aid tests 
• training with guide or hearing dog 
• counselling/therapeutic treatment 
• recovery time after blood transfusion or dialysis treatment 
• physiotherapy (sessional or residential) 

 
6.3.3 A longer block of disability leave might also be appropriate.  This could be so 

that a newly disabled employee can make changes inside and outside of work; 
while physical or environmental adjustments are being made to an employees 
work environment; or if an employee has to undergo a more prolonged period 
of treatment, rehabilitation or recuperation. 

 
6.3.4 Some examples of longer disability leave include (but are not limited to): 

 
• a period of time off work while reasonable adjustments are made at work 
• an operation, and recuperation and rehabilitation afterwards 
• time while the employee is suffering from depression, stress, or mental illness 
• a phased return to work of period of time off work for a newly disabled     
employee. 

 
6.4 Unplanned disability leave covers disability-related absences that may previously 

have been recorded as sick leave.  These will be recorded in the same way, but 
separate from, sickness absence, and clearly identified as disability leave. Individuals 
requiring unplanned disability leave should follow the same procedure of informing 
their line manager as outlined in the Attendance Management Policy and Procedure 
(2.2).  



5 
 

 
7 Review of planned disability leave 
 

7.1 Where disability leave is agreed, it will be reviewed on an annual basis to assist in 
planning.  These reviews will be supportive, and will not used to pressure 
employees into taking less disability leave than they need. 

 
7.2 Staff who become disabled, or whose impairment or circumstances change, may 

request a review of their disability leave (or other reasonable adjustments) at any 
time. 

 
8 Other Issues 
 

8.1 If an employee is on disability leave for more than two weeks, their manager will 
brief them on their return to work of any changes that have occurred while they 
were off.  In addition job advertisements, internal newsletters and similar materials 
will be sent to them in an accessible format so being on disability leave does not 
disadvantage them. 

 
8.2 Consultation will take place at a local level about the impact of a member of staff 

taking disability leave, and if necessary centrally funded backfill will be provided. 
 

8.3 Time spent on disability leave is counted as continuous service for all contractual 
benefits, including accruing annual leave, sick leave, and pension rights. 

 
8.4 Medical information about employees will be kept strictly confidential unless they 

agree to disclosure.  Any use of such information will conform to Part 4 of the 
Information Commissioner’s Data Protection Act Employment Practices Code 
(Information about Workers’ Health). 

 
8.5 The amount and duration of planned and unplanned disability leave will be 

recorded when it is actually taken, using the designated forms. 
 
9 Questions or Complaints  
 

9.1 Clarification on the terms or operation of this Policy may be obtained from a 
member of the HR Department. Any complaints in relation to the Policy or its 
operation should be directed to a senior member of the HR Department.  

 
10 Monitoring 
 

10.1The number and profile of staff invoking right to apply for disability leave will be 
monitored by the HR Department. The outcomes of the monitoring process will be 
presented along with other Performance Indicators in a confidential format to 
relevant committees within GSA including the HR Committee (which has 
representation from each recognised trade union). 

 



Disability Leave Benchmarking  

It is standard protocol for HR staff to benchmark their policies against other institutions in the sector 
in Scotland.  This GSA policy was reviewed and updated.  It was found during the benchmarking 
process that not all Scottish universities offer a separate Disability Leave policy for their staff. For 
this reason, alongside the policies and procedures of University of Glasgow and Edinburgh Napier 
University, this policy was also reviewed alongside the Equality Challenge Unit guidance on 
‘Managing Disability Leave and Disability-Related Sickness’, ACAS’ guidelines on ‘Disability 
Discrimination: Key Points for the Workplace’, and UCU’s ‘Disability Leave’ guidance.    
 
Edinburgh Napier University outlined in their policy the maximum disability leave allowance 
available to staff. Please find this information in the below table, for comparison with GSA’s 
provision: 
 

The Glasgow School of Art Disability leave mirrors the GSA sick pay entitlement, which is 
dependent on length of service. It provides a minimum of one 
month half pay and one month full pay, and a maximum of six 
months full pay, and 6 months half pay.  

Edinburgh Napier University Disability leave is paid leave and can be granted for a maximum of 
six weeks within each 12 month rolling period. Disability leave may 
be taken in full or half day periods. 
 

 
Upon review of the various sources, the following additions were also made to GSA’s policy: 

- Stipulation that HR will make contact with new employees who declare a disability on their 
Personal Details forms to discuss any reasonable adjustments required (Edinburgh Napier); 
   

- Stipulation that a reasonable adjustment does not include the lowering of competence 
standards, as defined by Equality Act 2010 (Glasgow University). 
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 TIME OFF FOR STAFF DEVELOPMENT POLICY 
 
 
1 Introduction 
 
1.1 GSA is committed to providing a culture of continuous learning that encourages 

creativity, innovation and development and aims to assist all staff to achieve their 
full potential and enhance their contribution, through personal and professional 
development opportunities.  In fulfilling this commitment GSA allocates a budget 
for training and development opportunities on an annual basis.    

 
1.2 Continuous professional development is encouraged and expected of all GSA 

employees irrespective of gender, disability, age, sexual orientation, religion or 
belief and race with relevant training being discussed through the Career Review 
and Development (CRD) process.  Staff will usually undertake a training and 
development event on their normal working day’s which are paid.     

 
1.3 This procedure has been introduced in line with the Apprenticeships, Skills, 

Children and Learning Act 2009 which states that an employee has the legal right 
to make an application to request time off for training.  For the purposes of this 
procedure the term ‘training’ will be replaced with the term ‘staff development’ 
to promote all aspects of enhanced expertise or knowledge. 

 
2 Purpose and Scope  
  
2.1 It is not intended for this procedure to be used for all staff development requests, 

nor is it to replace the Personal Development Plans (PDPs) already in place via the 
Career Review process.  It is also not intended nor expected to replace sound and 
regular dialogue which currently exists between staff and their line managers 
through which such requests would normally be made as a matter of course.   

 
2.2 The purpose of this procedure is to provide staff with a formal mechanism by 

which a request can be made where, either;  
 

a) the original request was verbally rejected by the line manager; or  
b) no opportunity, mechanism or forum exists outwith that of the CRD 

process for such a request to be made.    
 

2.3 The statutory right to request time off for staff development does not provide an 
automatic right for staff to be granted all requests but simply provides staff with a 
mechanism by which requests can be made.  GSA has a duty to consider the 
request.     

2.4 There is no legal obligation on GSA to grant paid time off for staff development 
for requests made under this procedure.  The decision to grant paid time off will 
be at the discretion of the relevant line manager and will be made at the same 
time as considering the request for ‘time off for staff development’.        
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3    Eligibility 

3.1  An employee has the legal right to make an application to request time off for 
staff development if they have been employed by GSA continuously for a period 
of 26 weeks at the date of application. 

3.2 GSA recognises that there may be circumstances not covered by the legislation, as 
outlined above, where an employee may wish to make a request for time off for 
staff development and, as such, is agreeable to considering such requests on an 
individual basis.  

4    Right to Request     

4.1 Staff development requested should aim to enhance both the employee and the 
GSA’s objectives. 

4.2 Staff development can either be: 

• accredited, for example development  that leads to the award of a recognised 
qualification; or 

• unaccredited, for example development to help an employee develop specific 
skills relevant to an employee’s job role.  

4.3 Employees may request time off for staff development to be delivered in a 
number of ways. 

4.4 Applications for funding for any courses should be made using the ‘Application for 
Individual Funding - Staff Development Budget’ form available on the VLE. 

4.5 There is no limit to the amount of time an employee can request to take off for 
staff development. 

4.6 No requests for staff development will be turned down on the basis of gender, 
disability, age, sexual orientation, religion or belief or race. 

5    Procedure  

5.1  The procedure for making an application for requesting time off for staff 
development is as follows: 

 Step 1 

 The employee must make an application at least four weeks before the staff 
development is due to take place or as soon as the employee is aware of the staff 
development event.  This should be in writing to his/her immediate line manager 
(see Appendix 1 – Requesting Time Off for Staff Development form).  The 
application should outline what the employee’s desired staff development would 
be, as well as what the potential impact upon the department/colleagues would 
be if the staff development event takes the employee out of the workplace away 
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from their day to day duties.  The employee should also try to provide an 
indication of how such impact can be accommodated. 

 Step 2 

 Within five days of receipt of the employee’s application, the line manager will 
invite the employee to a meeting to discuss the request.  The discussion will allow 
both parties to explore the staff development request in depth and to determine 
how the request might be accommodated.   

Step 3 

Within two days of the meeting taking place, the line manager will write to the 
employee, using the Requesting Time Off for Staff Development form submitted 
by the employee, to confirm whether the staff development requested has been 
approved.  Should the request not be approved, clear business grounds will be 
provided.  

Step 4 - Appeal 

Should an employee be dissatisfied with the outcome of their request for time off 
for staff development they have the right to appeal the decision.   

Appeals should be made in writing to the Human Resources department within 
five days of the written decision having been received and should outline clearly 
the grounds for appeal. 

The Human Resources department will assign an appropriate member of senior 
staff to consider the appeal and the employee will be invited to attend a meeting 
within five days of receipt of the written submission.  Employees are entitled to 
be accompanied by a GSA colleague or Trade Union representative.  

Within two days of the meeting the employee will be informed in writing of the 
outcome of the appeal.  

Timescales 

The timescales referred to in section 5.1 above may vary according to the timing 
of the staff development.  

It is recognised that there are occasions when it will be impossible to meet the 
timescales set out within the policy due to leave or other unforeseen 
circumstances.  Where timescales cannot be met owing to such exceptional 
circumstances, a written explanation of the reasons for exceeding the time limits 
will be provided to the employee, accompanied by a revised timetable for 
progression of the procedure. 
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Meetings 

Employees are entitled to be accompanied at all meetings by a GSA colleague or 
Trade Union representative.  

5.2 Line managers can reject requests for time off for staff development for one or 
more of the following reasons: 

• the proposed staff development would not improve the employee’s 
effectiveness in the GSA; 

• the proposed staff development would not improve the performance of the 
GSA; 

• the burden of additional costs would be too great; 
• it would cause a detrimental (negative) effect on the employee’s ability to 

meet customer demand; 
• the employee’s work cannot be re-organised among existing staff; 
• the line manager is unable recruit additional staff; 
• the proposed staff development would cause a detrimental impact on quality; 
• the proposed staff development would cause a detrimental impact on 

business performance; 
• there is insufficient work during the periods the employee proposes to work; 
• it conflicts with any planned structural changes. 

5.3 In the event that a specific staff development request has been rejected following 
the appeal process, the employee may not make a request for the same staff 
development request within one year of the rejection.  

6 Questions or Complaints  
 
6.1 Clarification on the terms or operation of this Policy may be obtained from a 

member of the HR department. Any complaints in relation to the Policy or its 
operation should be directed to a senior member of the HR department.  
 

 
7 Monitoring 
 
7.1 The number and profile of staff invoking right to request time off for staff 

development will be monitored by the HR department. The outcomes of the 
monitoring process will be presented along with other performance indicators to 
relevant committees within GSA including the HR Committee (which has 
representation from each recognised trade union). 
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Appendix 1 
Requesting Time Off for Staff Development 

 
Name of applicant  
Position/Job Title  
Department/School  
 
Having read the accompanying Requesting Time Off for Staff Development Procedure, please 
explain what your desired staff development request is:   
 
Subject matter of the proposed staff development. 
 
 
What qualification will this staff development lead to? 
 

Where and when will the proposed staff development take place? 
 

Who will provide or supervise the staff development? 
 

How do you think the proposed staff development will improve your effectiveness and/or 
the effectiveness of your Department and/or the School? 
 

Will the time off for staff development have an impact on you fulfilling your current duties? 
If so, how do you propose these duties are fulfilled/re allocated? 
 

 
Applicant’s signature  Date  
 
To be completed by Head of School/Department/Head of Professional Service 
(delete as appropriate) 
 
- I confirm that I do endorse the above-named employee’s request for time off for staff 
development as outlined above.  
 
- I confirm that I do not support the above-named employee’s request for time off staff 
development as outlined above for the following reasons: (refer to Requesting Time Off 
for Staff Development Procedure) 
 
 
Considered by (name):  Position  
Signature:  Date:  
Detail any time off to be paid for payroll 
purposes otherwise time off for staff 
development will be assumed unpaid. 

 

 
A copy of this form should be forwarded to the HR Department upon completion. 

To make an application for funding for this training, please submit ‘Application for Individual Funding - Staff 
Development Budget’ form on the VLE. 



 BENCHMARKING  
Glasgow School of Art GSA Policy: 

‘Requesting Time off for Staff Development’ 
 
Eligibility – All Staff with 26 weeks  
Reckonable Service 
 
Application by formal request form via Line Manager / Head of School / Budget Holder 
 

University of 
Strathclyde 

Appendix 2 of Policy:  
‘Guidelines on Financial Assistance for Development Activities’ 
Combined Policy for whole process. 
 
Eligibility – All staff on first come basis (normally as a result of Annual Performance Review) 
 
Application in writing via Head of School / Department 
 

Glasgow Caledonian 
University  

GCU Policy: 
‘Time for Training - Identifying appropriate Training and Development Activities’ 
 
Eligibility – All staff on first come basis (normally as a result of Annual Performance Review) 
 
Application in writing via Head of School / Department 
 

University of Dundee 
(Abertay) 

Appendix A1 of Policy:  
‘Staff Development & Training Framework’ 
 
Eligibility - All Staff with 26 weeks  
Reckonable Service 
 
Application by formal request form via Line Manager / Head of School / Budget Holder 
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Flexible Retirement Policy 
 
1 Purpose and Scope  
  
1.1 The Glasgow School of Art (GSA) has a Flexible Retirement Policy and Procedure as 

a means of supporting staff in their extended working lives and to help staff make 
a more gradual transition from work to full-time retirement.     

 
1.2 Flexible Retirement provides eligible staff with the opportunity to either draw their 

pension benefits whilst remaining in the employment of GSA (either on reduced 
hours and/or in a lower graded role) or to work reduced hours whilst maintaining 
the full retirement benefits had they continued to work their normal hours.  

 
1.3 The advantages to GSA include the ability to undertake long term succession 

planning, improved retention and retaining age balance and improving age 
diversity.     

 
1.4 There is no automatic right to flexible retirement and each application will be 

considered on its individual merits in light of service delivery needs, the benefits to 
GSA of the retirement and the overall costs to GSA. Given that the financial costs 
to GSA can be considerable, GSA has ultimate discretion as to whether an 
application will be accepted.  

 
1.5 The Flexible Retirement provisions will be subject to review in light of any further 

changes to the pension scheme arrangements/tax rules. 
 

1.6 GSA is an admitted body of the Local Government Pension Scheme (LGPS) which is 
administered by the Strathclyde Pension Fund Office (SPFO) and the Teacher’s 
2015 Scheme (formerly Scottish Teachers Superannuation Scheme) which is 
administered by the Scottish Public Pensions Agency (SPPA).  

  
 In addition, there is a workplace pension scheme set up by the government, the 
National Employment Savings Trust (NEST).     NEST currently do not offer flexible 
retirement options. This position will be reviewed as the scheme evolves and fund 
sizes increase.  

 
 This policy is entirely governed by the rules and regulations of these pension 

schemes.  
 
1.7 GSA cannot offer any financial advice in terms of pensions or retirement options.  

Should employees wish to seek advice, it may be appropriate to consult with an 
Independent Financial Adviser. 
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1.8 This policy and procedure relates specifically to flexible retirement.   Both pension 
schemes have other retirement options available to members such as voluntary 
retirement, ill-health retirement, or retirement in the interests of efficiency of the 
service.  Details are outlined in Appendix (II) Retirement Factsheet.  If any member 
of staff is interested in finding out more about any retirement options, they should 
contact a member of the HR team.  Information is also available online: 

 
• LGPS: http://www.spfo.org.uk/ 
• Teachers’ 2015: http://www.sppa.gov.uk 
• Nest: nestpensions.org.uk 

 
2 Flexible Retirement Options  
 

In order to qualify for flexible retirement staff will be required to reduce their 
income by at least 20%. Each pension scheme has its own rules.   
 

2.1 Teachers’ 2015 scheme  
 
 The former scheme, STSS closed to unprotected members on 31st March 2015, but 

any benefits employees earned in the scheme before that date are protected.  
More details are outlined in Appendix (II) Retirement Factsheet.  

 
Members of Teachers’ 2015 can be considered for two forms of flexible 
retirement.  

 
2.1.1 Phased Retirement 
 
 Phased retirement allows members of Teachers’ 2015 to reduce their working 

commitment while releasing a proportion of their pension benefits up to full 
retirement.  To be eligible for phased retirement, you must be: 

 
• Age 55 or over; 
• Have been in pensionable employment on or after 1st April 2007; 
• Have the agreement of GSA before applying. 

 
Phased retirement allows employees to draw up to 75% of total benefits while still 
teaching and building up more benefits in the scheme.  Employees’ pensionable 
salary must fall by 20% or more for at least 12 months.  
 
Benefits will be actuarially reduced if applying before Normal Pension Age (NPA).  
NPA is linked to your State Pension Age (but with a minimum of age 65).  You can 
find your State Pension Age online at www.gov.uk/calculate-state-pension  
Benefits earned before 1st April 2015 have a NPA of 65.   
 
Individuals may apply for phased retirement twice before applying for final 
retirement benefits.   
 
 

 
 

http://www.spfo.org.uk/
http://www.sppa.gov.uk/
http://www.gov.uk/calculate-state-pension
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2.1.2 The Winding Down Scheme 
 

The Winding Down (WD) Scheme offers Teachers’ 2015 members approaching 
their retirement age, the opportunity to continue in employment on a part-time 
basis whilst protecting their overall final retirement pension entitlement.  To be 
eligible you must:   
 

• have the consent of GSA; 
• elect to wind down no earlier than 4 years prior to your NPA; 
• have been in continuous full time service for a period of 10 years 

immediately prior to commencing winding down employment; 
• have accrued a minimum of 25 years teaching service prior to commencing 

winding down (you must have had an academic contract for at least 25 
years). The period may include, for qualifying purposes, a maximum period 
of 5 years during any break or breaks in teaching service which will count 
towards the requirement of having 25 years teaching service, but will not 
count towards the calculation of benefits; 

• go part-time and your employment must be equal to or more than 0.5 full 
time equivalent; 

• remain in winding down employment for no longer than 4 years. 
 
2.1.3 Further information on flexible retirement under the Teachers’ 2015 scheme can 

be found online at: http://www.sppa.gov.uk 
 

2.2 Local Government Pension Scheme (LGPS)  
 
2.2.1 With the consent of GSA, and provided you have met the 2 years vesting period in 

the scheme, from age 55, if you reduce your hours or move to a less senior 
position, you can draw some or all of the pension benefits you have built up, 
helping you ease into retirement.   

 
You can still draw your salary from your job on the reduced hours or grade and 
continue paying into the LGPS, building up further benefits in the scheme.   

 
2.2.2 If GSA agrees to flexible retirement then you would have to draw: 
 

• All of the benefits that relate to any pre 1st April 2009 membership, plus: 
• All, none or some of the benefits that relate to your membership from 1st 

April 2009 to 31st March 2015, plus: 
• All, non or some of the benefits that relate to your pension built up from 1st 

April 2015, plus: 
• Any “additional benefits” in accordance with the actuarial guidance issued 

by Scottish Ministers. 
 

“Additional benefits” are any added years you may be purchasing under a contract 
you entered into before 1st December 2006. 
 

http://www.sppa.gov.uk/
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The LGPS can confirm the exact details of the above, once an application for 
flexible retirement has been lodged, as the benefits drawn will be determined on 
an individual basis. 
 

2.2.3 If you were to draw some or all of your benefits under flexible retirement before 
age 65, your benefits may be reduced to take account of being paid for longer.  
How much your benefits are reduced by depends on how early you draw them.   

 
2.2.4 Benefits will be actuarially reduced unless you meet the ‘85 year rule’ (service + 

age = 85 years).  The rules on deciding whether you have protection from a 
reduction to your benefits if you choose to draw them before age 65 under the 85 
year rule, and the level of that protection are quite complex.  If you are thinking of 
voluntarily retiring or asking for flexible retirement before age 65, it is advised that 
a quotation of the benefits payable is obtained from the SPFO first.     There are no 
strain on the fund costs where a member is over the age of 60 and meets the rule 
of 85.  The rule ‘85 year rule’ will be repealed in 2020. 

 
 Further information on flexible retirement under the LGPS scheme can be found 

online at: http://www.spfo.org.uk/ 
 
3 Discretions 
 
 The early release of pension benefits could cause a financial strain on the pension 

fund which is required to be met by GSA.  Any such cost, which can often be 
considerable, will be carefully considered by GSA within the context of any 
compensatory savings or other benefits.  Every case will be decided on its 
individual merits. 

 
4           Process - How to Apply for Flexible Retirement 
 
4.1 An employee who is interested in being considered for flexible retirement should 

contact a member of the HR department.  An appropriate member of HR staff will 
then be appointed to take this forward in conjunction with the employee.  The HR 
staff member will request an estimate of pension benefits from the relevant 
Pension Office.   

 
It can take up to 4 weeks for requests to be processed by the relevant Pension 
Office therefore pending receipt of the figures the member of staff should feel free 
to discuss the matter in principle with their line manager.         

 
4.2 The Pension Office will send the estimate of benefits directly to HR as often flexible 

retirement can incur significant costs to GSA.  HR will forward the estimate of 
benefits to the member of staff upon receipt.   

 
4.3 Should the member of staff then wish to proceed with their request, they can 

make a formal application by completing the Application for Flexible Retirement 
form (Appendix I) and submit it to HR no later than 6 months before the requested 
implementation date.  This is to allow sufficient time for the application to be fully 
considered and, if approved, for contractual changes to be made and pensions 

http://www.spfo.org.uk/
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implemented (note: both pension schemes normally require 3 months notice to 
process benefits). 

 
4.4      HR will acknowledge receipt of the application in writing and will notify your line  

manager that a formal request has been submitted.  Your line manager will be 
asked to comment on whether or not the application should be favourably 
considered. Your line manager will also be required to confirm how operational 
needs would be affected and what would be done to minimise disruption to 
service delivery and colleagues. 

 
 In considering the request, the line manager must be satisfied that: 
 

• There will be clear benefits to the Department and GSA from the flexible 
retirement; 

• There will be no detrimental effect on service delivery, e.g. the role can be 
covered by the individual on reduced hours, the gap can be filled by a 
colleague increasing their hours or by recruiting a new part-time member of 
staff; 

• There will be no detrimental effect on budgets. Note: any strain on the fund 
costs would normally be met by the relevant department; 

• The arrangement proposed is fair and equitable to other team members; 
• There are alternative working procedures; 
• If appropriate, that there are suitable job(s) available within the 

department at a lower grade. 
 
 The line manager may meet with the member of staff, if necessary, to discuss their 

request in more detail.  
 
4.5 Line manager supports the request  

If the line manager is able to support the application then the completed form 
should be submitted, along with recommendations to their Head of 
Department/School for consideration. The Head of Department/School can then 
discuss the application with HR.  The form should then be submitted via HR to the 
Director of Finance and Resources for approval.  

 
4.6 Decision of Director of Finance and Resources 
 The Director of Finance and Resources is ultimately responsible for deciding the 

outcome of the request.  No action should be taken by the individual to progress 
the flexible retirement, for example via the relevant Pension Office, until approval 
has been received from GSA.  A decision will normally be made within 10 working 
days.   

 
4.7 Approved by Director of Finance and Resources 

If the application for flexible retirement is approved by the Director of Finance and 
Resources, HR will notify the individual in writing and a new contract of 
employment will be issued for the employee’s signature.  HR will also send the 
member of staff the relevant form(s) which will require completion in order to 
notify the appropriate Pension Office.   The new flexible retirement will not be 
implemented until all the necessary documents have been completed by the 
employee and returned to GSA i.e. contract of employment, pension form. 
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4.8 Not approved by Director of Finance and Resources 
 In the interest of fairness, where an application has been declined by the Director 

of Finance and Resources, the member of staff may choose to request a review of 
their application.  This request should be sent to the Head of HR who will nominate 
an appropriate member of senior staff to look at the application independently.    
There will be a review of the documentation, including the individual’s submission, 
the line manager’s recommendation and the Head of Department/School’s 
comments.  The reasons for the Director of Finance and Resources’ decision will 
also be taken into consideration.   

 
4.9 In order for the review to be undertaken, the individual will be required to forward 

a copy of the completed application form with the necessary comments to the 
Head of HR.  This documentation will be required to be submitted within 10 
working days from when the individual was advised of the outcome of their 
original request.  The employee may provide additional written information if 
he/she wishes.  The individual will be notified in writing of the decision within 10 
working days.  The decision made at this review stage is final.   

 
4.10 Line manager does not support the request 

If the line manager is unable to support the request, they should approach HR for 
guidance in the first instance, and then arrange a meeting with their line manager, 
normally the Head of Department/School.  The decision of the Head of 
Department/School at this stage is final.  If GSA is unable to support the application 
then the member of staff will be informed accordingly in writing with the reasons.  

 
4.11 In the case of a declined application, an employee may reapply for flexible 

retirement after a period of 12 months from the date their application was 
declined.  

5 Implications for Employment Conditions 
 
5.1 Individuals whose flexible retirement request has been granted will be required to 

sign new contracts of employment to reflect the agreed reduction in hours/grade 
and any revised duties or working arrangements. 

 
5.2 Apart from the general pay award and incremental progression (if appropriate), no 

additional payments can be made to the member of staff.  This means that no 
payment will be paid for any additional hours worked (including overtime) or 
additional duties undertaken.  Any additional hours worked by an individual by 
agreement with their Head of Department will be required to be taken as 
compensatory time off in lieu (TOIL). 

 
5.3 Continuity of service will be preserved for entitlement to annual leave, sick leave, 

redundancy etc. but will be calculated on the reduced working hours/pay as 
appropriate. 

 
5.4 GSA’s other employment procedures and practices will continue to apply as 

normal. 
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5.5 Should a member of staff wish to retire from GSA’s service completely they are 
required to give GSA notice in writing. The length of the notice period will be 
stipulated in your contract of employment. 

 
6 Re-joining the pension schemes 
 
6.1 Staff who are granted flexible retirement can continue in the relevant pension 

scheme (but this is treated as “re-joining”) and build up further pension benefits 
based on their reduced hours/salary.  This means that when you cease work 
altogether you will start to receive a second pension based on your subsequent 
period of service. 
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APPENDIX I 
FLEXIBLE RETIREMENT APPLICATION FORM   
 
This form should be completed by anyone who wishes to be considered for flexible retirement and who 
meets the eligibility criteria outlined as follows: - 
 

• I am a member of the Teachers’ 2015 Scheme or the Local Government Pension Scheme (LGPS); 
• I am aged 55 or more; 
• I am in receipt of a recently calculated estimate of pension benefits from either the Teachers’ 2015 

or the LGPS; 
• I am aware that it may be appropriate to seek financial advice in respect of my retirement options. 

 
EMPLOYEE 
NAME: JOB TITLE AND DEPARTMENT: 

 
 

DATE OF BIRTH:   
                                  ____ /_____ /________ 
                                   

LINE MANAGER: 

1. Describe your current working pattern (days/hours/times worked) and salary grade: 
 
 
 
 
 
 

2. Describe the salary grade and/or working pattern you would like to have/work in future 
(days/hours/times worked):   

 
 
 
 
 
 

3. Impact of new working pattern: 
 
 
 
 
 
 

4. Accommodating the new working pattern and/or role:   
 
 
 
 
 

5. Employee Confirmation 
 
I would like to request flexible retirement from (insert date): ____ /_____ /________ 
 
Signature: _____________________________   Date: ____ /_____ /________ 
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FLEXIBLE RETIREMENT APPLICATION FORM                                                                     (Page 2) 
Human Resources 
 
Date Benefits and costs requested from relevant Pension Office:   ____ /_____ /________ 
                                                                                                                            
Date Line Manager notified:                                           
____ /_____ /________ 
 

 Date Application Form received:                                  
____ /_____ /________ 
                                                      

Comments 
 
 
 
 
 

 

Line Manager Recommendation  
 
Have operational needs been considered?  Yes                              No  
 
Comments:  
 
 
 
 
 
 
 
 
I confirm that I do/do not* support the above named employee’s request for flexible retirement. 
* delete as appropriate 
 
Print Name :_____________________________      Signature: _____________________________    
 
Job title :_____________________________             Date: ____ /_____ /________ 
 

Head of Department/School Recommendation  
 
Have operational needs been considered?  Yes                                 No  
 
Comments:  
 
 
 
 
 
 
 
I confirm that I do/do not* support the above named employee’s request for flexible retirement. 
* delete as appropriate 
 
Print Name :_____________________________      Signature: _____________________________    
 
Job title :_____________________________             Date: ____ /_____ /________            
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FLEXIBLE RETIREMENT APPLICATION FORM                                                                     (Page 3) 
 

 
  

Director of Finance and Resources Decision 
 
Is the request approved?                            Yes                   No  
 
Comments:  
 
 
 
 
 
 
 
 
 
 
Print Name :_____________________________      Signature: _____________________________    
 
Job title :_____________________________             Date: ____ /_____ /________            
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Appendix II 
 

Retirement Factsheet 
 
1. LGPS salary scheme 
 
LGPS changed from a final salary scheme to a career average scheme on 1st April 2015.  
Therefore, all benefits built up in the LGPS for membership after 31st March 2015 are 
worked out under the rules of the new career average scheme. 
 
If you joined the scheme before 1st April 2015, you will also have built up benefits in the 
final salary scheme.  
 
For membership up to 31st March 2009, you receive a pension of 1/80th of your final pay 
plus an automatic tax-free lump sum of 3 times your pension. 
 
For membership built up from 1st April 2009 to 31st March 2015, you receive a pension of 
1/60th of your final pay.  There is no automatic lump sum for membership built up after 
March 2009, but you do have the option to exchange some of your pension for a tax fee 
lump sum. 
 
For membership built up from 1st April 2015, every year you will build up a pension at a 
rate of 1/49th of the amount of actual pensionable pay you received in that scheme year if 
you are in the main section of the scheme (1/98th if you are in the 50/50 section of the 
scheme.) This pension is then added to your pension account and revalued at the end of 
each scheme year so your pension keeps up with the cost of living.  
 
1.1    Voluntary Retirement 
 
You can voluntarily retire and draw retirement benefits at any age on or after age 60 and 
before age 75, provided you have met the 2 years vesting period in the pension scheme.   
 
You can chose to retire and draw your pension from age 60 without consent from GSA.  
You must provide notice to GSA as per your contract of employment.  If you are aged 55 to 
59 you would need to obtain GSA’s consent to draw your benefits as this will likely incur a 
significant cost. 
 
1.2   Choosing to work after your Normal Pension Age 
 
If you chose to carry on working after normal pension age, you will continue to pay into 
your pension scheme, building up further benefits.  To take into account of the fact that 
you will be drawing your pension after your normal pension age, your benefits will be paid 
at an increased rate.  The increase is calculated in accordance with guidance issued by 
Scottish Ministers. 
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1.3   Redundancy 
 
If you are aged 55 or over, your main benefits are payable immediately without early 
retirement reductions if you are made redundant and you have met the 2 years vesting 
period in the scheme. 
 
1.4   Ill health retirement  
 
If you have to leave work due to illness you may be able to receive immediate payment of 
your benefits. To qualify for ill health benefits, you have to have met the 2 years vesting 
period in the scheme and the pension scheme must be satisfied that you will be 
permanently unable to do your own job until your Normal Pension Age.  
 
Ill health benefits can be paid at any age and are not reduced on account of early 
payment.  Your benefits would actually be increased to take into account your early 
retirement.   
 
1.5   Rule of 85 protection 
 
A reduction will apply if you take your benefits before your NPA unless you meet the rule 
of 85.  If you are covered, this protects some or all of your benefits from the normal early 
payment reduction.   
 
Even if your age and service add up to 85 you must be age 60 to retire voluntarily.  To 
retire before age 60 you must have GSA’s permission and some reduction may still be 
applied.   
 
You must draw your benefits from the pension scheme before your 75th birthday.   
 
2. Teachers’ 2015 
 
When you retire you will receive a pension based on your earning’s throughout your 
career and while you were paying into the scheme.  Each year you will earn a pension 
equal to 1/57 of your pensionable pay.   
 
The STSS closed to unprotected members on 31st March 2015, but any benefits employees 
earned in the scheme before that date are protected.  They will still be payable at your 
pervious normal pension age using your final pay when you leave or retire. 
 
If on 1st April 2012 you were paying into the STSS and you were within ten years of your 
normal pension age, you will not join the Teachers’ 2015 scheme and you will continue to 
earn benefits in the STSS.  This is known as full protection. 
 
If on 1 April 2012 you were paying into the STSS and you were within 13 years and 
six months of your normal pension age, you did not automatically join the Teachers’ 2015 
on 1 April 2015. You will continue to earn benefits in the STSS and join the Teachers’ 2015 
scheme at a later date depending on your age.  This is known as tapered protection. 
 
All other members automatically joined the Teachers’ 2015 scheme on 1 April 2015. 
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2.1 Voluntary Retirement 
 
The Teachers’ 2015 scheme pension age is linked to your State Pension age. You can take 
your benefits earlier if you wish, but this is the age you can take your benefits in full 
without a reduction for early payment. The minimum age for retirement is 55. 
 
2.2 Choosing to work after your Normal Pension Age 
 
The Teachers’ 2015 scheme also offers you the flexibility to delay your retirement if you 
wish and gives you a number of options. You can: 
 
• Continue contributing to the scheme and building up pension pots for each year of 

service; 
• Leave the scheme until you’re ready to retire; 
• Retire and take the benefits you have earned so far. You can then re-join the scheme 

after a break and start earning new pension pots, which will be revalued each year. 
 
There is no maximum period of service that you can build up. 
 
2.3 Redundancy 
 
If you are to receive early retirement because of redundancy or in the interest of 
organisational efficiency, you may be granted premature retirement benefits. You must be 
age 55 or over and paying into the scheme to qualify. 
 
2.4 Ill health  
 
If you become ill and wish to apply for ill health retirement benefits, only the remaining 
benefits you have in the scheme, following your phased retirement, would be used in the 
calculation of your benefits.   
 
Ill health retirement benefits may be awarded if you: 
 

• have at least two years qualifying service; 
 

• are not already in receipt of an ill health pension, premature or actuarially 
reduced pension and; 

 
• are too ill to work in your present job until your Normal Pension Age (NPA) – (age 

60 if you were a member of the scheme prior to 1 April 2007 and age 65 if you 
became a member on or after 1 April 2007). 
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3. NEST 
 
From age 55 you could: 
 

• Take all of your pot as cash; 
• Use all of your pot to buy a retirement income; 
• Take some as cash and use the rest to buy a retirement income; 
• Keep your money invested and draw at a later date. 

The current options for taking your money out of NEST focus on making the most of 
relatively small investments. As NEST is only a few years old, members haven’t been 
saving with NEST for very long.   They are currently developing new options for how 
people with larger investments will be able to take their money out in the future. 
 
 
4.  Further information 
 
If any member of staff is interested in finding out more about any retirement options, they 
should contact a member of the HR team.  Information is available online: 
 

• LGPS: http://www.spfo.org.uk/ 
• Teachers’ 2015: http://www.sppa.gov.uk 
• Nest: nestpensions.org.uk 

 
 

http://www.spfo.org.uk/
http://www.sppa.gov.uk/


Flexible Retirement Benchmarking  

It is standard protocol for HR staff to benchmark their policies against other institutions in the 
sector, in Scotland.   This GSA policy was reviewed and updated.  Both Strathclyde University and 
University of Glasgow policies and procedures were reviewed.  However, as flexible retirement 
options are determined by the pension scheme(s) that the institution is affiliated with, this policy 
requires to be based on regulations from the pension schemes directly.  As such, the below websites 
were referenced: 

• LGPS: http://www.spfo.org.uk/ 
• Teachers’ 2015: http://www.sppa.gov.uk 
• Nest: nestpensions.org.uk 

 

Upon reviewing Strathclyde University and University of Glasgow’s  policies and procedures, it was 
found that they have included flexible retirement into their Flexible Working policy.   

http://www.spfo.org.uk/
http://www.sppa.gov.uk/
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MATERNITY LEAVE AND PAY POLICY 
 
1 Purpose and Scope  
  
1.1 This policy sets out the maternity provisions to which all female staff employed by 

the Glasgow School of Art (GSA) are entitled, both before and after the birth of 
their child.  These maternity provisions comply with relevant legislation (The 
Work and Families Act 2006) and reflect the GSA’s commitment to ensuring 
equality and diversity across GSA as well as its commitment to family-friendly 
policies.  GSA recognises the importance of supporting its employees and as such 
this policy provides enhanced provisions to those contained within the statutory 
provisions.      

 
1.2 Maternity provisions refer to the leave and pay to which employees may be 

entitled and their right to resume employment with the GSA following the period 
of leave.  All employees have the right not to be subjected to a detriment on the 
grounds of pregnancy, childbirth or maternity, irrespective of hours of work or 
length of service.  

   
1.3 All employees seeking to take maternity leave must produce medical evidence of 

the Expected Week of Childbirth (EWC).  This will normally be in the form of a 
Maternity Certificate (MATB1), available from the doctor or midwife, and will be 
issued approximately 15 weeks before the expected week of birth.  

1.4  Maternity leave is available in respect of births, whether still born after 24 weeks 
of pregnancy or live at any point of the pregnancy.  

2    Antenatal care  

2.1  All pregnant employees, irrespective of length of service, are entitled to 
reasonable paid time off work to keep appointments for antenatal care 
prescribed by a doctor, midwife or health visitor. Antenatal care can include 
appointments with GPs, relaxation classes, parent-craft classes and hospital 
clinics.  Wherever possible, appointments should be arranged at the beginning or 
end of the working day. Evidence of appointments may be requested.  

3    Maternity leave  

3.1  Regardless of the number of hours worked or length of service, pregnant 
employees are entitled to take up to 52 weeks maternity leave.  The first 26 
weeks are known as ordinary maternity leave (OML) and the additional 26 weeks 
are known as additional maternity leave (AML). Additional maternity leave begins 
the day after ordinary maternity leave ends. 

3.2  Ordinary maternity leave can start any time after the beginning of the 11th week 
before the employee’s EWC (unless her child is born prematurely before that 
date, or she is off work due to a pregnancy-related illness in the four weeks 
before that date, in which case it will start earlier).  The employee may change 
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her mind about the date on which she intends to start her leave by providing at 
least 28 days written notice before the earlier of the new date and the original 
date (or as soon as is reasonably practicable). 

3.3 On receipt of written confirmation of the employee’s intention to start maternity 
leave, the line manager will respond in writing within 28 days of receipt, advising 
of the expected date of return from maternity leave. 

3.4  No employee can work during the two-week period immediately after the birth of 
her baby. This is a compulsory maternity leave period. 

3.5 Maternity leave will start on whichever date is the earlier of: 

• the employee’s chosen start date  
• the day after the employee gives birth or  
• the day after any day on which the employee is absent for a pregnancy 

related reason in the four weeks before the EWC.  

3.6 An employee whose maternity leave commences because she gives birth 
prematurely must inform her line manager and HR as soon as reasonably 
practicable after the birth that she has given birth and of the date of birth.  
Likewise, if maternity leave commences early because of a pregnancy related 
absence in the four weeks before the EWC, the employee must notify her line 
manager or HR as soon as reasonably practicable. 

3.7  Employees will not qualify for sick pay while on maternity leave.  

3.8  Employees are reminded that holidays should be taken in the year that they are 
earned and therefore if the holiday year is due to end during maternity leave, the 
employee should take the full year’s entitlement where possible before returning 
to work.  This does not negate the existing arrangement that a set amount of 
holidays can be carried forward into the next leave year with the consent of the 
relevant line manager.    

4    Maternity Pay  

Payments made to employees on maternity leave can vary depending on 
individual circumstances in respect of service and earnings.  Payments will 
normally consist of Statutory Maternity Pay (SMP) and Company Maternity Pay 
(CMP).  Please see Appendix 1 for an outline of maternity pay entitlements during 
OML and AML. 

4.1 Statutory Maternity Pay (SMP) 

4.1.1 If an employee has at least 26 weeks' service by the 15th week before the 
expected week of birth of her child, and her average weekly earnings exceed the 
lower earnings limit for National Insurance contributions, she will be entitled to 
receive Statutory Maternity Pay (SMP). SMP is payable whether or not the 
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employee returns to work, and is subject to deductions for Pay As You Earn 
(PAYE) and National Insurance contributions. 

4.1.2  SMP is payable for a maximum of 39 weeks.  For the first 6 weeks, SMP will be 
paid at 90% of the average weekly earnings.  For the remaining 33 weeks (or less 
if the employee returns sooner), SMP is paid at a rate set by the Government for 
the relevant tax year. 

4.1.3 An employee earning less than the current rate of SMP will receive 90% of her 
average weekly earnings for the entire 39 week period. 

4.2 GSA company maternity pay (CMP) 

4.2.1 Employees will be entitled to take advantage of the enhanced terms for   
maternity pay under the GSA company maternity pay scheme where they have 
been employed by GSA for 26 continuous weeks or more by the 15th week before 
the EWC.  

4.2.2 GSA company maternity pay will be paid over the first 39 weeks of maternity 
leave as follows: - 

• 16 weeks at the employee’s normal rate of full pay   
• 23 weeks at SMP  

4.2.3 All payments made under the company maternity pay scheme will be subject to 
deductions from PAYE and National Insurance. 

4.3  Maternity Allowance (MA) 

4.3.1 Employees who have less than 26 weeks’ continuous service at the beginning of 
the 15th week before the EWC are not entitled to payment of SMP by the GSA.  
They may however, be entitled to Maternity Allowance (MA).  Employees within 
this group should contact their local job centre or Benefits Agency for further 
information. 

5 Annual leave  

5.1  Employees will continue to accrue contractual holiday entitlement during 
maternity leave.   

5.2 Employees may, with their line manager’s agreement, use any holiday 
entitlement accrued prior to commencing maternity leave, to extend their leave 
either before or after the birth of the child.    

6    Pension arrangements  

6.1  An employee on maternity leave will continue to be a member of the pension 
scheme if they belong to one.  When they are in receipt of full pay, the 
employee’s contributions will be deducted as usual.  During periods of SMP, the 
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employee’s contributions will be deducted according to the total amount of pay 
received.  Periods of unpaid maternity leave do not count towards pensionable 
service.  Should you wish to make contributions for any period of unpaid 
maternity leave, you should contact the Payroll Officer and arrange to pay the 
employee contributions within 6 months after your return to work date. GSA will 
then pay the corresponding employer contributions. There is a certain amount of 
flexibility regarding pension payment arrangements; the Payroll Officer can 
provide more information.  

7    Health and safety  

7.1  If the employee's health or that of her unborn child is at risk due to the work she 
normally does, then GSA will either alter her conditions of work or offer her 
suitable, alternative work.  If that is not possible, the employee will be sent home 
on full pay until she is no longer at risk.  For this reason, the employee is asked to 
notify HR as soon as she is aware she might be pregnant.  In addition, if the 
employee feels that there is a possibility of risk involved in the work she does, she 
must contact her manager and HR immediately to arrange for a maternity risk 
assessment to be carried out.   Risk Assessment forms can be obtained via the HR 
Department and on the HR site on the VLE.  

8    Contact / Keeping-in-touch Days (K.I.T. Days)  

8.1 Before an employee’s maternity leave starts, HR will discuss the arrangements for 
her to keep in touch during her maternity leave, should she wish to do so. GSA 
reserves the right in any event to maintain reasonable contact with the employee 
from time to time during her maternity leave. This may be to discuss the 
employee’s plans for return to work, to discuss any special arrangements to be 
made or training to be given to ease her return to work or simply to update her 
on developments during her absence.  Employees will be kept informed of any 
relevant promotion opportunities or job vacancies that arise during maternity 
leave.   

8.2  Except during the first two weeks after childbirth, an employee (in consultation 
with their line manager) can agree to work or attend training for up to 10 days 
during either ordinary maternity leave or additional maternity leave without that 
work bringing the period of her maternity leave to an end.  These are known as 
‘keeping-in-touch‘ days.  Any work carried out on a day shall constitute a day’s 
work for these purposes. 

8.3  GSA has no right to require the employee to carry out any work, and the 
employee has no right to undertake any work, during her maternity leave.  Any 
work undertaken, is entirely a matter for agreement between GSA and the 
employee.  Employees will be paid their normal rate of maternity pay for any 
work undertaken on keeping-in-touch days, unless the KIT days fall during the 
unpaid period of leave, in which case they will be compensated for a full day’s 
pay.  Any keeping-in-touch days worked do not extend the period of maternity 
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leave.  Whilst on company maternity pay, no additional salary payment will be 
made.  Pension contributions may be payable for salary received on KIT days. 

9    The employee's obligations: summary  

9.1  In order to qualify for maternity leave and pay the employee must: 

• notify her line manager and HR in writing no later than by the 15th week 
before the EWC of the fact that she is pregnant, her EWC and the date on 
which she intends to start leave  

• give evidence of her EWC by providing HR with a Maternity Certificate 
(Form MATB1), issued by her doctor or midwife approximately 15 weeks 
before the EWC  

• give at least 8 weeks’ notice in writing of the date she intends to return to 
work if the return to work date is earlier or later than originally planned.  
Failure to give this notice may lead to a postponement of return until 8 
weeks have elapsed  

10 Shared Parental Leave and Pay 
 
10.1 Under the Shared Parental Leave Regulations, mothers entitled to maternity 

rights may choose to end this early and exchange a proportion to an eligible 
partner after a child is born. This allows parents to flexibly decide how they share 
caring responsibilities in the child’s first year. For further information, please refer 
to the GSA’s Shared Parental Leave and Pay policy.  

11    Continuity of service 

11.1  Continuity of service will not be broken by any period of maternity leave, whether 
paid or unpaid, and therefore entitlement to periods of notice, holidays and sick 
leave which accrued at the beginning of maternity leave will be preserved, in 
accordance with the terms of the employee's contract of employment.  

12    Returning to work  

12.1  An employee may exercise the right to return to work at any time during the 
period of leave, except that she may not return within two weeks of the birth of 
the child.   

12.2 On resuming work after OML, the employee is entitled to return to the same job 
as she occupied before commencing maternity leave on the same terms and 
conditions of employment as if she had not been absent. 

12.3 On resuming work after AML, again she is entitled to return to the same job as 
she occupied before commencing maternity leave on the same terms and 
conditions of employment as if she had not been absent. However, if it is not 
reasonably practicable for GSA to allow the employee to return to the same job, 
GSA may offer the employee suitable alternative work, on terms and conditions 
that are no less favourable than would have applied if she had not been absent. 
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1.2.4  Whilst returning to work on the basis of an alternative working pattern or hours 
of work is not a right, GSA will give serious consideration to such requests on 
either a temporary or permanent basis, from employees returning to work 
following maternity leave.  The employee should submit a request in writing as 
early as possible.  Any change will be discussed with the employee at a meeting 
within 28 days of the request being received. 
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MATERNITY SUPPORT LEAVE 
AND PAY POLICY 

 
 
1 Purpose and Scope  
  
1.1  This policy sets out the provisions for maternity support to allow a partner of a 

woman who has just given birth some time to be with a new baby.  The term 
‘maternity support’ is used by the Glasgow School of Art (GSA) instead of 
‘paternity’ to recognise that any member of staff, including those in a same-sex 
relationship, who meet any of the criteria below is entitled to leave and pay 
under this policy.   

 
1.2 This policy reflects the GSA’s commitment to ensuring equality and diversity 

across the institution as well as its commitment to family-friendly policies.  GSA 
recognises the importance of supporting all staff in their obligations to their 
families and as such this policy provides enhanced provisions to those contained 
within the statutory provisions.      

 
1.3 This policy incorporates GSA’s company maternity support pay (see 6 below) 

together with entitlements to statutory paternity leave. 
 
1.4 This policy applies to all staff who have not previously received any entitlements 

in accordance with the GSA’s Maternity Policy for the same child.   

1.5 Maternity support leave is available in respect of births, whether still born after 
24 weeks of pregnancy or born premature. 

1.6 Staff have the right not to be subjected to a detriment, unfair treatment, or 
dismissal due to taking maternity support leave irrespective of hours of work or 
length of service.  

 
2    Antenatal Care 
 
2.1 It is important that a parenting partner is able to accompany his/her partner to 

antenatal care appointments.  Partners are entitled to reasonable paid time off 
work to attend such care prescribed by a doctor, midwife or health visitor.  
Wherever possible, appointments should be arranged at the beginning or end of 
the working day.  Evidence of appointments may be requested.  

 
3 Maternity Support Leave  
 
3.1 Eligibility  
 
3.1.1 In order to qualify for maternity support leave a member of staff must have 26 

weeks' continuous service with GSA by the end of the 15th week before the baby 
is due and also satisfy one of the following criteria:   
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1. be the baby’s biological father; or 
2. be the mother’s husband, partner or civil partner 

For these purposes, “partner” in relation to a child’s mother, means a person 
(whether of the same or opposite sex) who lives with the mother and the child in 
an enduring family relationship, but is not an immediate relative.  

In each of the above cases staff would have or expect to have responsibility 
(along with the expectant mother for the upbringing of the child. 

3.1.2 Staff are entitled to paid maternity support leave if s/he continues to be 
employed by GSA up to and during the period of absence.  

3.1.3 Staff seeking to take maternity support leave may be required to produce medical 
evidence of the Expected Week of Childbirth (EWC) in the form of a Maternity 
Certificate (MATB1). 

3.1.4 Staff who do not have sufficient continuous service to be eligible for maternity 
support leave should apply for annual leave or unpaid leave instead. 

3.2 Timing of Maternity Leave   

3.2.1 Eligible staff can choose to take either 1 or 2 consecutive weeks’ maternity 
support leave (not odd days).  Staff can choose to start his/her leave on any day 
of the week on or following the baby’s birth, but must complete it within 56 days 
of:   

• the actual date of the baby’s birth, or 
• if the baby is born early, within the period from the actual date of birth up to 

56 days after the expected week of birth. 

3.2.2 Only one period of leave is available to staff regardless of whether more than one 
baby is born as a result of the same pregnancy.  

3.3 Statutory Paternity Pay (SPP)  

3.3.1  Staff who have the required length of service and have average weekly earnings 
that exceed the lower earnings limit for National Insurance contributions will be 
entitled to receive Statutory Paternity Pay (SPP). 

 
3.3.2 SPP is paid at a rate set by the Government for the relevant tax year or 90% of 

average weekly earnings, whichever is lower.  Details of the SPP rate can be found 
at www.direct.gov.uk. 

 
3.3.3 Staff who have average weekly earnings below the lower earnings limit for 

National Insurance purposes do not qualify for SPP.  
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3.3.4  Staff who do not qualify for SPP may be entitled to Income Support whilst on 
maternity support leave.  This can be claimed via the individual’s local Jobcentre 
Plus office.    

 
3.4 GSA Company Maternity Support Pay  
 
3.4.1  Staff will be eligible to take advantage of the enhanced terms for maternity 

support under the GSA company maternity support pay scheme where they have 
been employed by GSA for more than 26 weeks by the 15th week before the EWC. 

 
3.4.2  GSA company maternity support pay will be paid for a maximum of 2 weeks (pro-

rata for part time staff) at the member of staff’s normal rate of weekly pay 
inclusive of any entitlement to Statutory Paternity Pay (SPP).  

3.4.3 All payments made under the company maternity support pay scheme will be 
subject to deductions from PAYE and National Insurance.  

3.5 Applying for Maternity Support Leave and Pay 
 
3.5.1  Staff seeking to take maternity support leave should inform his/her Head of 

Department/line manager of their intention to take maternity support leave by 
the end of the 15th week before the baby is expected, or as soon as is reasonably 
practicable 

 
3.5.2 Staff should complete form SC3 ‘Statutory Paternity Pay/Paternity Leave’ and 

initially submit it to his/her Head of Department/line manager, in order to apply 
for maternity support leave.  The standard GSA Absence Form should also be 
completed as normal.  Forms are available from the Payroll Officer.  

 
3.5.3 Staff will be required to confirm:  

 
a) the week the baby is due 
b) whether s/he wishes to take 1 or 2 weeks' leave  
c) when s/he wants the leave to start  

 
3.5.4 Staff should ensure that the SC3 form (and usual GSA Absence Form) is returned 

to the Payroll Officer at least 28 days in advance of the start date of maternity 
support leave, or as soon as is reasonably practicable.  

 
3.5.5 If a member of staff wishes to change the date on which his/her maternity 

support leave will begin s/he should notify his/her Head of Department/line 
manager and the Payroll Officer 28 days prior to the new start date, or as soon as 
is reasonably practicable.  

 
4. Shared Parental Leave and Pay 
 
4.1  Under the Shared Parental Leave Regulations, mothers entitled to maternity 

rights may choose to end this early and exchange a proportion to an eligible 
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partner after a child is born. This allows parents to flexibly decide how they share 
caring responsibilities in the child’s first year.  

 
 Please refer to the Shared Parental Leave Policy for further information and 

guidance. 

5 Contractual benefits   

5.1  During the period of maternity support leave, retain their normal terms and 
conditions of employment.  Therefore the absence shall be regarded as 
continuous service with GSA for the purposes of pension, annual leave, sickness 
entitlement and other similar rights.   

6 Returning to work  
 
6.1 Staff will be entitled to:  
 

a) return to the same job with the same terms and conditions following 
maternity support leave  

b) request unpaid parental leave 

6.2 Whilst returning to work on the basis of an alternative working pattern or hours 
of work is not a right, GSA will give serious consideration to such requests on 
either a temporary or permanent basis, from staff returning to work following 
maternity support leave.  Staff should submit a request in writing as early as 
possible.  Any change will be discussed with the member of staff at a meeting 
within 28 days of the request being received. 
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ADOPTION POLICY 
 
1 Purpose and Scope  
  
1.1 This policy sets out the adoption provisions to which all staff employed by the Glasgow 

GSA of Art (GSA) are entitled, both before and after the adoption of a child under the 
age of eighteen.  Adoption leave will be used by an employee who has been newly 
matched with a child for adoption and needs to be with that child for a period of time 
after his/her placement, including approved prospective adopters who look after a 
child as part of a "fostering to adopt" arrangement. It may also be used by an 
employee who is in a surrogacy arrangement with a child when the employee has 
obtained, or intends to apply for and expects to obtain, a Parental Order 

 
1.2 This policy reflects GSA’s commitment to ensuring equality and diversity across the 

institution as well as its commitment to family-friendly policies.  GSA recognises the 
importance of supporting all staff in their obligations to their families and as such this 
policy provides enhanced provisions to those contained within the statutory 
provisions.  

 
1.3 Adoption provisions refer to the leave and pay to which employees may be entitled 

and their right to resume employment with the GSA following the period of leave.  
This policy incorporates GSA’s adoption pay (see 4 below) together with entitlements 
to statutory adoption leave and pay.  All employees have the right not to be subjected 
to a detriment on the grounds of adopting a child, irrespective of hours of work or 
length of service.  

 
1.4 This policy applies to all staff who have been newly matched with a child under the 

age of eighteen for adoption by an adoption agency, or who have obtained, or intend 
to apply for and expect to obtain, a Parental Order for a child under the Human 
Embryology and Fertilisation Act 2008, under the following circumstances: 

 
• Where as an individual they adopt; OR 
• Where they are a member of a couple who adopt (the couple must choose 

which partner takes adoption leave).  The other partner may be entitled to 
support leave, providing they meet the criteria, as set out in the GSA’s 
Adoption Support Policy 

 
1.5 All employees seeking to take adoption leave must produce evidence of the placement 

of a child within their care.  This will normally be in the form of a Matching Certificate 
issued by the adoption agency, which outlines the Expected Placement Date (EPD), or 
in the case of a surrogacy arrangement, a Parental Order.  Employees must also inform 
HR in writing of the intended dates of their adoption leave within seven days of being 
notified by their adoption agency that they have been matched with a child, unless 
this is not reasonably practical.  

 
2    Adoption leave  
 
2.1  Under the Paternity and Adoption Leave (Amendment) Regulations 2014, employees 

who are to be matched with a child for adoption  or who are, or expect to be, the 
surrogate parents of a child under a Parental Order, are entitled to take up to 52 
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weeks adoption leave irrespective of number of hours worked or length of service.  
The first 26 weeks are known as ordinary adoption leave (OAL) and the additional 26 
weeks are known as additional adoption leave (AAL).  AAL begins the day after OAL 
ends.  

 
2.2      An adopter will not qualify for adoption leave and pay if they: 

• arrange a private adoption;  
• become a special guardian or kinship carer; 
• have a child with the help of a surrogate mother where the intended parents 

are not eligible for a Parental Order; 
• adopt a family member or stepchild. 

 
2.3  Adoption leave will start on whichever date is the earlier of: 

• the employee’s chosen start date;  
• the date on which the child is expected to be placed with them (EPD); 
• from an agreed date up to 14 days before the EPD. 

 
2.4 An employee may change his/her mind about the date on which s/he intends to start 

adoption leave by providing at least 28 days written notice before the earlier of the 
new date and the original date (or as soon as is reasonably practicable). 

 
2.5 On receipt of the written confirmation of the employee’s intention to start adoption 

leave, the line manager will respond in writing with 28 days of receipt or as soon as 
reasonably practicable, advising of the expected date of return from adoption leave. 

 
2.6  Employees will not qualify for sick pay while on adoption leave.  
 
2.7  Employees are reminded that holidays should be taken in the year that they are 

earned and therefore if the holiday year is due to end during adoption leave, the 
employee should take the full year’s entitlement where possible before returning to 
work.  This does not negate the existing arrangement that a set amount of holidays 
can be carried forward into the next leave year with the consent of the relevant line 
manager.   

  
3          Adoption Appointments 
   
3.1 Adopting employees, irrespective of length of service, are entitled to time off work to 

keep adoption appointments. A primary adopter may take paid time off to attend up 
to five adoption appointments, while secondary adopters may take unpaid time off to 
attend up to two adoption appointments. Employees who intend to apply for a 
Parental Order may take unpaid time off to accompany the birth mother to two 
antenatal appointments. Wherever possible, appointments should be arranged at the 
beginning or end of the working day. Evidence of appointments may be requested. 

 
4    Adoption Pay  

 
Payments made to employees on adoption leave can vary depending on individual 
circumstances in respect of service and earnings.  Payments will normally consist of 
Statutory Adoption Pay (SAP) and Company Adoption Pay (CAP).  Please see Appendix 
1 for an outline of adoption pay entitlements during OAL and AAL. 
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4.1  Statutory Adoption Pay (SAP) 
 
4.1.1 If an employee has at least 26 weeks' service leading in to the week in which they are 

notified of being matched with a child for adoption, and their average weekly earnings 
exceed the lower earnings limit for National Insurance contributions, s/he will be 
entitled to receive SAP. SAP is payable whether or not the employee returns to work, 
and is subject to deductions for Pay As You Earn (PAYE) and National Insurance 
Contributions. 

 
4.1.2  SAP is payable for a maximum of 39 weeks.  For the first 6 weeks, SAP will be paid at 

90% of the average weekly earnings.  For the remaining 33 weeks (or less if the 
employee returns sooner), SAP is paid at a rate set by the Government for the relevant 
tax year.  

 
4.1.3 An employee earning less that the current rate of SAP will receive 90% of their average 

weekly earnings for the entire 39 week period. 
 
 
4.2 GSA Company Adoption Pay  
 
4.2.1 Employees will be entitled to take advantage of the enhanced terms for adoption pay 

under the GSA company adoption pay scheme where they have been employed by 
GSA for 26 continuous weeks or more into the week in which they are notified of 
being matched with a child for adoption. 

 
4.2.2 GSA company adoption pay will be paid over the first 39 weeks of adoption leave as 

follows:- 
 

• 16 weeks at the employee’s normal rate of full pay 
• 23 weeks at SAP 
 

4.2.3 All payments under the company adoption pay scheme will be subject to deductions 
of PAYE and National Insurance. 

 
4.3  Unpaid Adoption Leave 
 
4.3.1 Employees who have less than 26 weeks’ continuous service into the week in which 

they are notified of being matched with a child for adoption will not be entitled to 
Company Adoption or Statutory Adoption Pay, but may be entitled to a state benefit 
which can be claimed via the individual’s local Job Centre Plus Office.  Such employees 
are also entitled to up to 52 weeks unpaid Adoption Leave.  

 
5 Annual leave  
 
5.1  Employees will continue to accrue contractual holiday entitlement during adoption 

leave.   
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5.2 Employees may, with their line manager’s agreement, use any holiday entitlement 
accrued prior to commencing adoption leave, to extend their leave either before or 
after the placement of the child. 

   
6    Pension arrangements  
 
6.1  An employee on adoption leave will continue to be a member of the pension scheme 

if they belong to one.  When they are in receipt of full pay, the employee’s 
contributions will be deducted as usual.  During periods of SAP, the employee’s 
contributions will be deducted according to the total amount of pay received.  Periods 
of unpaid adoption leave do not count towards pensionable service.  Should you wish 
to make contributions for any period of unpaid adoption leave, you should contact the 
Payroll Officer and arrange to pay the employee contributions within 6 months after 
your return to work date. GSA will then pay the corresponding employer 
contributions. There is a certain amount of flexibility regarding pension payment 
arrangements; the Payroll Officer can provide more information.   

 
7    Contact / Keeping-in-touch Days (K.I.T. Days)  
 
7.1 Before an employee’s adoption leave starts, HR will discuss the arrangements for 

him/her to keep in touch during his/her leave, should s/he wish to do so. GSA reserves 
the right in any event to maintain reasonable contact with the employee from time to 
time during his/her adoption leave. This may be to discuss the employee’s plans for 
return to work, to discuss any special arrangements to be made or training to be given 
to ease his/her return to work or simply to update him/her on developments during 
his/her absence.  Employees will be kept informed of any relevant promotion 
opportunities or job vacancies that arise during adoption leave.   

 
7.2  An employee (in consultation with their line manager) can agree to work or attend 

training for up to 10 days during either ordinary adoption leave or additional adoption 
leave without that work bringing the period of his/her adoption leave to an end.  
These are known as ‘keeping-in-touch‘ days.  Any work carried out on a day shall 
constitute a day’s work for these purposes. 

 
7.3  GSA has no right to require the employee to carry out any work, and the employee has 

no right to undertake any work, during his/her adoption leave.  Any work undertaken, 
is entirely a matter for agreement between GSA and the employee.  Employees will be 
paid their normal rate of adoption pay for any work undertaken on keeping-in-touch 
days, unless the KIT days fall during the unpaid period of leave, in which case they will 
be compensated for a full day’s pay.  Any keeping-in-touch days worked do not extend 
the period of adoption leave.  Whilst on company adoption pay, no additional salary 
payment will be made.  Pension contributions may be payable for salary received on 
KIT days. 

 
8    The employee's obligations: summary  
 
8.1  In order to qualify for adoption leave and pay the employee must: 
 



 5 

• be newly matched with a child for adoption by an adoption agency, or have 
obtained, or intend to apply for and expect to obtain, a Parental Order for a 
child; 

• notify his/her line manager and HR in writing no later than seven days after 
having been notified by his/her adoption agency that s/he has been matched 
with a child for adoption, and confirm the date on which s/he wants to start 
leave;  

• give evidence of the child’s expected date of birth/placement by providing HR 
with a Parental Order or a Matching Certificate issued by the adoption agency; 

• give at least 8 weeks’ notice in writing of the date s/he intends to return to 
work if the return to work date is earlier or later than originally planned.  
Failure to give this notice may lead to a postponement of return until 8 weeks 
have elapsed;  

• be the only partner taking adoption leave. 
 
8.2 Only one period of leave will be available irrespective of whether more than one child 

is placed for adoption as part of the same adoption process. 
 
9    Shared Parent Leave and Pay 
             
9.1 Under the Shared Parental Leave Regulations, employees entitled to adoption rights 

may choose to end this early and exchange a proportion to an eligible partner after a 
child is placed with them. This allows parents to flexibly decide how they share caring 
responsibilities in the first year. For further information, please refer to the Shared 
Parental Leave and Pay policy.  

 
10         Continuity of service 
 
10.1  Continuity of service will not be broken by any period of adoption leave, whether paid 

or unpaid, and therefore entitlement to periods of notice, holidays and sick leave 
which accrued at the beginning of adoption leave will be preserved, in accordance 
with the terms of the employee's contract of employment.  

 
11    Returning to work  
 
11.1  An employee may exercise the right to return to work at any time during the period of 

leave, providing GSA with at least eight weeks notice.  
 
11.2 On resuming work after OAL, the employee is entitled to return to the same job s/he 

occupied before commencing adoption leave on the same terms and conditions of 
employment as if s/he had not been absent. 

 
11.3  On resuming work after AAL, s/he is entitled to return to the same job s/he occupied 

before commencing adoption leave on the same terms and conditions of employment 
as if s/he had not been absent.  However, if it is not reasonably practicable for GSA to 
allow the employee to return to the same job, GSA may offer the employee suitable 
alternative work, on terms and conditions that are no less favourable than would have 
applied if s/he had not been absent. 
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11.4 Whilst returning to work on the basis of an alternative working pattern or hours of 
work is not a right, GSA will give serious consideration to such requests on either a 
temporary or permanent basis, from employees returning to work following adoption 
leave.  The employee should submit a request in writing as early as possible.  Any 
change will be discussed with the employee at a meeting within 28 days of the request 
being received. 
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 ADOPTION SUPPORT LEAVE AND PAY POLICY 
 

 
1 Purpose and Scope  
  
1.1 This policy sets out the provisions for adoption support to allow a partner of a newly 

adoptive parent some time to be with a newly placed child.   
 
1.3 This policy reflects GSA’s commitment to ensuring equality and diversity across the 

institution as well as its commitment to family-friendly policies.  GSA recognises the 
importance of supporting all staff in their obligations to their families and as such this 
policy provides enhanced provisions to those contained within the statutory provisions.      

 
1.4 This policy incorporates GSA’s company adoption support pay together with 

entitlements to statutory paternity leave. 
 
1.5 This policy applies to all staff who have not previously received any entitlements in 

accordance with the GSA’s Adoption Policy for the same child.   
 
1.6 Staff have the right not to be subjected to a detriment, unfair treatment, or dismissal 

due to taking adoption support leave irrespective of hours of work or length of service.  
 
2 Adoption Support Leave  
 
2.1 Eligibility  
 
2.1.1 In order to qualify for adoption support leave a member of staff must have 26 weeks' 

continuous service with GSA by the end of the week in which formal notification is 
received from an approved adoption agency that he/she has been matched with a child 
for adoption and be the adoptive parent’s husband/wife, partner or civil partner. 

For these purposes, “partner” in relation to a child’s adopter, means a person (whether 
of the same or opposite sex) who lives with the adopter and the child in an enduring 
family relationship, but is not an immediate relative.  

In each of the cases above, staff would have or expect to have responsibility (along with 
the adopter) for the upbringing of the child. 

2.1.2 Staff are entitled to paid adoption support leave if s/he continues to be employed by the 
GSA up to and during the period of absence.  

2.1.3 Staff seeking to take adoption support leave may be required to produce evidence of 
the Expected Placement Date (EPD). 
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2.1.4 Staff who do not have sufficient continuous service to be eligible for adoption support 
leave should apply for annual leave or unpaid leave instead. 

2.2 Timing of Adoption Leave 

2.2.1 Eligible staff can choose to take either 1 or 2 consecutive weeks’ adoption support leave 
(not odd days).  Staff can choose to start his/her leave on any day of the week on or 
following or child’s placement, but must complete it within 56 days of the actual date 
the child was placed for adoption. 

2.2.2 Only one period of leave is available to staff regardless of whether more than one child 
is adopted as a result of the same adoption process.  

2.3 Statutory Paternity Pay (SPP)  

2.3.1  Staff who have the required length of service and have average weekly earnings that 
exceed the lower earnings limit for National Insurance contributions will be entitled to 
receive Statutory Paternity Pay (SPP).     

 
2.3.2 SPP is paid at a rate set by the Government for the relevant tax year or 90% of average 

weekly earnings, whichever is lower. 
 
2.3.3 Staff who have average weekly earnings below the lower earnings limit for National 

Insurance purposes do not qualify for SPP.  
 
2.3.4  Staff who do not qualify for SPP may be entitled to claim state benefits whilst on 

adoption support leave.  This can be claimed via the individual’s local Jobcentre Plus 
office.    

 
2.4 GSA Company Adoption Support Pay  
 
2.4.1  Staff will be eligible to take advantage of the enhanced terms for adoption support 

under the GSA company adoption support pay scheme where they have been employed 
by GSA for more than 26 weeks by the end of the week in which formal notification is 
received from an approved adoption agency that he/she has been matched with a child 
for adoption. 

 
2.4.2  GSA company adoption support pay will be paid for a maximum of 2 weeks (pro-rata for 

part time staff) at the staff member’s normal rate of weekly pay inclusive of any 
entitlement to Statutory Paternity Pay (SPP).  

2.4.3 All payments made under the company adoption support pay scheme will be subject to 
deductions in respect of PAYE and National Insurance.  
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2.5 Applying for Adoption Support Leave and Pay 
 
2.5.1  Staff seeking to take adoption support leave should inform his/her Head of 

Department/line manager of their intention to take adoption support leave no more 
than 7 days after the date on which the adopter is notified by an approved adoption 
agency that he or she has been matched for adoption , or as soon as is reasonably 
practicable 

 
2.5.2 Staff should complete form SC3 ‘Statutory Paternity Pay/Paternity Leave’ and initially 

submit it to his/her Head of Department/line manager, in order to apply for adoption 
support leave.  The standard GSA Absence Form should also be completed as normal.  
Forms are available from the Payroll Officer.  

 
2.5.3 Staff will be required to confirm:  

 
a. the date the child is expected to be placed  
b. whether s/he wishes to take 1 or 2 weeks' leave  
c. when s/he wants the leave to start  

 
2.5.4 Staff should ensure that the SC3 form (and usual GSA Absence Form) is returned to the 

Payroll Officer at least 28 days in advance of the start date of adoption support leave, or 
as soon as is reasonably practicable.  

 
2.5.5 If a member of staff wishes to change the date on which his/her adoption support leave 

will begin s/he should notify his/her Head of Department/line manager and the Payroll 
Officer 28 days prior to the new start date, or as soon as is reasonably practicable.  

 
3. Shared Parental Leave and Pay 
 
3.1  Under the Shared Parental Leave Regulations, a newly adoptive parent who has 

adoption leave rights may choose to end this early and exchange a proportion to an 
eligible partner. This allows parents to flexibly decide how they share caring 
responsibilities in the child’s first year.  

 
 Please refer to the Shared Parental Leave Policy for further information and guidance. 

4 Contractual benefits   

4.1  During the period of adoption support leave, staff are entitled to the benefit of their 
normal terms and conditions of employment.  Therefore the absence shall be regarded 
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as continuous service with GSA for the purposes of pension, annual leave, sickness 
entitlement and other similar rights.   

5 Returning to work  
 
5.1 Staff will be entitled to:  

a) return to the same job with the same terms and conditions following adoption 
support leave  

b) request unpaid parental leave 

5.2 Whilst returning to work on the basis of an alternative working pattern or hours of work 
is not a right, GSA will give serious consideration to such requests on either a temporary 
or permanent basis, from staff returning to work following adoption support leave.  
Staff should submit a request in writing as early as possible.  Any change will be 
discussed with the member of staff at a meeting within 28 days of the request being 
received 



 Maternity/Adoption Pay Maternity/Adoption Support Pay Shared Parental Leave Pay 
Statutory Entitlement 52 weeks leave; 

6 weeks: 90% of their average 
weekly earnings (AWE) before tax 
33 weeks: £139.58 or 90% of 
their AWE (whichever is lower) 

13 weeks unpaid  

 

1 week or 2 consecutive weeks’ 
leave; 
 
2 weeks: either £139.58 a week 
or 90% of their average weekly 
earnings 

Up to 37 weeks statutory and 13 weeks 
unpaid leave. 

 Staff  can get ShPP if they are an 
employee and one of the following 
applies:  
- they are eligible for Statutory  
   Maternity Pay (SMP) or Statutory  
   Adoption Pay (SAP) 

- They are eligible for Statutory 
Paternity Pay (SPP) and their partner 
is eligible for SMP, Maternity 
Allowance (MA) or SAP  

 
Glasgow School of Art 16 weeks full pay, 23 weeks 

statutory pay, 13 weeks unpaid 
 

2 weeks full pay 14 weeks full pay, 23 weeks statutory, 
13 weeks unpaid 

University of Glasgow Option 1) 8 weeks full pay, 16 half 
pay, 15 weeks statutory pay, 13 
weeks unpaid 
Option 2)16 weeks full pay, 23 
weeks statutory, 13 weeks unpaid 
 

1 week full pay, 1 week statutory 
paternity pay 

Option 1) 6 weeks full pay, 16 half pay, 
15 weeks statutory pay, 13 weeks 
unpaid 
Option 2)14 weeks full pay, 23 weeks 
statutory, 13 weeks unpaid 
 

University of 
Strathclyde 

Option 1) 16 weeks full pay, 23 
weeks statutory pay, 13 weeks 
unpaid 
Option 2) 8 weeks full pay, 16 
weeks half pay, 15 weeks, 13 
weeks unpaid 
 

1 week full pay, 1 week statutory 
paternity pay 

16 weeks full pay, 21 weeks statutory 
pay, 13 weeks unpaid 



Glasgow Caledonian 
University  

Not published 1 week full pay, 1 week statutory 
paternity pay 
 

Not published 

University of West of 
Scotland 

Option 1) 16 weeks full pay, 23 
weeks statutory pay, 13 weeks 
unpaid 
Option 2) 8 weeks full pay, 16 
weeks half pay, 15 weeks, 13 
weeks unpaid 
 

1 week full pay, 1 week statutory 
paternity pay 

Option 1) 14 weeks full pay, 23 weeks 
statutory pay, 13 weeks unpaid 
Option 2) 6 weeks full pay, 16 weeks 
half pay, 15 weeks statutory, 13 weeks 
unpaid 

University of 
Edinburgh 

Option 1) 16 weeks full pay, 23 
weeks statutory pay, 13 weeks 
unpaid 
Option 2) 8 weeks full pay, 16 
weeks half pay, 15 weeks, 13 
weeks unpaid 
 

1 week full pay, 1 week statutory 
paternity pay 

Option 1) 14 weeks full pay, 23 weeks 
statutory, 13 weeks unpaid 
Option 2) 6 weeks full pay, 16 weeks 
half pay, 15 weeks statutory, 13 weeks 
unpaid 

 

 



 

  
 
THE GLASGOW SCHOOL OF ART 
 
INVESTMENT COMMITTEE 

 
Minutes:  20th April 2016  
 
Present: Sir Muir Russell  Vice-Chair, Board of Governors (Chair)   

Mr Eliot Leviten                 Director of Finance and Resources 
 

Attending: Ms Sandi Galbraith  Deputy Director of Finance and Resources 
Mr Peter Hillier  Cazenove Capital Management 

  Mr Alistair Storey  Head of Finance 
  Mr John Martin  Assistant Secretary to the Board  
   
 
1. Apologies for Absence 
 

Mr Douglas Brown 
 

2. Declarations of Interest 
 

None 
 
3. Minutes of Previous Meeting 
 

The Minutes of the meeting held on 4th December 2015 were approved.  
 
4. Martin Boyce Sculpture 
 
 Further to previous discussions, it was confirmed that the contribution made by the 

Governors’ Reserve Fund to complete the purchase of the Martin Boyce sculpture (Reid 
Building) was £20k.  

 
5. Merger of the Endowment Fund and Governors’ Reserve Fund 
 
 The Board of Governors had approved the Committee’s recommendation that the 

Endowment Fund and Governors’ Reserve Fund be merged into a single fund for 
management purposes, though the concept of there being a Reserve Fund would not be 
lost, with the possibility of its use in specific circumstances.  The Head of Finance would 
in future provide summaries of expenditure made from the single fund, including a 
breakdown of how such expenditure corresponded to historical commitments linked to the 
fund, e.g. prize benefactions. The Head of Finance indicated that he would not need to 
withdraw a significant amount from the fund to meet the cost of prizes in the near future, 
there being a reasonable residue from previous withdrawals (some prizes were not 
awarded every year).  

 
6. Investment Reports 
 

 The Committee had been provided with updates from Cazenove on the Endowment Fund 
and the Governors Reserve Fund, as at 8th April 2016, and members were also provided 
with a tabled Market Review and Outlook, as at April 2016. The portfolio value of the 
Endowment Fund was now £3,138k and the Governors Reserve Fund stood at £338k. 
Performance in recent months had been disappointingly static, in line with overall 
markets, although the performance of the School’s funds over recent years continued to 
be better than the ARC indexes, as demonstrated in a tabled paper (‘Total return 



 

                                                            

2 

 

performance vs ARC to 31 December 2015’).  The new merged fund would very much 
mirror the present Endowment Fund in terms of the balance of assets held.  
 
The apparent lack of market movement in recent months actually concealed some 
volatility in the markets, although the most significant present hindrance to growth was 
uncertainty surrounding the forthcoming referendum on the UK’s membership of the EU. 
The continuing low level of interest rates was also a source of frustration for markets.  
 
The level of cash being held in the School’s funds was higher than was ideal and 
Cazenove would seek to invest some of this cash when a suitable opportunity arose.  

 
7. Dates of Meetings 2016/17  
 
 Monday 28th November 2016 at 13.00 hours 
 Monday 22nd May 2017 at 13.00 hours 
 
 
 

 
JM 
 
 
 



THE GLASGOW SCHOOL OF ART 
 

BOARD OF GOVERNORS: 16 JUNE 2016 
 

ANNUAL REVIEW OF HEALTH AND SAFETY POLICY 
 
 
 
CONTEXT 

 
A significantly revised Health and Safety Policy was approved by the Executive Group in November 2014 
and the Board of Governors in December 2014. 
 
An annual review was undertaken by Brian McDade, Health and Safety Officer, and Craig Williamson, 
Registrar and Secretary, in December 2015, with no changes applied.  It was decided to review the Policy 
again, which has now taken place, and offer it to the Executive Group and Board of Governors in June 
2016 for approval.  An annual approval cycle in June better aligns with GSA’s needs as it offers an 
opportunity to reflect on the work of the preceding academic session and consider any impact that this 
might have on the Policy. 
 
 
DETAIL 

 
No changes have been made to the Policy.  The Executive Group approved the Policy on 8 June 2016. 
 
 
ACTION 
 
The Board of Governors is invited to consider and approve the Health and Safety Policy, which will be 
subject to annual review. 
 
 
 
 
Craig Williamson 
Registrar and Secretary 
 
8 June 2016 
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1.  GSA OCCUPATIONAL HEALTH AND SAFETY POLICY STATEMENT 

 
The Glasgow School of Art is committed to the occupational health, safety and welfare of its staff, students, 
visitors, and all others who may be affected by its activities. Occupational health and safety is a core 
management and operational function. In accordance with the provisions of the Health and Safety at Work 
Act 1974 and associated legislation, GSA seeks to establish safe working practices and effective risk 
management strategies. GSA recognises that an effective occupational health and safety strategy assists 
good business performance and benefits the wellbeing of all of its stakeholders. 

 
   GSA is committed to ensuring, so far as is reasonably practicable, the occupational health, safety and 

welfare of staff, students, visitors and all other persons affected by its activities. 
 
   GSA  will  establish  and  maintain effective organisational  structures  and other  general  management 

systems for implementing occupational health and safety arrangements to ensure compliance with its 
statutory obligations and the delivery of best practice and continuous improvement. 

 
   GSA recognises that certain staff members, such as members of the Executive Group, have specific 

duties and responsibilities regarding the implementation of occupational health and safety policy.  The 
Executive Group will demonstrate leadership and, accordingly, ensure that Heads of Schools and other 
managers carry out their duties in terms of GSA’s Occupational Health and Safety Policy. 

 
   GSA  will  consult  with  staff  or  their  representatives  and  engage  with  Trade  Union  representation 

regarding all essential aspects of occupational health and safety and how it is being managed. 

 
   GSA will undertake effective risk management and prioritise actions, accordingly, to minimise risks and 

establish safe working practices. 

 
   GSA  considers  occupational  health  and  safety  the  individual  responsibility  of  each  person  at  the 

institution. Individuals are responsible for their own occupational health and safety as well as that of 
others who may be affected by their acts or omissions. Individuals must co-operate with GSA in all 
matters of occupational health and safety. 

 
   Occupational health and safety policy at GSA is communicated to all staff and students and other 

relevant persons via the induction process and as an integral part of ongoing educational activities. In 
addition, GSA’s website will provide information on occupational health and safety policies and 
procedure. 

 
   GSA  will  provide,  so  far  as  is  reasonably  practicable,  occupational  health  and  safety  information, 

instruction and training to support objectives and, in doing so, ensure that staff, students and other 
relevant persons know how to work safely and without risks to health. 

 
   GSA  will  plan  and  set  objectives  annually  and  ensure  that  an  appropriate  and  adequate  level  of 

resources will be made available to support the implementation of occupational health and safety 
strategy, action plans, and priorities. 

 
   GSA will monitor and review its performance and systems regularly and provide a report to the Board of 

Governors annually. In undertaking monitoring and review, GSA will ensure that measures are taken to 
comply with statutory developments. 

 
  This policy will be reviewed annually, confirmed by the Director, and reviewed by the Board of 

Governors. 

Signature:                     Date: 8 June 2016 

Professor Tom Inns, Director Review Date: June 2017 
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2.  OCCUPATIONAL HEALTH AND SAFETY MANAGEMENT SYSTEM 

 
GSA has adopted the Occupational Health and Safety Management System advocated by the Health and 
Safety Executive publication Managing for Health and Safety (HSG65), which facilitates the provision of a 
robust framework enabling GSA to promote a positive occupational health and safety culture and to effect 
continuous improvement. 

 
The Plan, Do, Check, Act cycle adopted supports a balance between the systems and behavioural aspects of 
management and ensures that occupational health and safety management is an integral part of GSA’s 
good management generally. Staff at all levels have a clear role in contributing to the successful 
management of occupational health and safety. 

 
PLAN 

 

GSA’s Occupational Health and Safety Policy expresses a clear statement of commitment for managing 
occupational health and safety and creates a framework for accountability that is led and adopted by senior 
management and contributes to the delivery and success of GSA’s strategic aims.  The organisational 
structure for managing occupational health and safety is defined in the policy.  Responsibilities are clearly 
allocated and employees at all levels are involved.  The arrangements for ensuring competence, training 
and consultation are well set out. 

 
DO 

 

GSA designs, develops and implements suitable proactive management arrangements to reflect GSA’s risk 
profile and the associated control systems and workplace precautions.   In this way risks to occupational 
health and safety, as well as business continuity, can be identified and be either eliminated or controlled. 

 
CHECK 

 

Information produced by both active and reactive monitoring arrangements at all levels in GSA directly 
supports the evaluation of the degree and effectiveness of the implementation of GSA’s arrangements for 
controlling risk. 

 
Information from active arrangements includes reports on regular safety inspections for premises and 
equipment, the results of health surveillance, the minutes of meetings of the Occupational Health and 
Safety Committee, reports on training needs, and significant findings of GSA’s risk assessments. 

 
Information from reactive arrangements includes reports of accidents, damage to property or near-misses, 
analysis of accident trends and reports on weaknesses in performance standards. 

 
ACT 

 

Periodic review considers the performance of the system, both individual elements and as a whole, and 
determines its continuing suitability, adequacy and effectiveness. GSA systematically reviews performance 
following events such as incidents, accidents, ill-health, changes in activities or organisational structure, and 
occupational health and safety audits or inspections.   This informs and sustains the continuous 
improvement of GSA’s Occupational Health and Safety Management System. 

 
GSA will ensure an independent, critical appraisal of the effectiveness of GSA’s occupational health and 
safety management arrangements.  Occupational health and safety is included in GSA’s internal audit cycle 
and may include appropriate external review. 
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3.  ORGANISATIONAL MANAGEMENT OF OCCUPATIONAL HEALTH AND SAFETY AT GSA 

 
GSA considers that all staff, students, visitors, and others affected by the activities of GSA, are required to 
take reasonable care for their own occupational health and safety, as well as that of those who may be 
affected by their acts or omissions. All staff, students, visitors and others must co-operate with GSA in the 
performance  of  its  statutory  duties.  There  are  additional  specific  duties  placed  upon  the  different 
categories of persons within GSA in terms of their responsibility for occupational health and safety and this 
provides a framework for implementing effective occupational health and safety arrangements. 

 

 
 

The Board of Governors 

 
The overall responsibility for occupational health and safety at GSA rests with the Board of Governors.  The 
Board of Governors is responsible, so far as is reasonably practicable, for ensuring that an effective 
occupational health and safety management system is established and maintained to ensure compliance 
with legislation and best practice.   Further, the Board of Governors is committed to the continuous 
enhancement of occupational health and safety performance at GSA. In achieving its aims the Board of 
Governors will: 

 
   Assure itself that there are appropriate management structures in place and designated roles created 

for achieving the strategic and operational delivery of occupational health and safety at GSA and the 
provision of a safe learning and working environment. 

 
   Assure itself that the Occupational Health and Safety policy is considered and implemented and will 

ensure that it is reviewed regularly. 

 
   Assure itself that the occupational health and safety risks associated with activities undertaken at GSA 

are identified, assessed and managed effectively. 
 
   Assure itself that consultation takes place with staff and recognised Trade Union safety representatives. 

 
   Assure itself that occupational health and safety policy and procedures at GSA are monitored and 

reviewed  and,  when  necessary,  challenge  reports  on  occupational  health  and  safety  and  seek 
clarification or further information so that Governors can be satisfied that occupational health and 
safety is being managed effectively. This includes incidents, near misses and actions taken. 

 
   Appoint a lay Governor as Chairperson and a lay Governor as Vice-Chairperson to GSA’s Occupational 

Health and Safety Committee. 
 

 
 

The Director 

 
The Director has responsibility, so far as is reasonably practicable, for all matters of occupational health and 
safety at GSA and is accountable to the Board of Governors. In carrying out these duties the Director, or the 
person nominated by the Director or the Board of Governors, will: 

 
  Demonstrate leadership and engagement by ensuring occupational health and safety issues form an 

important and integral part of the strategic aims of the School. 

 
   Ensure occupational health and safety is encompassed into role responsibilities at GSA. 
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   Ensure resources are made available to allow effective implementation of occupational health and 
safety policy. 

 
   Set objectives for GSA’s Executive Group in respect of occupational health and safety strategy. 

 
   Monitor and review occupational health and safety progress at the School. 

 
   Approve policy and ensure that the aims and objectives of GSA’s Occupational Health and Safety policy 

are communicated to the Board of Governors. 
 

 
 

The Executive Group 

 
Members of the Executive Group are accountable to the Director and the Board of Governors and ensure 
that GSA’s Occupational Health and Safety policy is implemented, so far as is reasonably practicable, within 
their area of responsibility and control. The Registrar is responsible for the line management of the 
competent advice provided through GSA’s occupational health and safety function and is accountable to 
the Director. 

 
The Executive Group’s individual and collective duties include: 

 
   Demonstrating personal leadership by defining arrangements and management structures for the local 

organisation of occupational health and safety issues and communicating these to all managers so that 
they are aware of, and are able to fulfil, their responsibilities. 

 
   Ensuring that occupational health and safety objectives set by the Director are carried out, performance 

standards are met, and effective monitoring and review takes place. 

 
   Maintaining awareness of relevant legislation, standards and best practice. 

 
   Assisting with accident investigations and taking remedial action, where appropriate. 

 
   Delivering a safe working environment for staff, students and visitors to the School. 

 

 
Heads of School*, the Registrar and Professional Support Directors 
*For this purpose Heads of Schools include the Head of Research and the Head of Learning and Teaching 

 

Heads of School, the Registrar and Professional Support Directors are members of the Executive Group and 
are accountable to the Director.  They have strategic and operational duties for managing occupational 
health and safety within their areas of responsibility. In discharging their duties, they will, so far as is 
reasonably practicable: 

 
   Ensure  that  there  is  a  safe  working  environment  for  staff  and  students  by  implementing  the 

occupational health and safety aims of the Director and the Executive Group by complying with 
established GSA policy, relevant legislation, standards and best practice. 

 
   Clearly  define  arrangements  for  the  local  management  of  occupational  health  and  safety  issues, 

including establishing procedures and designating responsibilities, as appropriate. 

 
   Monitor and review standards, at least annually, and more frequently as appropriate. 



5  

   Ensure  that  GSA’s  Occupational  Health  and  Safety  policy  is  effectively  communicated  to  staff  and 
students under their control, including all new students and members of staff. 

 
   Ensure that necessary information, instruction, supervision and training is provided. 

 
   Ensure that a programme of risk assessments relating to GSA activities is in place and that the significant 

findings are communicated to relevant staff. 

 
   Ensure that their respective School or Professional Support grouping Senior Management Team will 

retain occupational health and safety as a standing item for each meeting and that one meeting per 
academic term will be primarily focused on occupational health and safety. 

 
   Assist with investigations into accidents and dangerous occurrences. 

 

 
 

Heads of Department and Programme Leaders 

 
Heads  of  Department  and  Programme  Leaders  are  accountable  to  their  respective  Executive  Group 
member. They are responsible for ensuring that, so far as is reasonably practicable, occupational health and 
safety standards are adhered to within their areas of responsibility and that staff and students are informed 
and kept updated with occupational health and safety issues and good practice. In achievement of this, 
Heads of Department and Programme Leaders actively support their respective Executive Group lead by: 

 
   Ensuring a safe working environment for staff and students by implementing the occupational health 

and safety aims of the Director and the Executive Group by complying with established GSA policy, 
relevant legislation, standards and best practice. 

 
   Ensuring that arrangements are made for the local management and where appropriate escalation of 

occupational health and safety issues. 

 
   Implementing the GSA requirements for local monitoring and reviewing of compliance with established 

GSA policy, relevant legislation and standards. 
 
   Effectively communicating GSA’s Occupational Health and Safety policy to staff and students under their 

control, including all new students and members of staff. 

 
   Ensuring that necessary information, instruction, supervision and training is provided. 

 
   Ensuring that risk assessments relating to GSA activities are in place and that the significant findings are 

communicated to relevant staff. 

 
   Carrying out or assisting with investigations into accidents and dangerous occurrences, as appropriate. 

 

 
 

Staff 

 
Staff are accountable to, and must co-operate with, their line managers in terms of occupational health and 
safety at GSA.  Each staff member has a legal duty under the Health and Safety at Work Act 1974 and a 
personal duty in terms of GSA policy to take reasonable care for their own occupational health and safety 
and that of others who may be affected by their acts or omissions.  Staff must not disregard, interfere or 
misuse anything provided in the interests of occupational health and safety and they have a duty to report 
any relevant occupational health and safety incidents to their line manager. 
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Students, Visitors and Others 

 
Health and safety is both a collective and individual responsibility for all persons affected by the activities of 
GSA. Students, visitors and others have a duty to adhere to GSA’s policies and procedures and to co- 
operate with GSA in occupational health and safety matters.  Each person must take reasonable care of 
their own occupational health and safety but also that of others who may be affected by their acts or 
omissions. Students, visitors and others must not disregard, interfere or misuse anything provided in the 
interests of health and safety and, further, they should report any relevant health and safety incidents to a 
staff member. 



 

 

    
  

THE GLASGOW SCHOOL OF ART 
 
Board of Governors and Board Committees: Meeting Dates 2016-17 
 
As at May 2016 
 
 
Board of Governors  
 
Monday  10 October 2016  1.30pm  
Monday  12 December 2016   1.30pm 
Monday  30 January 2017  Awayday 
Monday  20 March 2017          1.30pm 
Monday  12 June 2017  1.30pm 
 
 
Business and Estates Committee  
 
Monday  29 August 2016   11.00am  
Monday   28 November 2016  11.00am 
Wednesday 8 February 2017  11.00am 
Monday  22 May 2017   11.00am 
 
 
Audit Committee  
 
Monday  29 August 2016   2.00pm  
Monday   28 November 2016  2.00pm 
Wednesday 8 February 2017  2.00pm 
Wednesday 26 April 2017   2.00pm 
 
 
Mackintosh Restoration Committee 
 
Wednesday  31 August 2016  11.00am 
Wednesday  26 October 2016  11.00am 
Wednesday  7 December 2016  11.00am 
Wednesday  1 February 2017  11.00am 
Wednesday  8 March 2017  11.00am 
Monday  15 May 2017   11.00am  
Wednesday  28 June 2017  11.00am  
 

 
 
 

continues overleaf…………… 
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Board of Governors and Board Committees: Meeting Dates 2016-17 (cont.) 
 

 
 
HR Committee   
 
To be confirmed 
 
 
Occupational Health and Safety Committee 
 
Thursday  15 September 2016  1.00 pm 
Thursday  17 November 2016  10.00 am 
Wednesday  15 February 2017  10.00 am 
Wednesday  17 May 2017   10.00 am 
 
 
Museum & Archive Committee  
 
Monday  5 September 2016   1.00pm. 
Friday  18 November 2016   1.00pm. 
Monday  6 February 2017   1.00pm. 
Monday  8 May 2017    1.00pm.   
 
 
Investment Committee 
 
Monday   28 November 2016   1.00pm     
Monday 22 May 2017   1.00pm 
 
 
 
 
JM 
 


	Board Agenda June 2016 (website version)
	Paper A4 - GSA Board Minutes March 2016 (website)
	Paper A5.2 - Rem Com paper from Head of HR
	Paper A11 - Report from Chair of OHS Committee
	Paper B1 - Board Action Points June 2016
	Paper B2.1 - Academic Council Minutes March 2016 - website version
	Paper B2.2 Academic Council Minutes May 2016 - website version
	ACADEMIC COUNCIL
	MINUTES: 4 May 2016
	GSA would shortly complete its application for an HR Excellence in Research Award.  The Head of Research highlighted that there were a range of benefits for organisations that have the award; for example, it can add value to funding applications to de...

	Paper B2.3 - Audit Committee Minutes April 2016 website version
	Paper B2.4 - BEC Minutes May 2016 website version
	Paper B2.5 - MRC Minutes April 2016 website version
	Paper B2.6 - MAC Minutes May 2016 website version
	Paper B2.8 - HR Minutes May 2016 (inc. policies for approval)
	HRC Minutes May 2016.pdf
	Disability Leave
	Disability Leave May 2016
	1 Introduction
	1.1 The purpose of this policy and procedure is to provide disabled employees with reasonable paid time off work for reasons related to their impairment.
	1.2 This policy and procedure covers all disabled employees and sets out what disability leave is available and the procedures for using it (see section 6).
	2 General Principles
	2.1 Disabled people face discrimination and disadvantage in the workplace and society.  The skills and experience of disabled employees are highly valued and GSA is committed to supporting disabled employees by removing access barriers, tackling discr...
	2.2 GSA is also committed to resolving any issues relating to disabled employees by agreement where possible.
	2.3 In accordance with the Equality Act 2010 GSA will not discriminate against disabled employees but will consider and accommodate their needs, as far as is reasonably practicable.
	2.4 In accordance with the Equality Act 2010 GSA will work actively to eliminate discrimination against disabled people, promote positive attitudes to disabled people and encourage disabled people to participate in public life.
	3 What is disability leave?
	3.1 Disability leave is paid time off work for a reason related to someone’s disability.  It may be for a long or short period of time, and may or may not be pre-planned (see section 6).
	3.2 The Equality Act 2010 law says that all disabled employees are entitled to ‘reasonable adjustments’ where the physical working environment or practices place the disabled person at a substantial disadvantage compared with a person who is not disab...
	3.3 Disability leave is a ‘reasonable adjustment’ under the Equality Act 2010 and is in accordance with good employment practice as recommended by the Disability Rights Commission.  However, not all disabled employees will necessarily need to take dis...
	3.4 Disability leave will not be included for the purposes of assessing performance, promotion, attendance, selection for redundancy, and similar issues.  To do so might discriminate against the disabled employee.
	3.5 Disability Leave entitlement will mirror that of an employee’s sick leave entitlement, as outlined in the contract of employment.  However with advice from Occupational Health and in consultation with the employee, it may become clear that the emp...
	4 Disability leave and sick leave
	4.1 Disability leave is distinct from sick leave, and includes time when an employee is well but absent from work for a disability-related reason.
	4.2 If an employee is on sick leave and it becomes clear that they now qualify for disability leave, they will be transferred onto disability leave.
	4.3 If time off work due to ill health is for a reason not disability-related, then it will be recorded as sickness absence.
	4.4 A high level of sickness absence for an employee may be a result of a disability.  This possibility will be investigated and may trigger a change in the person’s status to being disabled.  Any absences that are disability related will be reclassif...
	5 Who is entitled to disability leave?
	5.1 All employees who are disabled using the definition in the Equality Act 2010 are entitled to disability leave.
	5.2 The Equality Act 2010 defines disability as “a mental or physical impairment that has a substantial and long-term adverse effect on a person's ability to carry out normal day-to-day activities”.  ‘Long-term’ typically means 12-months or more, and ...
	5.3 People, who have had a disability in the past but no longer have one, still qualify as disabled under the Equality Act 2010 and are entitled to disability leave for disability related absences (e.g. attending a clinic for preventative treatment).
	5.4 Disabled employees may choose to inform GSA that they are disabled. While this is not obligatory, it is recommended that they do so to facilitate making reasonable adjustments.  This information will be kept confidential.
	5.5 Disabled employees new to GSA who have declared on their Personal Details Form that they have a disability will be contacted by Human Resources to discuss any appropriate reasonable adjustments to their workplace.
	6 Disability leave procedure
	6.1 The effect of impairment depends on the individual and their circumstances.  To accommodate this requires some flexibility, so employees may take planned disability leave or unplanned disability leave.
	6.2 Where disability leave is needed, agreement must be reached on the approximate number of days and approximate date of the leave.  This may not be exact but will help in planning service delivery.
	6.3 Planned disability leave is agreed in advance.  It may be a number of individual days each year that a disabled person needs to take off.  Typically this would be for treatment, rehabilitation or assessment related to their disability.   It may al...
	6.3.1 The procedure for agreeing planned disability leave is as follows:
	First stage
	If agreement cannot be reached then the procedure moves on to the second stage.
	Second stage
	A formal meeting will then be held that will include the employee, the line manager, a representative from Human Resources, and a representative.  All the evidence will be circulated to attendees prior to the meeting.
	The following issues should be considered:
	If agreement still cannot be reached then the employee has the option of utilising the Grievance Policy and Procedure.
	6.3.2 Some examples of reasons for planned disability leave include (but are not limited to):
	6.3.3 A longer block of disability leave might also be appropriate.  This could be so that a newly disabled employee can make changes inside and outside of work; while physical or environmental adjustments are being made to an employees work environme...
	6.3.4 Some examples of longer disability leave include (but are not limited to):
	7 Review of planned disability leave
	7.1 Where disability leave is agreed, it will be reviewed on an annual basis to assist in planning.  These reviews will be supportive, and will not used to pressure employees into taking less disability leave than they need.
	7.2 Staff who become disabled, or whose impairment or circumstances change, may request a review of their disability leave (or other reasonable adjustments) at any time.
	8 Other Issues
	8.1 If an employee is on disability leave for more than two weeks, their manager will brief them on their return to work of any changes that have occurred while they were off.  In addition job advertisements, internal newsletters and similar materials...
	8.2 Consultation will take place at a local level about the impact of a member of staff taking disability leave, and if necessary centrally funded backfill will be provided.
	8.3 Time spent on disability leave is counted as continuous service for all contractual benefits, including accruing annual leave, sick leave, and pension rights.
	8.4 Medical information about employees will be kept strictly confidential unless they agree to disclosure.  Any use of such information will conform to Part 4 of the Information Commissioner’s Data Protection Act Employment Practices Code (Informatio...
	8.5 The amount and duration of planned and unplanned disability leave will be recorded when it is actually taken, using the designated forms.
	9 Questions or Complaints

	Benchmarking Disability

	Time Off For Staff Development
	Requesting time off for Staff Dev Feb 2016
	6 Questions or Complaints

	Benchmarking - Time off for Staff Development 

	Flexible Retirement
	Flexible Retirement Policy 2016
	5 Implications for Employment Conditions

	Flexible Retirement Benchmarking

	FAMILY FRIENDLY - ALL TOGETHER (2)
	Maternity Leave and Pay Policy May 2016
	Maternity Leave and Pay Policy
	May 2016
	Policy control
	MATERNITY LEAVE AND PAY POLICY
	3T1 Purpose and Scope
	2    Antenatal care
	3    Maternity leave
	4    Maternity Pay
	Payments made to employees on maternity leave can vary depending on individual circumstances in respect of service and earnings.  Payments will normally consist of Statutory Maternity Pay (SMP) and Company Maternity Pay (CMP).  Please see Appendix 1 f...
	5 Annual leave
	6    Pension arrangements
	7    Health and safety
	8    Contact / Keeping-in-touch Days (K.I.T. Days)
	9    The employee's obligations: summary
	11    Continuity of service
	12    Returning to work

	Maternity Support Policy May 16
	3.3.4  Staff who do not qualify for SPP may be entitled to Income Support whilst on maternity support leave.  This can be claimed via the individual’s local Jobcentre Plus office.
	3.4 GSA Company Maternity Support Pay
	3.5 Applying for Maternity Support Leave and Pay
	6 Returning to work

	Adoption Policy May 2016
	3          Adoption Appointments

	Adoption Support Policy May 2016
	2.3.4  Staff who do not qualify for SPP may be entitled to claim state benefits whilst on adoption support leave.  This can be claimed via the individual’s local Jobcentre Plus office.
	2.4 GSA Company Adoption Support Pay
	2.5 Applying for Adoption Support Leave and Pay
	5 Returning to work

	Benchmarking MatPatSPL


	Paper B2.9 - Investment Committee  Minutes April 2016
	Paper B4 - Corporate Health and Safety Policy
	Paper B5 - GSA Board and Committee meetings 2016-17

