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Q1 CORPORATE SERVICES DIRECTORATE REPORT 

  

The Board should note that the content contained within this paper has been discussed with 

the EMT.   

  
Purpose  

  

The Board are invited to comment on the update of activities across the various teams within 

Corporate Services.  The report has been designed to showcase and give visibility of the work 

that each of the teams undertake to keep Scottish Canals running effectively.   

 

Please note there are separate papers regarding the Annual Business Plan 2020/21, and the 

quarterly financial performance within this agenda item.  

 

Priority  

  

Routine.  This paper is a summary document for noting. 

  
Background  

  

LOOK BACK (Q1) 

Performance 

& KPIs 

 

 Performance against Heritage Strategy/Plan (%)   

 Performance against Environment Action Plan (%)   

 Carbon footprint reduction (Annual %)   

 Delivery of budget to plan YTD (%)   

 Delivery of budget to plan YTD (£’s)   

 Performance against People Strategy (%)   

 Performance against Procurement Strategy (%)   

 

Business KPI's 2 0 36 

 

As detailed in the narrative below, the lockdown period had different 

impacts across each of the Corporate Services teams.  No financial 

targets are available, as the bulk of the work correlates to progress against 

agreed plans and strategies. 

 

Target scoring:  

Green  On target or above  

Amber Within 5% 

Red Out with 5% 
 



 
Delivery of the original planned budget was overtaken by the Covid-19 

pandemic, with the new RF1 now being taken forward as the new 

baseline.  Management information has been collated to show the 

projected impact of Covid-19 to the business, and is contained within the 

separate Q1 Finance Report. 

 

Similarly, the planned activities against the planned procurement strategy 

had to be put on hold whilst discussions with suppliers were undertaken 

in relation to H&S PPE provisions. 

 

Finance 

(Headed up by 

Anne 

Brannagan / 

Andrew Ogg) 

This first quarter of the financial year has seen a significant effort by the 

Finance team to meet the needs of external audit requests in preparation 

of the annual accounts during the lockdown period. There has also been 

success within credit control, with a recovery of a large proportion of the 

high value historical debt   

 

The team have also used the lockdown period to review working practices; 

design a new style of financial reporting to allow more interrogation and 

easier to read presentation of monthly finance reporting, in addition to 

conducting an extensive RF1 exercise to re-baseline budgets post-covid. 

 

HR 

(Headed up by 

Denise Millar) 

 

The HR team has undertaken all of the work associated with placing 

employees into furlough during the Covid period, and been responsible for 

sourcing benchmarks, legal advice and also preparing the submissions for 

claiming HMRC grant. 

 

There has also been a substantial push across the business to ensure that 

everyone has access to a simplified appraisal process, and that access to 

online training has been actively encouraged whilst people have been in 

lockdown and furloughed or working from home. Additional training has 

been provided to staff via Glasgow Kelvin College, specifically in relation 

Health and Safety and Customer Service.  This will continue and will 

progress as part of the wider learning and development programme 

across the organisation. 

 

The team have also worked extensively with both the Communications 

team, and Health & Safety in delivering mental health training, providing 

support and signposting during these difficult times.  A full review of 

employees working from home has been conducted.  DSE assessments 

have been put in place alongside a full inventory of equipment required to 

work for home for those unable to work from a Scottish Canals premises   

Staff have been kept fully up to date by the communications teams 

supported by HR in the ongoing updating FAQ’s for our employees during 

this period. 

 

Annual leave has been managed closely by the HR team with updated 

provisions in place fully supported by TU Colleagues to ensure business 

continuity remains as the business progresses through the various phases 

of re-opening in the coming months.   

 



 
Procurement 

(Headed up by 

Steven 

Menzies) 

 

Procurement activity for the first quarter of this year has been impacted by 

COVID-19. Key procurement tasks such as the issuing of the replacement 

Contractors Works Framework has taken longer than scheduled to allow 

more time for submissions by companies affected by lockdown. The 

furloughing of staff and the need to source items for during lockdown and 

for the re-start activity have also impacted on the work identified within the 

Corporate and Business Plans. 

 

While procurement activity against plan is slightly down on planned 

progress identified in the KPI, no critical activity has been missed and 

plans are being developed to bring activity back in line with the plans in 

the second and third quarter of this year. 

 

Environment 

(Headed up by 

Olivia 

Lassiere) 

 

In the first quarter of this business planning cycle, there was only 0.5 FTE 
left in the team after furlough, and this has had an impact on delivery 
against the planned outcomes.  However, a significant amount of work 
was completed in this time, including scoping specifications for a number 
of significant green-agenda projects including renewable heat sources, 
the Falkirk Wheel energy efficiencies and a citizen science project around 
carbon sequestration of SC estate vegetation.    
 
There have also been policy negotiations with SEPA to ensure sustainable 
reuse of canal sediments, and a positive response to SC social media 
video on litter prevention/management. 
 
During this quarter, there has also been a strong focus on maintaining the 
environmental elements of both ongoing and new projects / operations to 
ensure legal compliance across Scottish Canals, whilst also providing 
significant work in relation to biodiversity management, specifically 
applying for funding to investigate methods to manage the non-native New 
Zealand Pigmyweed in the Caledonian Canal.  The team also undertook 
regular liaison with stakeholders in relation to migrating salmon smolts in 
the Caledonian Canal during lockdown. 

 

Heritage 

(Headed up by 

Chris 

O’Connell) 

 

Despite being furloughed for a short period at the beginning of the 

lockdown, the Heritage team have successfully achieved agreement with 

Historic Environment Scotland regarding Scottish Canals’ draft Section 17 

agreement. This agreement allows us to undertake a range of work on the 

canals without having to apply for Scheduled Monument Consent, and 

effectively will allow us to dynamically react to maintenance and/or 

upgrades to an asset.  

 

(In the last three years circa 250 SMC’s have been submitted, with each 

SMC taking two months to be consented.) 

 

It is hoped to get the agreement signed by CEO of both parties in August 

2020, and this is a significant milestone because outside of HES’ own 

internal teams, Scottish Canals will be the first organisation in Scotland to 

have this agreement.  

 



 
 

Key Issues / Highlights 

  

There are no issues which require the attention of the Board in relation to the activities of the 

teams over the previous quarter, although it should be highlighted that we have a long term 

sickness absence within the Finance team at present. 

 

In relation to people-related information, a summary document detailing all currently held 

Equalities data is attached to this report at Appendix 1. 

 

 

LOOK FORWARD (Q2) 

Finance 

 

The key areas of work in the next three months centre on the testing and 

implementation of Sage Business Intelligence, and integration with the 

Estates management system ‘Bluebox’.  This will allow more digitally 

enabled services, automation and improved reporting functionality. 

 

This will allow greater speed of report generating, thereby assisting all 

teams within Scottish Canals, as well as helping preparation for the 

restatement of year end accounts for 2020/2021. 

   

HR 

 

Plans for the next quarter will focus on completion of the Job Evaluation 

project, issuing updated HR policies and procedures to reflect excellent 

practice, and finalising the Workforce Strategy. 

 

Procurement 

 

Over the next three months, there is a focus on establishing a number of 

Contractor Frameworks; establishing a Procurement Working Group in 

order to improve contract management efficiencies through lead Heads of 

Service; and developing the staff team in their procurement careers. 

 

Environment 

 

The main areas for development in the next reporting quarter for the 
Environment team include continuation of work from Q1, installation of 
public electric vehicle charging points, and looking at TFW sustainable 
waste management arrangements.  There is also going to be trials of 
innovative management of non-native plant species - Japanese Knotweed 
and Water Fern. 
 
Two new areas of risk identified in relation to tree management, and 
ongoing resolution of the migrating salmon smolt.  These are being picked 
up with the Risk Manager and operational teams. 

 

Heritage 

 

Following on from the Section 17 Agreement with HES, the team will now 

ensure that this is fully implemented across Scottish Canals, and followed 

up with appropriate training for those involved.  The follow up work also 

requires us to assess risks to each of our principal assets.  This will be 

done in Q2 by developing assessment methodology using HES 

guidelines. 

 

In terms of wider engagement with stakeholders, there is going to be a 

programme of online talks and presentation to engage the community with 

the heritage of the canals 



 
Corporate Implications  

  

• Strategic Priorities: Activities listed in the Directorate report directly contribute to 

delivering the agreed priorities.   

  

• Risk/Risk Appetite: There is no additional or direct risks associated with the contents of 

this paper that are not captured within the wider corporate risk register. 

 

• Legal: There are no legal implications in respect of the contents of this paper. 

 

• Financial: There are no financial implications in respect of the contents of this paper.  

Financial matters are reported through a separate agenda item. 

 

• Human Resources: There are no HR implications in respect of the contents of this 

paper.   

 

• Fair Work First: N/A to this report.  

 

• Communication: This report has been contributed to by all teams within the Directorate, 

and will be used to raise the profile of our work across the business.  

 

• Community & Third Sector: N/A to this report. 

 

• Commercial: N/A to this report. 

 

• Asset: N/A to this report. 

 

 

Conclusions and Recommendations  

  

The Board is invited to note the contents of this paper, and to highlight any queries or interest 

about the activities referred to in the update. 

 

 

Author:  Lindsey McNeill  

Title:   Director of Corporate Services  

Date:   15/07/2020 

 

 

 

 



 
APPENDIX 1: EQUALITIES REPORT 

 

Part 1: Equality Characteristics 

 

Scottish Canals seeks to represent the communities which it serves.  The next formal census 

is due to take place in March 2021, however context can be gained by comparisons with 

published data available on the Scottish Public Health Observatory website. 

https://www.scotpho.org.uk/ 

 

For the purposes of this report, the data sources which provide a baseline are as follows: 
 

 All age, gender and length of service information was collected from information we 

keep on file on employees. 

 Pregnancy information was collated from information that employees have disclosed 

to us as part of maternity proceedings and is from the last 18 months. 

 Disability information has been requested from all staff during 2019 as part of the staff 

survey. 

 We do not currently hold any information on marital status, sexual orientation, religion 

or ethnic origins as we have not yet achieved a culture where employees or service 

users are ready to be asked about their maritial status, sexual orientation, gender 

identity or religion or belief.   

 

As we have now transitioned into a NDPB, Scottish Canals should now take steps to move 

towards a culture of trust in which this information could be collected.  

 

AGE and GENDER   

(Total Headcount = 280 as at June 2020) 

 

 

 

61%

39%

Gender Split

Male Employees Female Employees

39.60%

23.60%

3.20%

Age Profile %

Employees Over 50

Employees Under 30

Employees on or over pension age (66)

https://www.scotpho.org.uk/


 

 
 

 

  

 

Part 2: Recruitment data – 2018 onwards 

 

The figures in the following tables and charts relate to any employee that we have hired 

through our automated system JobTrain since we began using it in 2018. This information is 

currently not held in employee files and is collected as part of the Equal Opportunities section 

in any application for a role with Scottish Canals. 

 

The total number of candidates recruited over this period is (inclusive of seasonal 

appointments): 271 
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Employees 16-
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Employees 21-
30

Employees 31-
40

Employees 41-
50
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Employees 70+

AGE

Age Profile

211

47

9 13

Length of Service

0-10 Years 11-20 Years

21-30 Years 31+ Years

7

7

4

Pregnancy

Declared Pregnant

Maternity Leave

Currently on Maternity Leave

8%

68%

24%

Disability

Staff with declared disability

Staff with no declared disability

Staff who did not provide
information

0.00%
5.00%

10.00%
15.00%
20.00%
25.00%

Age
93.79%

3.45% 2.76%

0.00%

20.00%

40.00%

60.00%

80.00%

100.00%

No Yes Not Specified

Disabilities



 
 

 

  

  

 
 

 

 

Sexual Orientation

Heterosexual Bi-Sexual Lesbian A-Sexual

Ethnic Origin

White Not Specified

Nationality

British Scottish Other

African Not Specified

63.45%

20.34%

4.83%

4.14%

2.07%

None

Other Christian

Roman Catholic

Prefer Not to Say

Other

Religion



 
Part 3: Gender Pay Gap Report 2020 

 

Scottish Canals is reporting under the public sector equality duty to publish a gender pay gap 
report. This is based on the snapshot date of 31st March 2020. 
 
At the heart of the Scottish Canals Corporate Strategy 2020-2023 is our people who are 

instrumental to the success of our organisation on a day to day basis by delivering 

exceptional services along the canal corridors.  We remain committed to ensuring that we 

create an environment where the diverse experiences, perspectives and backgrounds of our 

people are valued and utilised. We foster an inclusive and supportive culture where our 

interactions with each other, our customers and our stakeholders are founded on mutual 

respect. 

 

What is the Gender Pay Gap? 
 
The gender pay gap is the measure of the difference between the average earnings of men 
versus women and is expressed as a percentage of men’s pay.  Reporting can be provided 
as a mean or median figure.   
 
The Office of National Statistics reports that the median gender pay gap of the overall UK is 
currently 17.3%, this is the key measurement used by ONS in the UK to assess the difference 
in salary between males and females.    The median is the figure that falls in the middle of a 
range when all employees’ salaries are lined up from smallest to largest.  The median 
calculation is typically a more representative figure as it includes all staff.  The mean figure, 
commonly known as the average and is the difference between mean male pay and mean 
female pay.   
 
Scottish Canals’ Gender Pay Gap 
 
The mean pay-gap calculation is a measure of: 
 

Male Average Salary – Female Average Salary = pay-gap (monetary) 
 
Pay-gap (monetary) / male average salary x 100 = pay-gap% 
 

 The mean gender pay gap for Scottish Canals is -11% (the previous year was 0%) 

 The median gender pay gap for Scottish Canals is -9% (the previous year was 3%) 
 
As detailed in the previous year data above there has been a change in the % gap.  This 
change is due to the recruitment of female employees paid at a higher hourly rate at the 2020 
snapshot date. 
 
No bonus payments were made within the reporting period for male or female employees. 
Therefore: 
 

 The mean gender bonus gap for Scottish Canals is 0% (prior year 0%) 

 The median gender bonus gap for Scottish Canals is 0% (prior year 0%) 
 
 



 

  
  

 
 
 
Scottish Canals gender pay gap is inconsistent with the pattern seen across the UK economy 
and work force and for public sector, the sector which we work the most closely with, which 
on average pays women 14% less than men.  Like other employers, our gender pay gap and 
bonus gap are based on a data snap shot taken in March 2020 and reflect that the position 
was driven by: 
 

 A higher proportion of women in more senior, higher paid roles; 

 A higher proportion of men in more junior, lower paid roles;   

 A higher number of males are employed within the engineering & technical profession 
and manual operative roles which is predominantly male dominated hence why 
Scottish Canals has a high percentage of male employees 

 
Scottish Canals is confident that its negative gender pay gap does not stem from paying men 
and women differently for the same or equivalent work. Rather, the gap is the result of the 
roles in which men and women work within the organisation and the salaries that these roles 
attract. Scottish Canals is committed to addressing and improving this imbalance and ensuring 
there is no gender biases in the future.   
 
Scottish Canals aims to ensure that it addresses inequality in employment outcomes, including 
a focus on the fair work convention, and promoting and fostering good working relationships 
with colleges and universities to mitigate the gender barriers, such as occupational 
segregation, which prevent sustained economic growth. By monitoring the pay gap between 
men and women Scottish Canals can better understand it and therefore target action as 
appropriate. Examples of initiatives that are currently being undertaken include; becoming a 
happy to talk flexible working employer, delivery of training by The National Centre of Diversity 
and continually reviewing recruitment processes to ensure that the organisation adopts best-
practice in terms of preventing unconscious-bias selection and recruitment.  
 

F E M A L E S

M A L E S

14.91

13.4

0

1.51

MEAN GENDER PAY GAP FOR 
HOURLY PAY 

Mean Hourly Rate Pay Gap -11%

F E M A L E S

M A L E S

12.31

11.32

0

0.99

MEDIAN GENDER PAY GAP 
FOR HOURLY PAY

Median Hourly Rate Pay Gap -9%

Q U A R T I L E  1 Q U A R T I L E  2 Q U A R T I L E  3 Q U A R T I L E  4

73% 73% 71% 60%

27% 27% 29% 40%

GENDER PAY GAP QUARTILES

Men Women


