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Board of Management 
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Date of 
production 

August 2021 

Action For Noting  

 
 
1. Recommendations 
 
1.1   The Board of Management is requested to note the content of this report.  
 
 
2.  Purpose  
 
2.1  This paper provides summary information on the recent Staff Wellbeing Survey and 

associated developments to give context in advance of a short survey results session 
which will be facilitated by Helen Brewis, Business Psychologist from Robertson Cooper 
(RC).   

 
3.  Key Insights 
 
3.1 Building on a successive pulse surveys and staff consultation processes undertaken 

during consecutive Covid-19 lockdown periods, the College Executive and Senior 
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Management Team (ELT/SMT) approved the proposal to conduct a comprehensive 
employee wellbeing survey, in October 2020. 

 
3.2 The ambition behind the survey was to demonstrate a commitment to learning how we 

might advance a positive wellbeing culture and ensure future strategies, plans and 
measures of success and impact are developed from a robust evidence baseline. 

 
3.3 The College partnered with workplace wellbeing specialists Robertson Cooper and 

implemented the Good Day at Work survey, in April 2021.  
 
3.4 The RC evidence based Good Day at Work Survey has been used by more than 70,000 

adult working population and allows benchmarking across more than 50 different industry 
sectors. It includes six key measures, these are: 

 
- Resilience 
- Health (physical/psychological) 
- Engagement/Commitment 
- Performance 
- Workplace Environment 
- Psychological Wellbeing 

 
3.4 70 percent of college staff completed the survey which is the highest ever response to an 

all-staff college survey and amongst the highest return for a RC partner. It should be 
noted also that the survey was with the backdrop of global pandemic and industrial action 
and the College is working with RC to identify comparative pre-Covid data and 
benchmarks.  

 
3.5 The Good Day at Work survey provides reportage at three levels, individual, team and 

organisation. Each respondent is provided with an individualised automatic snapshot 
report with interventive support aligned to existing college provision. Aggregated team 
reports are configured in practice areas with more than 8 respondents and an overall 
college report is provide with cumulative findings.   

 
3.5 The overall college survey report shows a relative balance between positive and less 

favourable factors, these are summarised below: 

General Positives: 

• Engagement Score - above benchmark 
• Good day at Work Score - above benchmark 
• People are interested in their work 
• People enjoy their work 
• People are committed to working at college 

 

Generally, less favourable: 

• Physical health (RISK) 
• Psychological health (AREA OF CONCERN) 

https://www.robertsoncooper.com/about/
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• Technology 
• Social connectedness (lack of) 

 
3.6 A staged approach to cascading findings has been employed to ensure the findings are 

presented in context to teams prior to publishing the full college report.  
 
3.7 The whole college report has been shared with SMT. 51 aggregated team reports have 

been generated and responsible Associate Deans/Directors and Heads of Service have 
been given guidance on how to share reports with teams and identify some early initial 
actions.    

 
3.8 The Wellbeing Survey Project Team (HR/OD) are working on a revised wellbeing strategy, 

and development of interventions at the individual, team and systemic level.   
 

 
4.  Impact and Implications 
 
4.1 The range of mental health and wellbeing support available to college staff and students is 

considered to surpass that of most organisations. Despite this, the need to do more is 
evident. Focusing on systemic improvements and more preventative individual mental 
health and wellbeing support is considered essential in influencing positive systemic 
change. 

 
4.2 Dedicating additional resource to staff mental health and wellbeing will be vital in realising 

our wellbeing culture ambitions.  
 
4.3 Co-related themes such as absence, grievance and team conflict and dispute place 

considerable strain on the college system in both relational and financial terms. It is the 
belief that further investment in our wellbeing agenda will ease current strains and reduce 
costs significantly.     

 
 
  
 
Appendices 
 
Appendix 1. Summary presentation and full college Good Day at Work Survey Results report. 
 



City of Glasgow College



▪

▪

▪

▪

▪

▪

Purpose of today’s session

▪

▪



Who are Robertson Cooper?

At Robertson Cooper, our vision is to create more 
Good Days At Work. Because we believe that by 
addressing workplace wellbeing holistically, 
strategically and with scientific rigour, 
organisations can unlock the full potential of 
their workforces.

▪ Academic roots, practical focus
▪ The niche consultancy advantage
▪ Wellbeing is our business
▪ Working across the wellbeing spectrum
▪ Combining consulting with powerful tools

Wellbeing 
Strategy

Wellbeing 
Training

Wellbeing 
Measurement 



Project summary

▪

▪

▪



Section 1
Overview of the results



Response rates



Insights
Values show the difference between the group score out of 100 

and the benchmark score. 

Minus indicates the group score is lower than the benchmark, 

positive scores indicate the group score is higher than the 

benchmark, and a score of 0 indicates that the group score is the 

same as the benchmark.



▪

▪

▪

▪

▪

Some key takeaways



Results dashboard – CCG overview
857 respondents

Values show the difference between the group score out of 100 

and the benchmark score. 

Minus indicates the group score is lower than the benchmark, 

positive scores indicate the group score is higher than the 

benchmark, and a score of 0 indicates that the group score is the 

same as the benchmark.



Section 2
Into the detail…



In more depth – Resilience



In more depth – Workplace pressures (1/3)



In more depth – Workplace pressures (2/3)



In more depth – Workplace pressures (3/3)



Key Driver Analysis 

▪

▪

1.Future job change

2.Work-life balance

3.Isolation at work

4.Poor work relationships

5.Difficult customers/clients

Psychological Health

Variance explained = 29%

1.Job enjoyment

2.Poor work relationships

3.Work-life balance

4.Technology overload

5.Isolation at work

Physical Health

Variance explained = 43%

1.Job enjoyment

2.Involvement in decisions

3.Future job change

4.Isolation at work

5.Poor work relationships

Positive Emotions

Variance explained = 47%



In more depth – Health symptoms



In more depth – Psychological wellbeing



In more depth – Engagement



In more depth – Good Days at Work & Performance



Section 3
Demographic comparisons



Reading the results

The number of participants for each 

group is shown here. The minimum 

displayed group size is 8 – this 

ensures anonymity and confidentiality

The scores shown for each of the question groups are the difference between the group score out 

of 100 and the benchmark score. 

─ A minus score indicates the group score is lower than the benchmark

─ A positive score indicates the group score is higher than the benchmark

─ A score of 0 indicates that the group score is the same as the benchmark



Hotspots



Hotspots



Hotspots



Hotspots



Summary of trends across Work Demographics
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A look across the demographics – by Faculty / Directorate



A look across the demographics – by Department (Learning & Teaching Academy & Libraries)



A look across the demographics – by Department (Corporate Development)



A look across the demographics – by Department (People Services)



A look across the demographics – by Department (Faculty of Creative Industries)



A look across the demographics – by Department (Faculty of Education & Humanities)



A look across the demographics – by Department (Faculty of Hospitality & Leisure)



A look across the demographics – by Department (Nautical Science, STEM & Commercial 
Nautical & Engineering)



A look across the demographics – by Department (Student Experience)



A look across the demographics – by Department (Corporate Services)



A look across the demographics – by Location



A look across the demographics – by Tenure



A look across the demographics – by Current Contract Type



A look across the demographics – by Academic / Support



A look across the demographics – by Mgmt / Leadership Responsibilities



Summary of trends across Personal Demographics
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A look across the demographics – by Gender



A look across the demographics – by Age



A look across the demographics – by Ethnicity



A look across the demographics – by Disability



A look across the demographics – by Caring Responsibilities



Section 4
Additional questions



Additional questions – Hybrid working



Additional questions – Hybrid working by Faculty / Directorate



Additional questions – Hybrid working by Faculty / Directorate



Section 5
What next?



Practical next steps & Initial recommendations
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