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1. Joint statement on learning 

This Learning Agreement sets out how the employer and trade union will work together to ensure that employees have the skills they need for their current role and for the future. 

The agreement recognises that all employees should have access to the services of a Union Learning Representative (ULR). The Scottish Governments Skills Strategy recognises the contribution Union Learning representatives (ULRs) can make towards increasing engagement in learning and developing a workplace learning culture.  
The employer and trade union are committed to working together to promote and support relevant and appropriate lifelong learning and to ensure fair and equal access to learning opportunities inside and outside the workplace. 

Both parties will encourage staff to take up learning activities and share responsibility for developing and maintaining a learning culture within the organisation.
The employer recognises that ULRs are essential to developing the learning culture in the workplace. 
AIMS:
· To build and support a Learning Culture within EMPLOYER/WORKPLACE
· To support, assist and maintain a Joint Learning Committee
· To recognise and support the pro-active role of Union Learner representative

· To encourage all levels of employees to participate in Lifelong Learning and Apprenticeships

· To improve Everyday Skills levels in the workforce - Literacy, Numeracy, and ICT (Information and Communications Technology)
2. Responsibilities 

Joint responsibilities 

Under this agreement the employer and trade union will work together to establish a joint learning strategy that recognises the benefit of enhancing the individual and collective learning of the workforce.

This joint working will be put into effect largely through the union developing a network of Union Learning Representatives (ULRs) and through the establishment of a Joint Learning Committee. 

Effective working relationships with the employer’s human resource and training and development departments will be essential to ensure that joint working arrangements are successful and there is no unnecessary duplication of responsibilities. It is essential that there is clarity about the role of the union learning representative and to ensure that it is complementary to the role of the training and development function. 

The employer’s responsibilities 

The employer is responsible for training and learning in support of the organisation’s business delivery objectives. The need and support for such training and learning will be identified through the Performance Management process in part, as well as through skills audits, and departmental training needs analysis. 

The employer recognises its responsibility to encourage and support relevant and appropriate lifelong learning that will in the long term benefit the organisation as well as the individual. 

Managers and supervisors have a key responsibility for the training and development of their staff in order to support business needs. The employer will ensure that managers and supervisors are made aware of these responsibilities, the role of the learning representative and of the provisions of this Learning Agreement.
Union responsibilities

The trade union (community) will develop and support a network of ULRs, coordinated at branch and group level. The union will fulfil its legal requirements on the appointment and training of ULRs and ensure that these representatives are fully supported. 

The union will seek to make sure that the work of ULRs will be complementary to the work of the employer’s training and development department and will seek to avoid any duplication or confusion of roles. 

The trade union has a particular interest in the lifelong learning agenda and the longer-term personal development of staff. In addition the union will seek to promote and engage with local and national funding to aid the support of workplace learning for all.
3. Scope of the agreement 

Coverage

This agreement covers all employees of the Organisation (EMPLOYER/WORKPLACE).
Nothing in this agreement shall take away or detract from the terms of 2002 Employment Act which covers areas such as ULR release.

  

The agreement commits the union and the employer to work in partnership on issues related to learning and development and does not impact on any other collective bargaining procedures agreed by the union and the employer. 

 

The employer and the union agree that any information collected through any learning needs analysis is confidential and will used solely for learning and developmental purposes. The analysis will not be used in any detrimental way in relation to other issues such as pay, performance appraisal, redundancy, disciplinary procedures etc. 

 

Any issues of concern or clarification that arise will be referred back to the Joint Learning Committee (JLC). The JLC will endeavour to resolve any issues as speedily as possible. 

Changes to the agreement

Any changes or improvements to the agreement will be jointly agreed through Joint Learning Committee. Normally any changes would require a three month notice period unless the JLC mutually agrees to a reduced time period. 
4. Consultation and negotiation on learning 

Joint Learning Committee (JLC)
To ensure the effective and efficient operation of the lifelong learning agenda and to maximise learning opportunities for all EMPLOYER NAME employees, a Joint Learning Committee will be formed - comprising at least 50% Union membership, typically ULRs representing the Branch or Department, including the Branch Secretary. Full time Union officers and Community Learn will also have representation, with at least one senior member of the management team present. The size of such a group will be agreed by the employer and the union, the frequency of these meetings would be on a quarterly basis, where convenient with a maximum of 13 weeks between each meeting. 
External organisations will be invited to participate in the JLC, as agreed by all partners.

The responsibilities of the JLC will include:

· Producing a realistic joint learning strategy, setting goals and targets for the learning provision within the workplace

· Monitoring progress of the learning strategy

· Maintenance of any contracts with external agencies to ensure the maximum opportunity for employees to access learning

· Ensuring that the learning strategy is effectively implemented

The main aims/activities of the Joint Learning Committee meetings should include:
· Identifying the learning needs of employees

· Monitor and evaluate learning activity

· Ensure all employees have opportunity to access Everyday Skills training 
· Identifying groups or individuals who could benefit from various learning Initiatives 

· Establish ways to best satisfy identified learning needs

· Establish and maintain links/contacts with educational/training providers

· Ensure any learning or training that takes place meets effective standards 

· Ensure all levels of management are kept informed of any learning that
takes place and that a positive outcome is achieved on behalf of the company
· Encourage participation from all employees
The JLC will also have the responsibility of determining and publicising all information on matters relating to training and learning programs and will ensure all employees are made aware of opportunities available to them.

Everyone attending the meeting should have equal access to all relevant information concerning learning provision - this may include meeting with Providers/Trainers. If required, any EMPLOYER NAME staff that are attendees of these meetings shall be afforded paid release from duties.

5. Role of union learning representatives (ULRs) 

The employer recognises the value of ULRs in encouraging and supporting learning and in creating a learning culture within the organisation. 

Functions of a union learning representative 

The employer recognises and supports the role and various functions of ULRs - this includes those set out in the ACAS Code of Practice. See below for examples of ULR functions (this list is not exhaustive and ULRs can perform other functions as required – this will be agreed by the employer and the union through the Joint Learning Committee): 
· Attending the Joint Learning Committee/Sub-Committee

· Analysing learning or training needs 

· Providing information or advice about learning or training matters 

· Arranging learning or training 

· Promoting the value of learning or training 

· Consulting the employer about carrying out such activities 

· Preparation to carry out any of the above activities 

· Undergoing relevant training 
In addition ULRs will be required to provide information and statistics to the union on a regular basis for the purpose of fulfilling funding requirements, and in order to keep union records up to date. 
They will also need to work effectively with the employer’s human resource and training departments as outlined in section 2 of the agreement. 

6. Facilities for learning representatives 

Time off with pay for Union Learning Representatives (ULRs)
The employer will give reasonable time off with pay dependant on the business demands for ULRs to perform their role and functions, provided that the union has given the employer reasonable notice in writing that the employee is a ULR and that the employee has completed the required training – TUC Stage 1 ULR Course or equivalent (see Appendix). 
For the purposes of guidance, it would be anticipated that the number of days required for ULRs to carry out their duties would equate to 1 day per month (12 days over the course of 1 year). These days would be shared by all ULRs and allocated to the relevant ULRs through the Joint Learning Committee.
Any such time off is additional to any arrangements for time off with pay for other union duties or other union positions held.

If an employer refuses to grant reasonable time off to a ULR, the individual ULR or their Branch may wish to seek mediation through the wider union structure. In order to avoid the necessity for such action, the employer and union will agree an arrangement for time off for ULRs. Any ongoing issues around ULR release will be referred to the Joint Learning Committee for discussion and resolution. 
This arrangement will recognise the following principles: 
· All employees should have access to the services of a ULR. ULRs should be workplace or site based, with due regard to staff numbers, staff location and working patterns. The number and location of ULRs should be based on maximizing accessibility and avoiding the need for staff and/or ULRs to be involved in significant amounts of travel. Precise numbers will reflect the size, location and working arrangements of the employing body and the unions’ organisational requirements. 

· There may be a minimum requirement for ULRs to carry out their regular duties – such as administrative work. 

· ULRs will require time over and above this for specific projects, activities or events. This will vary from ULR to ULR and will vary over time - eg ‘Learning at Work’ events, SUL Conferences/events etc.
Management of time off for Union Learning Representatives

ULRs will seek to give management as much notice as possible of intended time off on learning activities. Any requests for time off must be made in person and/or by email, by the ULR to their Line Manager.
Other facilities 

The employer will provide ULRs with the necessary accommodation and equipment/facilities to perform their duties. This will include: 

· Access to a telephone, desk and PC 

· Access to internal e-mail and access to the employers intranet/internet
· Secure filing facilities and use of a notice board
· Access to a private room for discussions with staff 

· Access to such other facilities as may be available to assist the work 

These facilities will be shared by other Community Union Reps. ULRs will agree to abide by the employers internet policy at all times.
Number of Union Learning Representatives

The number of ULRs will reflect the principle that every member of staff should have access to the services of a ULR. Appointment of ULRs will be discussed at the Joint Learning Committee and should be made with due regard to organisational needs, employee numbers and shift patterns.
Training of Union Learning Representatives

The union will ensure that ULRs are sufficiently trained to qualify for time off in line with the requirements of the Employment Act 2002 and ACAS Code of Practice 3. 
The initial ULR training is the Five day TUC ULR Stage 1 Course (see Appendix), and all ULRs with be granted reasonable time off with pay to undertake this training. Any requests for paid time off for relevant follow-on training in relation to specific aspects of their role (as confirmed in the ACAS Code of Practice) – including the TUC ULR Stage 2 Course (see Appendix) will be negotiated through the Joint Learning Committee. 
The need for additional development training will vary with the responsibilities, activities and projects of each ULR, the learning needs of the staff, and the circumstances of the workplace. Additional training may cover, for example, everyday skills, continuing professional development, disability awareness or supporting learning centres. 

Any requests for time off with pay for additional development training will be negotiated at the Joint Learning Committee. Permission will be granted subject to the operational needs of the business. 

7. Access to learning for employees 

Commitment to lifelong learning 

The employer and the union agree to encourage and support staff to participate in learning, whether provided by the employer, the union, local providers or online. 

The company will consider requests for changes to shift patterns and start and finish times to enable employees to undertake relevant and appropriate Lifelong Learning Opportunities, ensuring the operational requirements of the business. 

Although participation by employees will be on a voluntary basis, the union agree to actively encourage their members to fully participate in all learning initiatives and opportunities.
Time off for employees to have access to learning representatives 
All employees shall have the right to reasonable time off to meet their ULR during working time. Employees who wish to meet with their ULR will follow normal procedures in informing and seeking permission from their relevant line or team manager. Permission will be granted subject to the operational needs of the business. 

This is in addition to any agreed time off with pay granted to staff to undergo training and learning opportunities relevant to business needs and requirements. 
Time off and other support for job related training

The employer will provide time off, and other support, for agreed job related training. Staff should use the existing process to identify and apply for support for such learning. ULRs may also help staff identify such learning needs.
Workforce Learning and Development 

There may be occasions where ULRs can identify funding streams that provides learning which supports both the personal development of the employee and the business needs of the employer (for example in ICT learning).   On these occasions the union or the employer would submit a proposal to the Joint Learning Committee for a learning programme that could include paid time off for learning. 

In all cases such a proposal would have to be agreed by the Joint Learning Committee and the employer, subject to cost and business assessment of the benefit. 

Learning Opportunities 

Staff will be encouraged to participate in learning activities - not just training courses. 

Particular support will be given to ULRs to: 

· Arrange on-site learning sessions with local providers

· Set up on-site learning centres 

· Arrange on-site Everyday Skills screening and assessment and, where  appropriate, on-site learning opportunities
The employer will allocate and fund appropriate resources (venues, access to computers and the internet etc) to support these agreed activities. This will be dependent on costs and availability and will be discussed through the Joint Learning Committee.
Apprenticeships

The employer recognises the value of apprenticeship training to the needs of the business and the value of training employees. The employer is committed to supporting and encouraging potential apprenticeship employees to take up and complete the full course and undertake any supporting training to achieve relevant Literacy, Numeracy, and I.T qualifications.

Furthermore in valuing this training, any employee engaging with the apprenticeship program will be paid their full contractual rate while on apprenticeship training and with any new employees receiving the traditional apprenticeship starting salary. 
The recruitment and selection of Modern Apprenticeships remains exclusively with the employer.
Everyday Skills

The employer recognises the valuable role trade unions can play in supporting staff with everyday skills needs. Understanding the sensitive nature of this issue, both the union and employer will work together to ensure those employees identified with such a need will receive as much assistance as possible to access support. 

There could be occasions when the employee does not wish to reveal their issue to the employer. On these occasions the ULR will respect their confidentiality and will seek support out with the workplace. 

Understanding the impact of poor everyday skills on individual’s prospects and also the cost to the business, the employer will commit to seriously consider any proposal made formally through the Joint Learning Committee to support employees around everyday skills. 
Information and Communications Technology (ICT) User Skills
The employer and trade unions recognise the need to raise the level of ICT user skills in the organisation – for the immediate and longer term needs of the organisation and for the personal development of the employees. 
The employer and unions should work together to provide access to ICT learning leading to recognised qualifications – for example, through the development of on-site learning centres, and through arrangements with local colleges for on-site training sessions. 
Any paid time off requests for ICT Learning, where appropriate, will be raised through the Joint Learning Committee, with business and operational needs taken into consideration.

8. Fair and appropriate access 

The employer and union will ensure that training and development is provided to all employees. 

The employer will work to tackle barriers and ensure that all staff can access learning that meets their needs and the needs of the organisation. 
The employer will work with the union to help identify and address barriers to fair access to learning including accessible learning materials and flexible methods of delivery. 

Although participation in learning by employees will be on a voluntary basis, the union and employers will encourage staff to fully participate in all learning initiatives and opportunities. 

Signed on Behalf of Company…………………………………………………………………..
(EMPLOYER NAME)
Position Held ………………………………………………………………………………………………….
Signed on Behalf of Community Union ……………………………………
Position Held ……………………………………………………………..............
This Learning Agreement was signed on the …………………………..
At ……………………………………………….
Page 1 of 13
Page 8 of 13

