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PETERBOROUGH

‘ CITY COUNCIL

EMPLOYMENT COMMITTEE

THURSDAY 14 JUNE 2012
3.00 PM

Bourges/Viersen Rooms - Town Hall

AGENDA
Page No

1. Apologies for Absence
2, Declarations of Interest
3. Minutes of the Meetings Held on:

3.1 19 January 2012 1-2

3.2 26 January 2012 3-4

3.3 30 March 2012 5-6
4. Changes to Employee Policies and Procedures 7-30
5. Member Appointments to the Employee Appeals Sub-Committee 31-32

Committee Members:

Councillors: Fitzgerald (Chairman), Holdich (Vice Chairman), Cereste, Lamb, Khan, Swift and
Sandford

Substitutes: Councillors: Walsh, Shearman and Fletcher

Further information about this meeting can be obtained from Gemma George on telephone 01733
452268 or by email — gemma.george@peterborough.gov.uk

There is an induction hearing loop system available in all meeting rooms. Some of the
ff?’ systems are infra-red operated, if you wish to use this system then please contact
V &5A Gemma George on 01733 452268 as soon as possible.
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PETERBOROUGH

‘ CITY COUNCIL

Minutes of a Meeting of the Employment Committee
held at the Town Hall, Peterborough on 19 January 2012
Members Present: Councillors Benton (Chairman), Lamb (Vice Chairman), Swift and Khan
Also Present: Councillor Scott - Cabinet Member for Children’s Services
Officers present: Malcolm Newsam, Executive Director, Children’s Services
Mike Kealey, Acting Head of HR
Gemma George, Senior Governance Officer
1.  Apologies for Absence
Apologies were received from Councillor Holdich and Councillor Seaton.
2. Declarations of Interest
There were no declarations of interest.
3. Exclusion of Press and Public
In accordance with Standing Orders, Members agreed that agenda item 4 contained exempt
information as defined by paragraphs 1, 2 and 3 of Schedule 12A of Part 1 of the Local
Government Act 1972 and that the public interest in maintaining the exemption outweighed
the public interest in disclosing the information, therefore the press and public were excluded
from the meeting.

4. Interviews for the Post of Assistant Director — Strategic Commissioning and Prevention

One candidate was interviewed for the post of Assistant Director — Strategic Commissioning
and Prevention.

RESOLVED: to appoint Ms Wendi Ogle-Welbourn, who was currently employed as Director
of Commissioning Schools, Children and Families, at Essex County Council.

Chairman
9.15am to 11.00am
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PETERBOROUGH

‘ CITY COUNCIL

Minutes of a Meeting of the Employment Committee
held at the Town Hall, Peterborough on 26 January 2012

Members Present: Councillors Benton (Chair), Lamb (Vice Chair), Swift, Holdich and Fitzgerald

Also Present: Councillor Scott - Cabinet Member for Children’s Services

Officers present:  Mike Kealey, Acting Head of HR

3.a

3.b

Lisa Trowbridge, Senior HR Advisor Policy Development
Amy Brown, Solicitor
Karen S Dunleavy, Governance Officer
Apologies for Absence
There were no apologies for absence received.
Declarations of Interest
There were no declarations of interest.
Minutes of the Meetings held on 24 November 2011 and 22 December 2011
Minutes of the Meetings held on 24 November 2011

Minutes of the meeting held on 24 November 2011 were approved as an accurate and true
record.

Minutes of the Meeting held on 22 December 2011

Minutes of the Meeting held on 22 December 2011 were approved as an accurate and true
record.

Changes to Employment Policies and Procedures

The Committee received a report and presentation from the Senior HR Advisor Policy
Development on a number of employment policies, which had been shared with the
Joint Consultative Forum (JCF).

The report sought the agreement of the Committee to implement the appended employment
policies to ensure the council’s policies remained up to date and legal.

The Employment Committee was requested to agree the following employment policies:

i) Temporary Workers Policy (Appendix A) and the Use of Fixed Term Workers
Procedure (Appendix B); and
i) Recruitment and Selection Procedure (Appendix C)

Comments and responses to questions included:

¢ Members sought clarification over whether an apprenticeship appointment would
be subject to a redundancy payment if they had been employed for more that two
years. Members were advised that temporary contractors would be entitled to a
redundancy payment if a redundancy process was being followed and had two
years or more service.



e The Acting Head of Human Resources provided clarification over what consultation
had taken place over the proposed policies the Committee were advised that
appropriate consultation processes had been followed with Unison, Unite and GMB
through the formal Joint Consultative Forum (JCF).

RESOLVED:
The Employment Committee agreed to implement the following policies:
i) Temporary Workers Policy (Appendix A) and the Use of Fixed Term Workers
Procedure (Appendix B); and
iv) Recruitment and Selection Procedure (Appendix C)

Reasons for the decision:

The changes to policy and procedures would ensure that the council maintain up to date and
legal employment practices which support the Council’s objectives.

Chairman
15.00pm to 15.10pm



PETERBOROUGH

‘ CITY COUNCIL

Minutes of a Meeting of the Employment Committee
held at the Town Hall, Peterborough on 30 March 2012

Members Present: Councillors Fitzgerald (Chairman), Cereste, Swift and Walsh
Officers present: Gillian Beasley, Chief Executive

Caroline Parsons, Interim Head of Communications

Mike Kealey, Acting Head of HR

Lynn Neely, Head of HR

Gemma George, Senior Governance Officer

1.  Apologies for Absence

Apologies were received from Councillor Lamb (Vice Chairman), Councillor Holdich,
Councillor Seaton and Councillor Khan.

Councillor Walsh was in attendance as a substitute.

2. Declarations of Interest
There were no declarations of interest.

3. Exclusion of Press and Public
In accordance with Standing Orders, Members agreed that agenda item 4 contained exempt
information as defined by paragraphs 1, 2 and 3 of Schedule 12A of Part 1 of the Local
Government Act 1972 and that the public interest in maintaining the exemption outweighed
the public interest in disclosing the information, therefore the press and public were excluded
from the meeting.

4. Interviews for the Post of Head of Strategic Communications

Two candidates were interviewed for the post of Head of Strategic Communications.

RESOLVED: to appoint Ms Claire Hughes, who was most recently employed as Head of
Communications at Bedfordshire Police.

Chairman
9.15am to 1.30pm
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EMPLOYMENT COMMITTEE

AGENDA ITEM No. 4

14 June 2012

PUBLIC REPORT

Cabinet Member(s) responsible: Councillor Gr Uff Marco Cereste — Leader of the Council
and Cabinet Member for Growth, Strategic Planning,
Economic Development, Business Engagement and
Environmental Capital

Councillor Irene Walsh — Cabinet Member for Community
Cohesion and Safety

Contact Officer(s): | Mike Kealey - Acting Head of Human Resources | Tel. (01733) 384500

CHANGES TO EMPLOYEE POLICIES AND PROCEDURES

RECOMMENDATIONS

FROM : Trade Union Representatives

| Deadline date : N.A.

policy and procedures:

It is recommended that Employment Committee agrees to implement the following employment

i) Youth Worker grades and responsibilities (Appendix 1)
i) Revision to the Self Disclosure Policy (Appendix 2)
i) Revision to the Training & Development Policy (Appendix 3)

1. ORIGIN OF REPORT

1.1 This report is submitted to the Employment Committee following a referral from the Joint

Consultative Forum on 31% May 2012.

2. PURPOSE AND REASON FOR REPORT

2.1 The purpose of this report is to ensure that the council maintains up to date and legal

employment policies.

2.2 This report is for the Committee to consider under its Terms of Reference No. 2.3.1.2
‘to determine employee procedures, including dismissal procedures’ and 2.3.1.4 ‘to
determine local terms and conditions of employment for employees’.

3. TIMESCALE

Is this a Major Policy
Item/Statutory Plan?

NO

If Yes, date for relevant | N/A
Cabinet Meeting

FV1 310512




4. BACKGROUND
Youth Work Grade Matrix

The current youth work grade matrix was developed for youth and community workers in
2005, following new national guidance on salary structures issued by the Joint Negotiating
Committee for Youth and Community Work (ref Joint Education Services Circulars No
133,135 and 136). Significant changes in service structures and senior managers since
then mean that there is no record of the consultation process around this. Service
managers have identified a number of situations where interpretation and application of the
matrix has not been consistent and that the career grade structure needs to be much
clearer and more transparent to ensure fair and consistent decision making for any new
staff appointed and for those staff who gain qualifications or take on additional
responsibilities.

The draft (Appendix 1) for consideration aims to give clear, transparent criteria based on
the key principles of the original guidance.

Self Disclosure Policy

This policy has been slightly amended to ensure employees are clear on their responsibility
to report as soon as is reasonably practicable to their manager any relevant changes of
personal circumstance. Disclosures include any criminal investigations, convictions or
warnings they may become the subject of, or any other relevant information which a
reasonable employer might consider could impact on their employment. The draft is
attached at appendix two.

Training & Development Policy
This policy has been brought up to date with the overall aim of ensuring that employees,
and managers fully understand their responsibilities to ensure that training and

development is aligned to and primarily focused on supporting the achievement of the
council’s strategic priorities. The draft is attached at appendix three.

5. CONSULTATION
The joint Trade Unions have been consulted on the youth work grade matrix, the Training &

Development Policy, and the slight amendment to the Self Disclosure Policy. These were
agreed at the meeting of the Joint Consultative Forum on 31%' May 2012.

6. ANTICIPATED OUTCOMES

The above proposed changes to youth work grade matrix and responsibilities will ensure
fair and consistent decision making.

Once approved by Employment Committee the youth work grade matrix and
responsibilities will be communicated to affected staff.

The youth work grade matrix will be implemented after the date of this Employment

Committee. The council are not looking to apply any changes to the youth work grade
matrix retrospectively.

FV1 310512



10.

11.

REASONS FOR RECOMMENDATIONS

These proposed changes to the youth work grade matrix and responsibilities will help to
ensure fair and consistent decision making.

ALTERNATIVE OPTIONS CONSIDERED

The policies were considered against (a) those published by some other local government
employers, (b) template policies from legal bodies plus (c) the existing policy, to ensure it
was a sensible, fair approach which took account of current legislation.

IMPLICATIONS

The youth work grade matrix and responsibilities will be reviewed on an ongoing basis and
will be amended from time to time to ensure legal compliance. The financial implications to
introducing the amended youth work grade matrix are minimal.

BACKGROUND DOCUMENTS
None.

APPENDICES

o Appendix 1 - Youth Worker grades and responsibilities
o Appendix 2 - Revision to the Self Disclosure Policy
o Appendix 3 - Revision to the Training & Development Policy

FV1 310512



This page is intentionally left blank

10



ZT/€0/0¢C Medp |eul

yinoA wouy 14oddns 21393e43S YHM ‘SalllAlzoe Jejngal 1oddns o1 '3's a1eludosdde/a|ge|iene
‘8uimes 3uipJodal pue 3ulaasiano ‘uluueld 4o} 3|qisuodsay 9J9YMm) uonediyijenb € |9A9] Juens|ay
340M Y1noA jJueAs|al e ul "}Je1s J9Yy3o Jo uoisiaiadns jeuoniesado "Juajeainba
9|doad SunoA yiim Supjiom "Jueden s11sod e Jo jJuasge | pPasiug02ad 40 YIOM YINOA Ul Z DYA/OAN
JO (sanoy 09€ wnwiuiw) SI J)J4om YinoA [euoissajoud ayl ausaym “3°9 siseq waal ‘9211084 Y40\ YINOA Ul 91BD1J113)
9Jualiadxa sieadA ¢ 1ses| 1y | Suo| Jo Jeingdau e uo s/109foud yinoA ul sjos pesj e Supje] | |9A97 89 ‘uonedlyijenb g |9A97 JUeAS|9Y Z1-6
‘3uiuiesy 3ui03-uo padinbad jo uona|dwo)
"SSQUY|DIS J9A0D 0} “8°D
‘8uimss 109[0u4d e ul 3j04 pes| 3yl 3upjel suoisedrdo uo Jo 3foid
340M U1lnoA JueAd|al e ul | e Jo sjoadse Jejndjied uo pes| ayi upjel Jo4 3|qisuodsay judjeainba
9|doad SunoA yiim Supjiom ‘Ajyuspuadapul Sujiom pue aAllelIul | PasSIUS0I3J 10 YJO\ YINOA Ul Z DYA/OAN
JO (sanoy oz wnwiuiw) 8uisn Joj 9d02s yum Ing uoi1daJip Japun Su4OM ‘9211084 Y40\ YINOA Ul 91BD1J113) ¢
IUDIAdXD SJedA 7 1sed| 1y 's309[o4d yinoA uj 9jos oddns e Supjenspun [9A7 '8'3 ‘uoniedljijenb g |[9A7 JUBAD|DY 8-S
guimoes
340M Y1nOoA jJueaa|al e u| '9]04 qof 4o} Suiuiesy palinbad jo uone|dwo) juajeAinbs
9|doad SunoA yym Supjiom *19)JOM ped| J0 J)J0M YlnoA |euoissajoud pasiu802a4 40 YJOAN YINOA Ul [9AI]
JO (sanoy QT wnwiuiw) € JO UOI30341p 9y} Jopun wed} e jo Jed se 3upJopn A1jug ‘92130844 JIOM YINOA Ul piemy ¢
92Ud49dXD S JedA T I1ses| Iy 's309[o4d yinoA uj sjos poddns e Supjelspun | |9A97 "3'9 ‘uoiiedljijenb T |9A97 JUBAS|RY v-€
‘3ujuleJy paJinbau pue uoilonpul jo uonedwo)
"J9XJOM pead| Jo JX)JoM YInoA |euoissajoud
‘9|doad SunoA e JO UOI12341p 9y} Japun wed} e Jo Jed se SupjJopn
yum 3upjiom Jo 30ua1adxd 's399[o4d yinoA uj 3jos uoddns e Supjeuapun
syiuow 9 ueyy ssa7 ‘Jje1s pajulodde Aimau pue Suluieuy ul SI9X40M suolledyijenb jueas|al oN T
2Judliadx3 sanljiqisuodsaa pue yiom jo adodg suonedyijenp sjuiod Aed

$9]04 1340\ 1oddng YyinoA

‘jujod Aed wnwiujw a1eudosdde ayj 03 ssaudoud

Jo 03 paiuiodde aq 01 JapJ0 Ul (dudlIadXa pue sallljIgiIsuodsal ‘suoiedijljenb) sjuswalinbal [|e 199w 01 Paau JJe1S SUIISIXD pue MaU 910U 3sed|d

T Xipuaddy

1jeJp [euly — sanljiqisuodsal pue sapeus 3}J0A\ YINoA

93IAJSS 61-8 5,00d

11



ZT/€0/0¢C Medp |eul

suoljeoljijenb jeuoissajold upjel

sangea||0d yim ajou Suiydeod/Aiosiaiadns sejndau sangdes||0d

0] seaJe jsi|e1oads uo 3ujuiedy JejndaJ SulIBA|[Rp ‘SOW0IIN0

Aluond ysiy Jaaijap 01 s1afosd/sswayl yinoA apim Ao jo
Juswdo|anap d1893e41s ‘8'9 ‘@149 40 A0 9Y] Ssodde sjuswdo|anlap
Ad1jod /213938435 1s1|e1dads Joj Alljiqisuodsal [euoliippe

"9]04 YJom 8ul03-uo pue |ejueisgns Uo sa¥ el ‘SaIINp ||n} 03 UOIHpPpPE U| (3usjeanba
Y3InNoA jueAl|aJ e u| 9oualiadxa ‘QT-ST pasiugodaJ 10) uollealyljenb
uonedyylienb 3sod sieah ¢ isea| 1y sjulod Joj pauljano sanjiqisuodsas pue sa1lnp [N} 404 3|qisuodsay J4OM YINOA DN |euOISS940.d 26T
‘JJ81S MdU
8ulojusw y3nouyy *3:9 9|04 419Y3 In0 Asued 03 sandea||od syioddng
"dom pue syafoad jo uoneluswa|dwi
pue juswdo|aAap ‘Suluue|d 213931e43S 03 S9INQIIIUOD
'SUOI1eAI9SqO |euolssajoud
pue syad |n4ssaaons Aq pajesisuowsap o4 ul Adusradwo)
'9]04 J4oMm YinoA juensjau ‘(9104 01 JUBAS|BJ B43YM) S1931UN|OA JO/puk si1a¥Jom Jioddns (ausjeainbas
e ul upjaom Jo (1usjeAinbs swi yinoA jo uoisiaiadns pue usawadeuew Aep 03 Aep 4oy} 9|qisuodsay pasiudodau J0) uoilediyijenb
[IN4) @2ua49dXa SiedA 7 15e9| 1y 'sqn|o Jo syafoad yinoA Suipes) 404 9|qisuodsay 340N YINOA DNI |BUOISSD}0Ud 8T-ST
*(9]04 01 JUBAS|DJ BIBYM) SID33UN|OA
Jo/pue siayiom poddns yinoA jo uoisiaiadns pue juswadeuew Aep
01 Aep Jo4 9|qisuodsal ‘493euew wod) Joddns areludoadde yupn
'S9ngea||0d padualIadxa pue
‘9UO0 03} 9uo pue sdnoJd | Ja8euew aul| wodj duepingd pue Joddns areladoadde yum sqnjd Jo "9n0Qe
ul 9|doad 3unoA yum Aj3oauip | syoafoad Suipea| Joj 9|gisuodsas ‘Sujuied) pue uodNpuUl [ellul JOYY JO ¥ DAN 1e uoinealyljenb
3upjdom jo (3uajeainba swiy 'suoliealyljenb JNr jeuolssajosd Supjel asoys ‘suollealyljenb |[euolssajold DN e 9yepspun
[IN}) @2usluadxD S JedA T 1se9| 1y JDNT |euoissajoud pe)s 03 uliedasd asoy) ‘jjeis pajuiodde ApmanN 01 Ajljige pue JuswHWWOo) YI-€1
2oualiadx3 salljigqisuodsas pue }iom jo 2dods suoledjijenp sjuiod Aed

J)40/\\ YINOoA 1sije122ds winjnaiLIng pue JaJoM YInoA paseg Ajlunwiwo) - s3]04 19)JOM YINoA |euoissajold

‘3uiuiesy 8ui03-uo palinbad jo uonadwo)
"J93euew Ayljedo|/193I10Mm

3|04

3dom yinoA |euoissajoud o3 uoissasdoud

12



APPENDIX 2

PETERBOROUGH

é CITY COUNCIL

SELF DISCLOSURE POLICY

1. Purpose of the Polic

Peterborough City Council has a duty of care to protect the well being of the public
and service users and in particular children and vulnerable adults in its care who are
considered to be especially vulnerable or at risk. Pre employment checks and other
safe employment practices are a requirement to ensure that people who may pose a
threat to children and vulnerable adults are not given positions of trust where they
could exploit those entrusted to their care.

2. Principles

Where a post is covered by the Rehabilitation of Offenders Act 1974
(Exceptions) Order 1975 (for example, posts involving work with children or
vulnerable adults) both spent and unspent convictions must be declared on
application forms.

Failure to disclose convictions on application forms and/or with the line
manager may result in disciplinary action.

Following appointment, employees have a responsibility to report as soon as
is reasonably practicable any relevant changes of circumstance to their
employer. These include any criminal investigations, convictions or warnings
they may become the subject of, or any other relevant information which a
reasonable employer might consider to impact on their employment

Any existing employee may be asked to undertake a CRB re-check in line
with council policy. Refusing to comply with such a request may result in the
employee being subject to formal disciplinary action for ‘deliberate and/or
unreasonable refusal to carry out lawful and safe instructions issued by an
appropriate manager/supervisor, and/or to comply with a contractual
agreement.

Confidentiality cannot be guaranteed where concerns arise about the welfare
or safety of children or vulnerable adults but any information sharing will be in
accordance with relevant legislation and policy and only as is necessary in
the circumstances.

Employees should always discuss with their line manager any difficulties or
problems, as soon as is reasonably practicable, that may impact on their
suitability to work with children and vulnerable adults, so that appropriate
support can be provided or action taken.

V2 080511

Page 1 of 1
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APPENDIX 3

PETERBOROUGH

‘ CITY COUNCIL

TRAINING AND DEVELOPMENT POLICY

Draft 16/04/12 Version 10

1. Purpose of the Policy

Peterborough City Council recognises that effective training and development offers
benefits to the individual, the organisation and the community as a whole.

Training and development within the council will make an impact by:

e Improving performance by developing knowledge, skills, behaviours and
capability amongst employees so that they are motivated, can respond positively
to change, perform effectively and efficiently to deliver current services and meet
future demands.

¢ Enabling the deployment, development, progression and retention of talented
employees with the potential to contribute to the achievement of the council’s
strategic priorities, business objectives and values.

This policy together with Learning Contract and its guidelines X:\Corporate
Training\Shared\Learner Contracts\Learner Contract Docs allows for decisions to be
made on the development of individuals and groups of employees and provides
continuing support

2.1 This policy will be applied consistently across the council to all its employees.

2.2 Any external consultants or third party suppliers providing training and
development services, must act in accordance with this policy. The
appropriate training or workforce development team is responsible for
providing such parties with this policy prior to their engagement.

2.3 Consultants, interims, agency, relief/casual and fixed term workers on
contracts that are three months or less should be provided with training to
ensure mandatory requirements are met (e.g. health and safety, data
protection etc.). Induction training (local, departmental or corporate) will also
be provided only to enable them to perform their role effectively.

Training and Development Policy &
supporting documents

Effective: XXXX

Published: XXXX
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3. Key Principles

All training and development will be aligned to and primarily focused on
supporting the achievement of the council’s strategic priorities.

o All training and development will be based on identified development needs
and how these should be met. Development needs will be discussed as part
of the annual performance development review (PDR) and thereafter within
1:1s/supervision meetings.

o Where possible, reasonable time and financial support will be agreed by line
managers for employees to study for relevant professional qualifications that
are appropriate to their role, that will support their future employability and
meet the needs and priorities of the council. Where such support is provided
all employees will be required to sign a learning contract which will set out the
details of the support provided and the circumstances where the employee
will be required to repay the costs involved.

o The council is committed to achieving and maintaining the standards of
Investors in People (liP), and the Peterborough Skills Vision —
http://www.opportunitypeterborough.co.uk/work/skills-vision/ demonstrating
that it recognises the importance of training, learning and development so that
everyone is able to contribute their best in delivering quality services to the
community and enable the council to achieve its priorities and objectives.

o The council is committed, through its PDR process, to the creation of training
and development opportunities for all staff and will work to ensure equality of
opportunity/open accessibility for all employees.

o All employees are entitled to receive an induction into their job, their team and
the organisation X:\Corporate Training\Shared\Local Induction\Local Induction
Checklist.doc. Managers are expected to ensure this occurs.

o The council will work in partnership with its trade unions consulting on how
training needs are identified and provided for.

o All employees have a right to request training in accordance with employment
legislation.

o The value, benefits and impact of all training provision and activities will be
evaluated; these will be assessed from an individual level, team/directorate
level and an organisational level and the results reported. Comparisons will
also be made with external standards of best practice and performance with
compatible organisations.

Training and Development Policy &
supporting documents

Effective: XXXX

Published: XXXX
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Responsibilities

31 Employees:

Training and development is most effective when individuals take
responsibility for their own learning. Employees are expected to take
ownership and responsibility for their personal development in relation to their
work. This includes analysing their skills, aptitudes and potential development
needs, as well as having a positive attitude and proactive approach to
development.

The council believes that training and development is a continuous process. There is
an expectation that staff will practise continuous professional development within
their area of expertise and be open to opportunities for self development. The PDR
system allows for individuals to make suggestions for development at least annually.
Employees also have the legal right to request training and development.

Employees are expected to:-

» take an active role in planning and achieving their own personal development,
including undertaking self development and any agreed development
activities;

» identify their needs and carefully assess a range of training, learning and

development options before those choices are discussed and agreed with

their managers;

attend, contribute to and agree timely PDRs

share knowledge and skills acquired with their colleagues;

apply the learning and assess its impact on their skills & performance;

evaluate with their manager all training and development activities they have

undertaken;

» source and book training courses once approved, using the Learning Site and
Core Programme

» attend booked training courses; failure to give adequate notice if they cannot
attend or a cancellation within 10 days of the course will result in a charge
being applied.

Y VV

3.2 Line managers

Line managers are responsible for implementing this policy and ensuring that
the training and development needs of their employees both individually and
as a group, are identified and that these are appropriately addressed.

Line managers are responsible for providing support and guidance in relation to the
training and development of those reporting to them, particularly identifying
development needs and making sure that appropriate solutions are determined,
implemented and evaluated.

Advice and information for managers is available on The Learning Site -
http://insite/Information%20Library2/InfoLibraryPages/AreaDetails.aspx?ArealD=6

Line managers are expected to:

Training and Development Policy &
supporting documents

Effective: XXXX

Published: XXXX
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3.3

set objectives for both performance and for training, learning and development
to meet business needs at individual, departmental and directorate levels
conduct appropriate PDRs, 1:1s and supervision meetings to support
achievement of these objectives, and to include proposed solutions in the
departmental training plans

encourage and support employees involvement in a range of learning and
development activities; where possible create opportunities that are not
training courses including self development, e learning, coaching,
secondments, on the job learning

provide guidance to employees on the skills and knowledge required for their
current role; facilitate the induction of all new employees to the council by
providing the training and development they need to do their job

provide suitable opportunities for employees to apply newly acquired skills and
knowledge; give individuals and teams regular feedback on their performance
to actively identify future learning and development needs

ensure that any training, learning and development being planned by a
member of their team represents good value for money and fits with
organisational priorities, procedures and policies

evaluate and report the impact and benefits of all learning and development
activities undertaken by members of their teams

ensure they have the skills, capabilities and knowledge to undertake the
above

Senior management

Senior management is responsible for actively encouraging training, learning
and development to enable the council to meet its business objectives and for
ensuring that resources are made available for this purpose.

Senior managers are expected to:

>

>

vV VYVV VvV V

3.4

demonstrate continued commitment to both the councils liP accreditation and
the Peterborough Skills Vision, showing that all learning is valued

encourage line managers to effectively use a range of learning opportunities
and methods including secondment and acting up opportunities where
appropriate and to help employees to meet the constant changes facing the
organisation

determine and agree the key training priorities that will assist the organisation
and their department meet its business objectives

champion and ensure the use of the performance management processes to
enable managers to discuss training, learning and development needs
consult with trade unions on appropriate training and development issues
identify and make resources/budget available

review the impact, benefits and contribution of training and development in
meeting business objectives, priorities and performance

approve requests for support under the Learner contract

The role of HR Business Partners

The HR Business Partners are responsible for offering information, advice and
support to senior managers/HOS in their roles as described above.

Training and Development Policy &
supporting documents

Effective: XXXX

Published: XXXX
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HR Business Partners are expected to:

» ensure that all training and development activity taking place within their
business areas is in line with and supports this policy and complies with
corporate standards and processes for undertaking training and development

» provide advice to line managers and employees on how to implement training
policies and processes; and information on training and learning options and
methods

» oversee the Learner Contract guidelines covering funding and study leave etc
and ensure they are implemented in a fair and equitable manner

3.5 The HR Training & Development team

The Training and Development team will work with the leadership,
management, trade union representatives and employees to ensure that the
council has the skilled and competent workforce to deliver its strategic
priorities and quality services.

The team is expected to:

» review regularly the corporate Training and Development Strategy to reflect
changing business, organisational or service requirements

» collate information on core generic training needs (e.g. leadership,

management development, business admin sKkills, personal

effectiveness/skills, communication skills, ICT); and to plan training provision,

resource/budget accordingly

design and deliver training and development activities that are agreed to be

organised centrally

source, commission and performance manage external suppliers

develop and maintain training policies, standards, systems and processes and

ensure these are applied consistently

evaluate the overall effectiveness of training and development activities; report

on their impact, value-for-money and benefits

provide and maintain key tools to support development (e.g. the PDR process,

ResourcelLink, training materials, guides, e learning)

provide advice, guidance and support on training and development matters

lead the council’s efforts to maintain its liP accreditation

consult with trade unions on appropriate learning and development issues

YVVV VWV ¥V VYV V

3.6 The departmental training or workforce development teams

The departmental training teams are responsible for identifying departmental
related specific, functional or professional training solutions and managing the
departmental training plan.

These training/workforce development teams are expected to:

» gather information in a coordinated manner to identify departmental functional,
technical or professional specific training needs, develop departmental training
strategies aligned to corporate strategy, and plan training provision, resources
and manage budget accordingly

» provide advice, guidance and support on training and development matters;

» support the council’s efforts to maintain its liP accreditation
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» source, commission and performance manage external suppliers to develop
and/or deliver learning solutions

» coordinate and manage the design and delivery of training, learning and
development activities that are agreed to be organised by directorates

» evaluate the overall effectiveness learning and development activities; report
on impact and benefits of training and development; as well as efficiency of
their training function

3.7 Learning and development budget and procurement of suppliers

» Each directorate will have its own training budget. It is the responsibility of
each budget holder to ensure that the budget is managed with a consequent
prioritisation (what does this mean?)of the training and development needs
identified.

» Procurement of any externally provided activity must follow council
procurement rules and where applicable use only agreed suppliers. Advice on
suppliers can be sought from the HR Training and Development team.

4. References for further information

To carry out the intent of this policy you will need to refer to:

Internal policies and procedures
PDR Process and Guidelines
Induction Policy and Procedure
Capability Policy

Learner Contract and Guidelines
Secondment Procedure

Acting up Procedure

O 0O O O O O

Training
e Managing your Teams Development — e learning and workshop
e The Learning Site

5. Further Advice

Advice and support is available from your HR Business Partner or HR Training and
Development.

6. Authorisation and review

This policy has been authorised by:

Head of Human Resources

Next review date: xxxx
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PETERBOROUGH

U

THIS AGREEMENT is made on the day of 20

CITY COUNCIL

BETWEEN:

(1) Peterborough City Council, [address] (the “Council’); and

(2) [Employee Name], [Employee Number] (the “Employee”).

The Council has agreed to provide the financial support set out in Schedule 1 (the
“Support”) to the Employee for the training, development and education described in

Schedule 2 (the “Training”) on the terms of this Agreement.

1. Employee’s Obligations:

1.1 The Employee hereby undertakes to:

1.1.1. work hard to achieve an acceptable standard in the Training whilst not
allowing job performance to suffer;

1.1.2 provide copies of and review with the Council any assignment assessments,
progress reports and examination results at each stage of the Training;

1.1.3 authorise disclosure of the information referred to in clause 1.1.2 if such
authorisation is required by the Training provider;

1.1.4 not reveal any information which may damage the Council’s reputation or
which may breach any duties of confidentiality which the Council may have;

1.1.5 not refer to cases or inquiries under investigation by the Council or not yet
published by the Council.

2. Employee’s Understanding

2.1 The Employee hereby acknowledges and confirms his/her understanding
that:

2.1.1 the award of the Support to the Employee does not mean that the Council can
or will guarantee that a particular position or title at the Council will be
available to the Employee on completion of the Training;

2.1.2 the Council has agreed to provide the Support because it wishes to improve
the skills and knowledge of the Employee and to secure the benefit of this
improvement for the Council through the employment of the Employee
following completion of the Training; and

2.1.3 the Employee will be required to repay the Support in the circumstances set
out in clause 3.1.
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2.2

2.21

222

3.1.5

3.2

3.21

3.2.2

3.2.3

3.3

3.4

The Employee further confirms that he/she:

has read and understood the Council’s guidelines on learning and training
which are attached at Schedule 3; and

has been given at least 5 days to read and understand the terms of this
Agreement.

Repayment

This is a very important part of the Agreement and the Employee
should read the following clauses carefully.

The Employee will be required to repay the Support in full if the
Employee:

does not complete the Training to the satisfaction of the Council;

damages the reputation of the Council by his/her behaviour while
attending Training;

leaves the employment of the Council voluntarily or for misconduct
reasons before completing the Training;

leaves the employment of the Council for misconduct reasons within
two years of completing the Training; or

leaves the employment of the Council voluntarily to take up a position
outside local government within two years of completing the Training.

If the Employee is required to repay any or all of the Support to the Council
the Council shall be entitled to:

deduct such repayment from the Employee’s salary in one instalment;

agree a repayment schedule with the Employee whereby the repayment shall
be made by a series of deductions from the Employee’s salary payments; or

agree a repayment schedule with the Employee whereby the repayment shall
be repaid by direct debit or standing order from the Employee’s bank or
building society account;

The Council will endeavour to agree a repayment method and schedule with
the Employee but the Council has complete discretion as to the choice of
repayment method and the timing of any repayment.

The Council may take whatever legal action it deems necessary to recover
the Support.
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Employee Signature:

Name Signature

Signed on behalf of Peterborough City Council:

Name Signature

ONCE SIGNED BY EMPLOYEE AND MANAGER, SEND ORIGINAL COMPLETE
FORM TO TRAINING AND DEVELOPMENT TEAM, HUMAN RESOURCES,
MIDGATE HOUSE, PE1 1TN.

COPY TO BE RETAINED BY EMPLOYEE AND MANAGER
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SCHEDULE 1
FINANCIAL SUPPORT

The Employee will receive the following financial support:

Element Total value of support

Fees

Travel expenses

Examination/membership/
registration fees

Books/study materials

Study leave

Examination leave

Other expenses
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SCHEDULE 2

TRAINING, DEVELOPMENT AND EDUCATION

Please enter details of the course of study, learning or development, provider,
institution, location, duration, expected qualification etc.

In addition provide details of the support, encouragement and assistance to be
provided by the employee’s manager
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SCHEDULE 3

LEARNING CONTRACT GUIDELINES
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LEARNING CONTRACT GUIDELINES
1. Statement

1.1The Council is committed to actively encouraging and supporting its employees to
gain the development, skills and qualifications that will support their future
employability and meet the needs and priorities of the Council.

1.2 The Council requires all employees to formally request support for learning and to
enter into a learning contract for any agreed course of study or learning.

1.3 For any agreed course of study activity that lasts more than 12 months and
where there is a financial implication across more than one financial year, the
decision to continue to support the course / learning activity will be made on an
annual basis. The Council will try to support employees throughout the course of
study but this cannot be guaranteed.

2. Equal opportunities

2.1 The Council is an equal opportunity employer. It aims to implement and monitor
employee development practices to ensure that no employee is treated less
favourably on the grounds of sex, race, disability, ethnic origin, marital status, age,
religion, sexual orientation or hours worked and that access to learning is for all
employees according to need and priorities.

3. Criteria for Approval.
3.1 Approval of support for learning will be based therefore on the following criteria:

= The learning need is identified in departmental business or service plans as a
requirement to achieve the Council’s priorities or business objectives.

= The learning need is identified in the employee’s performance and
development review to improve performance.

= There is budget provision available and no detrimental impact upon service
delivery.

= The learning need meets the requirement’s of the employee’s role and/or the
relevant professional body and its standards.

3.2 If any one of these criteria is not met the line manager must be able to justify the
requirement to reallocate budget resources on the basis of:

= New legislation affecting the service that had not been foreseen.

= Improving service performance as a matter of urgency.

= Reallocation of work to accommodate maternity or other long-term sickness
absence.

4. Study Leave

4.1 Once support for learning has been agreed, the Council will allow the employee
to attend the course on a day release / half day release / block release basis as
specified in the course programme. This decision must be agreed between the
employee’s manager and the employee and must balance the course requirements
and the agreed level of service delivery.
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4.2 The employee must attend work as normal on days when he/she is not required
to attend the course.

4.3 If the course is by distance learning the employee will be entitled to study leave
on a basis equivalent to half a day per week i.e. 3% hours leave. This study leave
should be used to accommodate tutorials if applicable as well as personal study.

4.4 These arrangements include additionally time off to sit examinations.
5. Examination revision leave

5.1 Leave to allow revision for examinations will be granted on the basis of half a
day’s leave i.e. 3)%2 hours per examination.

5.2 The scheduling of this leave must be agreed in advance with the employee’s
manager.

5.3 Employees who do not work 37 hours per week or who are required to work
flexibly within an annualised hours agreement will be given the same level of support
as someone working 37 hours per week, tailored to their normal work patterns.

6. Authorisation process

6.1 All employees who wish to undertake a course which requires financial support
must submit a request in writing to their line manager, stating:
¢ how it will benefit them, their department and the Council; and
e demonstrating they have the capability to undertake the course and the
commitment to complete it successfully.

6.2 Those employees who have already received financial support previously will
have a lower priority.

6.3 If approved, managers will confirm this to the employee who will be asked to sign
the learning contract that specifies the support made to the employee, the
expectations the Council has of the employee and repayment arrangements.

7. Financial Support for budgeted activities

7.1 Managers will determine the specific level of financial support that can be
provided for each applicant, but overall the Council recommends the following:

Tuition fees — 100%

Registration & professional body membership fees 100%
Examination fees (first attempt) 100%

Travel expenses — see below

Subsistence — refer to existing policy

Books — discretionary

Tools and equipment - discretionary

7.2 Public transport should be used where possible and reimbursement will be for
second-class rail travel &/or bus fares.
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7.3 Prior approval must be obtained for alternative travel arrangements (for example
own car or shared car), whether they are temporary or permanent arrangements. If
an employee can attend the course by public transport but prefers to use their own
car, they will only receive travel expenses up to the public transport equivalent.

7.4 There is no automatic right to use a pool car, even when an employee has the
dedicated use of a pool car for work.

7.5 The Council expects employees to make full use of library services and the
Internet.

7.6 Employees are expected to check whether requirements for tools or equipment
can be met in house within existing equipment and resources.

If this is not possible special approval for such expenditure (within budget) must be
made to their manager. Any such tools / equipment will remain the property of the
Council.

8. Financial Support for non-budgeted activities

8.1 If the requested course has not been anticipated and there are no available funds
the request for support may be turned down for the current financial year.

However, the request may be carried forward and reconsidered in the next financial
year.

8.2 If there are limited funds available in the budget the employee may receive only a
proportion of the costs of the course and must therefore contribute the difference
personally if they wish to proceed in the current year.

8.3 An agreement with each employee will be made according to their
circumstances.

9. Calculation of Financial Assistance

9.1 In the calculation of the financial support made to an employee, tuition fees,
examination fees, membership fees, registration fees, exemption fees and public
transport travel costs will be included. Salary and related employment costs will not
be included.

10. Withdrawal of Financial support
10.1 The decision to support learning will be reviewed each financial year.
11. Repayment

11.1 The Council reserves the right to demand repayment of any financial support
given to the employee in certain circumstances and subject to time limits which will
be advised to the employee at the time, for example, if the employee leaves the
employment of the Council within 2 years of completing the course or does not
complete the course.
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11.2 If the employee terminates his/her employment or fails to complete the course
on the grounds of ill health, maternity or disability (within the meaning of the Disability
Discrimination Act), the Council would not require repayment of the financial support
but may require the employee to rearrange or defer completion of the course where
possible.

11.3 Where an employee is made redundant ( Compulsory and Voluntarily) the
Council would not require repayment of the financial support.

12. Knowledge sharing

12.1 Sharing learning is a key part of the learning process. It is a requirement
therefore that the employee considers how they can share learning with colleagues
where relevant. This should include the sharing of course work and of dissertations.

13. Employee Obligations

13.1 The employee is expected to make a reasonable effort to achieve the required
standard on the course.

13.2 The employee must take care that in the course of his/her studies he/she does
not reveal any information that could be damaging to the Council’s reputation, or
disclose any confidential information. Current cases under investigation or not yet
published information should never be referred to in course work.

13.3 Information in the public domain can be used in course work

13.4 The employee must ensure that the Council is given information about his/her
progress/ assessments/ learning performance and should authorise such disclosure
from the learning provider if required.

13.5 The employee must complete any monitoring and evaluation activities
throughout the duration of the course as required.

14. Managers Obligations

14.1 Managers are expected to discuss with the employee, agree and provide the
level and type of support, assistance, opportunities and advice they require to
successfully complete the course of study and to apply that learning in the workplace.
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EMPLOYMENT COMMITTEE AGENDA ITEM No. 5

14 JUNE 2012 PUBLIC REPORT

Cabinet Member(s) responsible: Councillor Gr Uff Marco Cereste — Leader of the Council

and Cabinet Member for Growth, Strategic Planning and
Economic Development

Contact Officer(s): | Helen Edwards — Solicitor to the Council Tel. (01733) 452539

Gemma George — Senior Governance Officer Tel. (01733) 452268

MEMBER APPOINMENTS TO THE EMPLOYEE APPEALS SUB-COMMITTEE

RECOMMENDATIONS

FROM : Solicitor to the Council | Deadline date : N.A.

That the Employment Committee appoints three Members to the Employee Appeals Sub-
Committee, these appointments to be in accordance with the political balance arrangements of

the Council.

1. ORIGIN OF REPORT

1.1 This report is submitted to the Employment Committee following the approval of the revised
Committee structure at the Annual Council meeting held on 23 May 2012.

2, PURPOSE AND REASON FOR REPORT

2.1 The purpose of this report is to appoint three Members to the Employee Appeals Sub-
Committee in accordance with the political balance arrangements of the Council.

2.2 This report is for the Committee to consider under its Terms of Reference No. 2.3.1.2 ‘to
determine employee procedures, including dismissal procedures’ and 2.3.2 to hear and
determine all employee appeals arising from agreed employee policies and procedures’.

3. TIMESCALE

Is this a Major Policy NO If Yes, date for relevant | N/A
Item/Statutory Plan? Cabinet Meeting

4, BACKGROUND

41 At the meeting of Annual Council, held on 23 May 2012, the Committee structure for 2012 /
2013 was debated.

4.2 The original proposed Committee structure had been voted against by a minority of

Members and a revised Committee structure was subsequently tabled. This revised
structure incorporated the Employee Appeals Sub-Committee into the political balance
arrangements where it had not been previously.
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4.3

4.2

4.4

4.5

The core membership of the Employee Appeals Sub-Committee is therefore three
Members; two to be Conservative and one Minority Group Member, in accordance with the
political balance requirements.

It was highlighted that Members would be appointed to the Employee Appeals Sub-
Committee at the Employment Committee’s first meeting of the new Municipal Year.

The Employment Committee must therefore nominate three Members to serve on this Sub-
Committee.

In addition to those nominated, additional Members may also be called upon from a pool of
trained members to hear particular cases. This is to ensure that sufficient Members are
available to hear appeals, that the Members hearing an appeal have received the relevant
training with regards to the issue in question and that the Members hearing an appeal were
not involved in the original decision which is in question.

CONSULTATION

All Members have been notified, via the Annual Council papers, that Sub-Committee
Members would be nominated at the first meeting of the Employment Committee.

ANTICIPATED OUTCOMES

Three Members, two Conservative and one minority Member, will be nominated to sit on
the Employee Appeals Sub-Committee.

REASONS FOR RECOMMENDATIONS

To enable employee dismissal appeals to be conducted in a consistent manner, with
Members who are knowledgeable and capable.

ALTERNATIVE OPTIONS CONSIDERED

There were no other options considered. If appointments were not made it would be
unclear which Members should form the Sub-Committee when required.

IMPLICATIONS

If Members were not appointed to the Sub-Committee the process for undertaking
employee dismissal appeals would be less efficient.
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