
 
 

 
 

 
 
Town Hall | 61 Newland Street | Witham | CM8 2FE 
01376 520627 
witham.gov.uk 

AGENDA 
 
Meeting of: Staffing Committee 
 
Date:  Monday, 3rd June 2024 Time: 7:30 p.m. 
 
Place:  Council Chamber, Town Hall, Newland Street, Witham, CM8 2FE 
 
Members are hereby summoned to attend the above Meeting to transact the following business. 
Members are respectfully reminded that each item on the Agenda should be carefully examined. If 
you have any interest, it must be duly declared. 

To be present: Councillors   
              
P.     Barlow (Chairman)  P.  Heath 
L.  Barlow      J.  Martin  
B.  Fleet    R.  Playle 
 

 
Nikki Smith 
Town Clerk            
      
   

1. APOLOGIES FOR ABSENCE 
 
To receive and approve apologies for absence. 
 

2. DECLARATIONS OF INTEREST 
 
To receive any declarations of interest. 
 

3. MINUTES OF THE PREVIOUS MEETING HELD 9th OCTOBER 2023 
 
To receive the minutes of the meeting held 9th October 2023 (previously circulated). 
 

4. NJC PAY CLAIM 2024-2025 
 
To receive an update on the 2024-2025 NJC Pay Claim attached at page 3. 
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5. VDU POLICY 

To receive and review the VDU Policy, attached at page 24 . 

6. STAFF CODE OF CONDUCT 

To receive and review the Staff Code of Conduct, attached at page 25 . 

7. STAFF HANDBOOK 

To receive an amendment to the Staff Handbook, attached at pag  e 31. 

8. EMPLOYER DISCRETIONS POLICY 

To receive and review the Employers Discretions Policy, attached at page 32. 

9. EXCLUSION OF THE PRESS AND PUBLIC 

TO RESOLVE That under the Public Bodies (Admissions to Meetings) Act 
1960, the press and public be excluded from the Meeting for the 
consideration of the remaining items of business on the grounds they 
involve the likely disclosure of exempt information falling within Schedule 
12A (S4) of the Local Government Act 1972. 

10. TOWN CLERK’S REPORT 

To receive a verbal report from the Town Clerk on matters arising. 

11. STAFFING MATTERS 

To receive a report on Staffing Matters   . 

12. TRAINING UPDATE 

To receive a training updat .e    
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Officer Report:  Local Government Pay Claim 2024/2025  
 

 

 
To note:  
 
The Local Government Pay Claim for 2024-2025 was submitted by the Trade Union Side of the National Joint 
Council for Local Government Services on 29th February 2024 and is- 
 

 An increase of at least £3,000 or 10% (whichever is greater) on all spinal column points  
In addition:  

 Reviews of the gender, ethnicity and disability pay gaps in local government  

 A 2-hour reduction in the working week with no detriment  

 An additional day of annual leave for personal or well-being purposes (with term time only staff also 
receiving a full day rather than a pro-rata amount, that they can use at any time, including term time)  

 A phased approach to reaching a minimum pay rate of £15 an hour in a maximum of two years, sooner if 
possible 

 
(The full claim is attached at page 4) 
 
On the 16th May the employers’ side responded with the following “full and final” offer to the NJC unions: 

 With effect from 1 April 2024, an increase of £1,290 (pro rata for part-time employees) is to be paid as a 
consolidated, permanent addition on all NJC pay points 2 to 43 inclusive. 

 With effect from 1 April 2024, an increase of 2.50 per cent on all pay points in grades 44 – 62. 
 

All other aspects of the union's pay claim are rejected. 
 
The unions will now determine their response. 
 
 
 
 
 
 
 
 

 

Advice:  
 
To receive and note. 

 

ITEM NO: 4 

3

Staffing Committee - 03.06.2024



 

1 
 

         

Trade Union Side of the National Joint Council for Local Government Services: 
England, Wales and Northern Ireland 

 
 

NJC PAY CLAIM 2024-25 
 
 
 

This NJC pay claim for 2024-25 is made by the Joint Trade Union Side (UNISON, GMB and UNITE) to 
the Local Government Association. 
 

 
Our claim is for: 

• An increase of at least £3,000 or 10% (whichever is greater) on all spinal column 
points 
 

In addition: 

• Reviews of the gender, ethnicity and disability pay gaps in local government 

• A 2-hour reduction in the working week with no detriment 

• An additional day of annual leave for personal or well-being purposes (with term time 
only staff also receiving a full day rather than a pro rata amount, that they can use at 
any time, including term time) 

• A phased approach to reaching a minimum pay rate of £15 an hour in a maximum of 
two years, sooner if possible 
 
 

 

29 FEB 2024 
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KEY POINTS IN OUR CLAIM  
 
COST OF LIVING CRISIS 

• The cost of living crisis is pushing our members into more debt 

• Their basic spending is overtaking their income each month 

• The TUC has warned of a “debt time bomb” for households in 2024 

• 1 in 5 households have less than £100 spare each month 

• Over 2023, household costs rose faster than NJC pay increases 
 
ECONOMIC BACKGROUND 

• NJC staff have lost (on average) 25% from the value of their pay since 2010 

• The cost of living has risen by 59.4% since 2010 while NJC pay has risen by 27% 

• For 10 of the last 14 years, NJC pay awards have fallen below average pay awards  

• The cost of meeting this pay claim is £2,169m 

• The net cost would be £1,227m - after deductions for taxes and benefit spend 

• In total, just over half (51%) the cost of this pay claim would be recouped by government 
 
COMPARING NJC PAY 

• Local government will be unable to attract and retain staff if pay continues to fall  

• Pay in local government is still among the lowest in the public sector 

• NJC SCP 2, 3 and 4 all now fall below the £12 UK Foundation Living Wage rate 

• Our claim would lift NJC SCP 2 to £13.15 per hour – passing the Foundation rate 

• From April, the legal minimum wage will climb to £11.44 per hour (15p behind NJC SCP 2) 

• NJC pay has fallen back into bargain basement territory 
 
ACHIEVING A £15 PER HOUR MINIMUM RATE 

• Many organisations are calling for a minimum wage of £15 per hour 

• For members on low incomes, this would provide a desperately needed boost to incomes 

• There are currently 16 NJC spinal column points that fall below £15 an hour 

• The TU Side is recommending local government adopts a phased approach to £15p/h 

• NJC pay could reach £15 an hour by April 2026, via three annual increases of 10%  

• More than other measure, this would undo the damage done by the cost of living crisis 
 
RECRUITMENT AND RETENTION CRISIS 

• More than 9 in 10 councils are experiencing staff recruitment and retention problems 

• Nearly half of all councils now have vacant HGV driver posts 

• Nationally the unemployment rate is at the lowest level for almost 50 years 

• Low local government pay and low unemployment mean that local authorities will continue 
to struggle to recruit 

 
PAY-RELATED CONDITIONS OF WORK 

• Reviews of the gender, ethnicity and disability pay gaps in local government are needed 

• A 2 hour reduction to the working week and an additional day of annual leave will support 
staff in their work-life balance and wellbeing  

 
EQUALITY IMPACT 

• Low pay in local government disproportionately affects those with protected characteristics 

• A gender pay gap exists in local government 

• This may extend to other equalities areas (including ethnicity and disability) 
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2. CONTEXT OF OUR CLAIM 

Since 2010, NJC staff have lost (on average) 25% from the value of their pay. Over the same period, 

the cost of living has risen by nearly 60%. This situation is being made even worse by the ongoing 

cost of living crisis - which is pushing our local government members into more and more debt. Our 

members are now seeing their basic spending overtake their income, with 1 in 5 households having 

less than £100 to spare each month. 

For a workforce that delivers key, frontline services to communities (often supporting some of the 

poorest and most vulnerable in society), the idea that those staff are being pushed into poverty 

themselves is unacceptable.  

Our headline claim is for an increase of at least £3,000 or 10% (whichever is greater) on all spinal 

column points (with the £3,000 figure adjusted for London as usual). 

Low pay doesn’t just harm staff - it is also a key factor in more than 9 in 10 councils experiencing 

staff recruitment and retention problems. Low pay and low unemployment mean that local 

authorities will continue to struggle to recruit as they will be unable to compete in the wider labour 

market.  

Pay in local government remains among the lowest in the public sector – with NJC SCPs 2, 3 and 4 all 

now falling below the £12 UK Foundation Living Wage rate. From April, the legal minimum wage will 

climb to £11.44 per hour – just 15p behind NJC SCP 2. NJC pay cannot continue playing cat and 

mouse with the legal minimum wage. It’s time for local government employers to finally create 

some much-needed headroom between NJC pay and bargain basement, minimum wage pay. 

One way to achieve that headroom would be to introduce a minimum rate of £15 per hour – 

something being called for by the Trades Union Congress - along with charities and organisations 

concerned with low pay. There are currently 16 NJC spinal column points that fall below £15 an 

hour. The Trade Union (TU) Side is recommending local government adopts a phased approach to 

reach £15 an hour in a maximum of two years, sooner if possible. 

In addition to our headline claim the TU Side is also calling on the employer to review the gender, 

ethnicity and disability pay gaps in local government - and to work with us to resolve any issues this 

reveals. We are also asking for a reduction to the working week along with an additional day of 

annual leave for personal or well-being purposes (with term time only staff also receiving a full day 

rather than a pro rata amount, that they can use at any time, including term time). The Trade Union 

side reiterates its call for joint work on a new contract model for term time only workers, bringing in 

52 week contracts and pay for those that want them. 

The TU Side knows that this pay claim is affordable. In total, over half the cost of this pay claim 

would be recouped by government. We call on the employers to join us in successfully making the 

case to government for more central government funding to support better services and to fully 

fund any pay award.    

The TU Side believes our headline claim for an increase of at least £3,000 or 10% (whichever is 

greater) on all spinal column points is fair and appropriate - and we expect the LGA to enter into 

meaningful negotiations with us on our claim. We are concerned that it is some years since proper 

pay talks have taken place. Meaningful negotiations would enable both sides to exchange views and 
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seek to reach an agreement if at all possible. This would also be in line with Labour Relations (Public 

Service) Convention, 1978 (No.15), which promotes collective bargaining for public employees, as 

well as other methods allowing public employees’ representatives to participate in the 

determination of their conditions of employment.  

3. COST OF LIVING CRISIS 

3.1 Household debt 

As the cost of living crisis continues, many of our members are seeing their basic spending overtake 

their income each month. Many are building up debt just to get by, with no way of repaying what 

they already owe. The Trades Union Congress (TUC) has warned of a “debt time bomb” as 

households are set to face a £1,400 rise in credit card and loan debt in 2024. This is an increase of 

11% on 2023.1 

The TUC analysis found that over the course of the next parliament, unsecured debt is set to rocket 

by £6,000 on average per family.  That includes debt from credit cards, loans and purchase hire 

agreements, while excluding mortgages and student loans. 

More than one in five households (22%) have less than £100 spare each month, according to 

research by the building society Nationwide2. The average amount left after paying bills has also 

dropped from £328 in 2021 to £295 in 2022 and £237 at the end of 2023. This is clearly an 

unsustainable problem and one that employers must address urgently, via inflation-busting pay 

increases. 

3.2 Cost of living rises Vs NJC pay in 2023 

Over 2023, household costs continued to outstrip NJC pay increases, with rents, personal 

expenditure, food, travel, leisure and consumer durables all rising faster than NJC pay, which 

increased by an average of 6.4% over the same period - as demonstrated in the graph below: 

Graph 1: Cost of living increases Vs NJC pay 2023-24 

 

 
1 TUC analysis, Jan 2024 

2 Nationwide Building Society research, Jan 2024 
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4.  ECONOMIC BACKGROUND 

4.1 Value of NJC pay  
When measured against the overall rise in inflation since 2009/10, NJC staff are losing out. On 

average, staff have lost 25% from the value of their pay since 2010 (see appendix 1). 

When analysed by job role, even those on lower incomes (who have seen the benefit of bottom 

loading in some pay awards), are worse off than they were in 2009/10.  

Table 1: Real (RPI) changes to selected spine points 2009/10 to 2022/23 

Occupation Old Spine 
Point 

2009/10 2022/23 New 
Spine 
Point 

Real 
change 

(%) 

Cleaner  6 £12,489 £20,258 1 -7.4 

Customer Services Officer  11 £14,733 £20,812 3 -14.3 

Refuse And Recycling Collector 13 £15,444 £21,189 4 -19.5 

Library Assistant  16 £16,440 £21,968 6 -23.7 

Teaching Assistant (Level 2) 17 £16,830 £21,968 6 -23.7 

Crematorium Officer 18 £17,161 £22,396 7 -25.5 

Qualified Residential Care Worker  21 £19,126 £24,054 11 -28.2 

HLTA 28 £23,708 £29,439 22 -29.1 

Librarian  31 £26,276 £32,020 25 -30.4 

Environmental Health Officer 34 £28,636 £34,723 28 -30.8 

Access to Housing Officer 38 £31,754 £38,296 32 -31.1 

Social Worker  36 £30,011 £36,298 30 -30.9 

Accountant  41 £34,549 £41,496 35 -31.4 

Children’s Residential Manager  46 £38,961 £46,549 40 -31.8 

 

As the table above demonstrates, a number of roles hit by the effects of long-term low pay are those 

likely to be worst hit by the cost-of-living crisis. For the full version of this table, showing all SCPs, see 

appendix 1.  

4.2 Falling value in NJC Pay 

While a wage keeping pace with the cost of living each year would have risen by 59.4% since 2010, 

NJC pay has risen by just 27% which means that thousands of pounds have been cut out of the value 

of staff wages. 

The table below demonstrates the major fall in living standards suffered by staff over recent years. 

Table 2: NJC Pay Awards Vs Rise in cost of living (RPI) 

Year 
NJC pay increases Rise in cost of living3 

(as measured by Retail Prices Index) 

2010 0% 4.6% 

2011 0% 5.2% 

2012 0% 3.2% 

2013 1% 3.0% 

2014 2.2%* 2.4% 

 
3 Office for National Statistics, Consumer Price Inflation Reference Tables, January 2022 
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2015 1.0% 

2016 1%* 1.8% 

2017 1%* 3.6% 

2018 2%* 3.3% 

2019 2%* 2.6% 

2020 2.75% 1.5% 

2021 1.75% 4.1% 

2022 7% (average) 11.6% 

2023 6.4% (average)  

* Average across all SCPs 
 
The increasing cost of commodities over the last year (to Oct 2023) shows that the latest NJC pay 

award (which averaged 6.4%) is falling behind consumer costs in nearly all areas – as show in the 

table below: 

Table 3: Price changes to RPI commodities over the year to Oct 2023 

Item Average % increase to October 2023 

Alcohol and tobacco  10.4 

Personal expenditure  9.8 

Food and catering  9.6 

Travel and leisure  7.9 

Consumer durables  7.7 

Housing and household expenditure  2.7 

All goods  6.4 

All services 4.1 

All items 6.1 

Source: Office for National Statistics, Consumer Price Inflation Reference Tables, October 2023 
 
Among household costs, some are rising significantly faster, with mortgage interest payments 

leading the way in jumping by 53.4% over the past year. The Resolution Foundation estimates that 

annual repayments for those re-mortgaging in 2024 are set to rise by £2,900 on average4.   

The price of housing remains one of the biggest issues facing employees and their families and 

though the rate of increase in house prices has slowed, private rental prices have seen average 

monthly rent for new tenancies in the UK push up by 9.6% to £1,2835 in October 2023.  

The cost of childcare was revealed by the annual Coram Family and Childcare Survey published in 

March 2023, which found that the average cost of a part time (25 hours a week) childcare place for a 

child under two in a nursery in Britain has risen 5.6% to £7,134 per year, while for a two-year-old 

that cost has jumped 6.1% to £6,912 per year. 

Table 4: Highest cost of living rises, 2009-23 

Expenditure Item House prices Bus & coach fares Electricity Gas 

Price rise 2009 - 23 65% 93% 180% 144% 

 
4 https://www.resolutionfoundation.org/press-releases/mortgage-crunch-deepens-with-15-7-billion-repayments-rise-now-on-track-to-
bite-by-2026/  
5 HomeLet Rental Index, August 2023 
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4.4 Motoring Costs 
Motoring costs continue to rise, in terms of both fuel and vehicle maintenance expenses, as shown 

in the table below: 

Table 5: Rise in motoring costs, Office for National Statistics  

Costs Increase since 2011  

Total motoring costs 47%  

Petrol and oil costs 17%  

Vehicle maintenance costs 53%  

Combined weighted petrol & oil / vehicle 
maintenance costs 

29%  

 
Most local government employers use HMRC rates for mileage allowances that have remained 

unchanged since 2011. A recent study by the RAC found that a worker driving 5,000 miles per annum 

for work would be losing close to £1,000 a year because of the inadequacy of HMRC rates covering 

their actual costs. 

4.5 Average pay settlements  

Table 7 shows how a decade of below average NJC pay awards have caused local government staff 

to fall behind their equivalents in the private sector and wider economy. For 10 of the last 14 years, 

NJC pay awards have fallen below average pay awards in both the private sector and across the 

whole economy.  

Table 6: NJC pay awards Vs those in the wider economy since 2010 

Year Across economy Private services* NJC Pay Award 

2010 2% 2% 0% 

2011 2.5% 2.7% 0% 

2012 2.5% 2.8% 0% 

2013 2.5% 2.5% 1% 

2014 2.5% 2.5% 
2.2%** 

2015 2.2% 2.4% 

2016 2% 2% 1%** 

2017 2% 2.2% 1%** 

2018 2.5% 2.5% 2%** 

2019 2.5% 2.5% 2%** 

2020 2.3% 2.2% 2.75% 

2021 2.0% 2.1% 1.75% 

2022 4.0% 4.0% 7%*** 

2023 5.6% 6.0% 6.4%*** 

*Does not include manufacturing and primary, as these are less accurate comparators  
** For NJC SCPs over a certain level 
***average percentage rise across all pay points 
 

While average pay settlements across the whole economy have seen salaries grow by 36.5% since 

2010, NJC increases have only amounted to 27.10% across more than a decade. 
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NJC pay is set to fall even further behind, given that average earnings growth across the economy is 

now running at almost 8.5%6 (apart from the pandemic period, this represents one of the fastest 

growth rate rates in over two decades) 

4.6 Average earnings growth 

The graph below shows trends in average earnings growth over the last two years.  

Since the Covid-19 pandemic, average earnings growth has remained at relatively high rates and 

average earnings growth across the economy hit 7.9% in September 20237. If the distorted figures of 

the pandemic period are set aside, this is the quickest growth in average earnings for over 20 years. 

As in the case of pay settlements, a gap between public and private rates has been a persistent 

feature of the economy over the last decade. 2020 saw the first sustained period since 2010 when 

the public sector has been running ahead of the private sector. However, faster growth in the 

private sector reasserted itself strongly between 2021 and 2023, before a record surge in public 

sector earnings growth over the last few months took the public rate to 8.6% in September 2023 

against private sector earnings growth of 7.7%. The Office for National Statistics asserts that the 

public sector surge has been heavily influenced by one-off non-consolidated payments in the NHS 

and civil service over the last year. 

Graph 2: Average earnings growth 2021-23  

 
Source: Office for National Statistics, Labour Market Overview UK, November 2023 
 
The Treasury’s Summary of Independent Forecasts puts average earnings growth at 3.6% by the 
close of 20248.   
 

 
6 Office for National Statistics, Labour Market Overview UK, September 2023 

7 ONS, Labour Market Overview, November 2023 
8 HM Treasury Forecasts for the UK Economy, November 2023 

0.0

2.0

4.0

6.0

8.0

10.0

12.0

14.0

Jul
21

Sep
21

Nov
21

Jan
22

Mar
22

May
22

Jul
22

Sep
22

Nov
22

Jan
23

Mar
23

May
23

Jul
23

Sep
23

%
 c

h
an

g e
 o

f 
3

 m
o

n
th

 a
ve

ra
ge

 o
n

 p
re

vi
o

u
s 

ye
ar

Month

Average earnings growth

Whole Economy

Private sector

Public sector

12

Staffing Committee - 03.06.2024



 

10 
 

4.7 Economic benefits of increasing local government pay  

Research conducted by Landman Economics finds that the gross cost to local government of meeting 

the Trade Union Side’s 2024/25 pay claim for NJC local government workers is £2,169m in total. This 

includes £1,906m in salary costs, plus an additional cost of £263m in higher employer NICs.  

Central government receives the £263m in higher employer NICs. Central government also benefits 

from additional receipts of employee NICs (£169m) and income tax (£437m) as well as reduced 

benefit, tax credit and Universal Credit expenditure (£73m). In total, central government saves 

£943m.  

The net cost to the public sector as a whole (both local and central government) would be £1,227m. 

If indirect taxation is then factored in, central government recoups a further £163m, reducing the 

net cost to £1,063m. In total, just over half (51%) of the cost to local government of meeting the pay 

claim accrues to central government. 

Table 7: Cost of meeting the 2024/25 NJC pay 

Cost/Saving 

Gross cost to local government £1,906m 

+ Employer’s National Insurance £263m 

= Total cost to local government £2,169m 

Employer’s National Insurance (as above) £263m 

+ Employee’s National Insurance £169m 

+ Income Tax £437m 

+ Reduced benefit/tax credit/Universal Credit expenditure £73m 

= Total central government savings £943m 

Net public sector cost:  

= £2,169m - £943m £1,227m 

+ Indirect taxes £163m 

Net public sector cost after indirect taxes:   

= £1,227m - £163m £1,063m 

 
With just over half the cost of this pay claim recouped by the government, the logic in properly 

funding local government pay is clear. This reinforces our ongoing calls for proper local authority 

funding for pay from central government – something the TU side hopes the employers will join us in 

lobbying government for. 

5.  COMPARING NJC PAY 

5.1 NJC pay vs the wider labour market 
As described earlier in chapter 4.5, average pay settlements across the whole economy have seen 

salaries grow by 36.5% since 2010 while NJC increases have only grown by approximately 27.10% 

over the same period. 

The ability of local government to attract and retain staff in the long term will be damaged if the pay 

of its staff falls behind the going rate in the labour market – a market where staff can find better pay 

for less stressful and demanding roles (especially compared to roles in social care and customer 

services). 
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5.2 Pay at the bottom 

The Foundation Living Wage is an estimate of the minimum hourly rate of pay needed for a worker 

to cover the costs that most people would regard as necessary for a ‘basic standard’ of living. 

Every year the Living Wage Foundation announces two new Living Wage rates - one for London and 

one for the rest of the UK. The UK rate is currently set at £12 an hour and the London rate is set at 

£13.15 an hour9. Unlike the legally enforceable National Minimum Wage, whether to pay the Living 

Wage is a voluntary decision for an employer. 

These latest Foundation Living Wage rates mean that Local Government is now competing in a 

labour market where many comparable employers are paying more to entry level or low paid staff – 

with SCP 2 - 4 now falling below the £12 UK Foundation Living Wage rate (SCP 1 was deleted from 1 

April 2023): 

Table 8: NJC SCPs Vs the Foundation Living Wage 

SCP* 2023 Annual 2023 Hourly 

2 £22,366.47 £11.59 

3 £22,736.84 £11.79 

4 £23,114.33 £11.98 

5 £23,499.96 £12.18 

*SCP 1 deleted from 1 April 2023 
 
There are now almost 7,000 employers accredited as Living Wage employers by the Living Wage 

Foundation, including some NJC local authorities (who choose to uplift the bottom NJC pay rates 

when calculating their local pay bands, to meet the Foundation rate).  

If our claim was met in full, it would lift NJC SCP 2 to £13.15 per hour – not only meeting the 

Foundation rate but providing some much needed head room for future increases (the Living Wage 

Foundation increase their rate annually – with the next rise due to be announced in Autumn 2024).  

5.3 National minimum wage  
The legally enforceable National Minimum Wage rate (which the government refer to as the 

“national living wage”) is calculated differently to the real Living Wage since it does not increase in 

line with cost of living. 

Table 9: National Minimum Wage rates 

April 2023  23 and over 21 to 22 18 to 20 Under 18 Apprentice 

£10.42 £10.18 £7.49 £5.28 £5.28 

April 2024 21 and over* 18 to 20 Under 18 Apprentice 

£11.44 £8.60 £6.40 £6.40 

*From 1 April 2024, workers aged 21 and over will be entitled to the National Living Wage. 

 
9 The Living Wage Foundation, Annual Living Wages Rates, Oct 2023 
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From April 2024, the legally enforceable minimum rate will climb to £11.44 per hour (for those 21 

and over) which is only 15p behind NJC SCP 2 – meaning that NJC pay has fallen back into bargain 

basement territory – paying a rate nearly equal to the UK’s lowest paying employers10. 

5.5 Across the pay spine 

Pay in local government is still among the lowest in the public sector. According to the LGA’s own 

figures (as published in the latest LGA earnings and demography survey), the median FTE gross 

salary of local government employees was £23,951 in 2019/20 –compared to median gross full-time 

annual earnings across the public sector as a whole of £32,743 in April 2020 (making average local 

government wages 27 per cent lower than those in the wider public sector). A sample benchmarking 

exercise (shown below) based on more recent salary data indicated that occupational pay 

differentials remain significant between local government employers and those in the wider 

economy. 

Table 10: Median self-reported hourly pay by broad occupational group, 2022 

SOC2020 broad group Non-Local 
Government 

Local 
Government 

Difference 
(%) 

Managers, directors and senior 
officials* 

22.34 21.96 -1.7 

Professional occupations 21.14 19.77 -6.5 

Associate professional occupations 16.75 14.16 -15.4 

Administrative and secretarial 
occupations 

12.95 12.34 -4.8 

Caring, leisure and other service 
occupations* 

10.18 9.20 -9.6 

Process, plant and machine 
operatives* 

12.03 11.24 -6.5 

Elementary occupations 9.62 9.53 -0.9 

* = Local Government estimates affected by small sample sizes (50 or lower in the unweighted 
sample) 

 
6. ACHIEVING A £15 PER HOUR MINIMUM RATE 
Many organisations, unions, and the TUC are now calling for a minimum wage of £15 per hour. For 

working families on low incomes, this would provide a desperately needed boost to their incomes, 

with the poorest 70% of households seeing a 6.9% increase in their forecast incomes11. It would 

restructure the labour market away from low paid and insecure work and protect living standards 

during the cost-of-living crisis. It would also reduce the welfare and benefits bill, increasing tax and 

national insurance income without creating unemployment. 

A £15 per hour minimum rate is no longer the over-ambitious target it appeared to be in recent 

years. The Foundation Living Wage has already reached £12 an hour and is due to increase again in 

the autumn. The Labour Party is committed to scrapping the current national minimum wage and 

introducing a “genuine living wage” based on the actual cost of living. By 2025, even the legal 

minimum rate could be closer to £15 an hour than £10 an hour. The Trade Union Side believes that 

 
10 Minimum wage rates for 2023-24, UK Government 

11 Progressive Economy Forum, June 2022 
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£15 an hour is a target that must be recognised and addressed by the local government employers. 

However, recognising the issue is not enough without a clear plan for how to reach that target. 

There are currently 16 NJC spinal column points that fall below £15 an hour: 

Table 11: Percentage increases need to reach £15 per hour on the NJC pay spine 

SCP 2023 Annual 2023 Hourly Increase needed to reach £15p/h 

2 £22,366.47 £11.59 29.4% 

3 £22,736.84 £11.79 27.3% 

4 £23,114.33 £11.98 25.2% 

5 £23,499.96 £12.18 23.1% 

6 £23,892.72 £12.38 21.1% 

7 £24,293.61 £12.59 19.1% 

8 £24,701.63 £12.80 17.2% 

9 £25,118.80 £13.02 15.2% 

10 £25,545.14 £13.24 13.3% 

11 £25,978.59 £13.47 11.4% 

12 £26,421.20 £13.69 9.5% 

13 £26,872.97 £13.93 7.7% 

14 £27,333.90 £14.17 5.9% 

15 £27,802.97 £14.41 4.1% 

16 £28,282.21 £14.66 2.3% 

17 £28,769.59 £14.91 0.6% 

 
As shown above in table 11, the increases needed for NJC pay to reach £15 an hour are significant - 

especially at the bottom end of the pay spine. Even meeting this year’s claim in full would not 

achieve a £15 an hour rate for SCP 2-10. The Trade Union Side is therefore recommending that local 

government adopts a phased approach, with a target to reach a minimum rate of £15 an hour in a 

maximum of two years, sooner if possible. One method to achieve this is via three annual increases 

of 10% as shown in the table below: 

Table 12: Roadmap to achieving £15 per hour minimum rate for the NJC pay spine 

Current NJC Pay Spine Hourly rate at 10% increase per year 

SCP 2023 Annual 2023 Hourly 2024 Hourly 2025 Hourly 2026 Hourly 

2 £22,366.47 £11.59 £12.75 £14.03 £15.43 

3 £22,736.84 £11.79 £12.96 £14.26 £15.69 

4 £23,114.33 £11.98 £13.18 £14.50 £15.95 

5 £23,499.96 £12.18 £13.40 £14.74 £16.21 

6 £23,892.72 £12.38 £13.62 £14.98 £16.48 

7 £24,293.61 £12.59 £13.85 £15.24 £16.76 

8 £24,701.63 £12.80 £14.08 £15.49 £17.04 

9 £25,118.80 £13.02 £14.32 £15.75 £17.33 

10 £25,545.14 £13.24 £14.56 £16.02 £17.62 
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Whatever method is used to reach £15 an hour, the benefit to low paid members would be 

significant. More than other measure, this would help to undo the damage done to NJC pay by the 

cost of living crisis. 

7. RECRUITMENT AND RETENTION CRISIS 

Recruitment and retention pressures in local authorities are significant and getting worse. The LGA 

itself issued a statement last year confirming that "More than 9 in 10 councils are experiencing staff 

recruitment and retention difficulties across a diverse range of skills, professions and occupations.” 

This is a particular concern for certain roles within local government – for example HGV drivers, 

where nearly half of all councils (49 per cent) now have vacant HGV driver posts, and just over a 

third (34 per cent) struggling to get agency staff just to fill vacant HGV posts.12 

While recruitment pressures build at local authorities, nationally the unemployment rate has been in 

decline from a peak of 8.5% in 2011 to 4.2% in the three months to September 2023 (recent rates 

have been at the lowest level for almost 50 years). 

Forecasts now put the average unemployment rate at 4.6% in 2024, though outside of recent years 

this level would still be a rate only last consistently experienced in the mid-1970s.  Meanwhile, the 

Office for National Statistics indicates that the vacancy rate across the economy was running at 3% 

in the three months to October 2023 (a higher level than at any point in the two decades before 

August 2021). 

The number of unemployed people per vacancy was running at 1.4% by July 2023 - a trough that has 

seen the lowest levels recorded in more than two decades and represents a dramatic decline from 

5.8% in 2011. 

8. PAY-RELATED CONDITIONS OF WORK 

8.1 Work-life balance and wellbeing 
Long hours, absences and stress continue to be a serious concern for workers in local authorities.  
 
Analysis by the TUC consistently shows that public sector workers are working disproportionate 

amounts of unpaid overtime13. According to the latest TUC report 1 in 6 public sector workers 

(16.7%) did unpaid overtime in 2023, compared to 1 in 9 (11.9%) in the private sector. Public sector 

staff gave £11 billion worth of unpaid overtime to meet the needs of service users. 

This enormous goodwill contribution must be recognised. The Trade Union Side strongly believes 

that workers should be paid for all the hours they work and that employers must get a grip on 

unpaid overtime.  

Evidence shows that long hours can lead to serious and long term mental and physical ill health, 
stress, fatigue and increases in workplace accidents, decreasing productivity within organisations, 
lowering morale and leading to increased staff turnover14. 

 
12 LGA, Local Government Workforce Survey 2022, May 2022 

13 TUC analysis, Feb 2024 

14 Breaking the Long Hours Culture, Institute for Employment Studies, 1998 

17

Staffing Committee - 03.06.2024



 

15 
 

 
We are currently facing an epidemic of stress and anxiety across the UK economy. Analysis by the 
Health and Safety Executive (HSE) of Labour Force Survey statistics shows that stress, depression or 
anxiety accounts for over 50% of all work-related ill health cases. The predominant cause of work-
related stress, depression or anxiety from the Labour Force Survey was workload, in particular tight 
deadlines, too much work or too much pressure or responsibility - the biggest single cause of sick 
leave by some distance. That same analysis showed that this is an acute issue within local authority 
services with human health and social work, public administration and education all accounting for 
some of the highest levels of average rates of stress, depression or anxiety.  
 
An increasing number of organisations are recognising the impact of long hours and are now 
considering alternative models of working.   
 
There is a growing consensus that reducing working time would have a significant positive impact 

across the economy and society.  Evidence shows that it could lower unemployment, increase 

productivity, reduce carbon emissions, increase leisure time and leisure activities15. It would also 

help improve mental and physical health reducing the need for acute health services, it would 

support gender equality providing a more equal share of paid and unpaid work and strengthened 

communities.  

 

According to the 4 Day Week campaign group around 1000 organisations have so far signed up to a 

four-day week without loss of pay for their staff, including some high-profile employers and at least 

one local authority.  Despite pressure from central government South Cambridgeshire District 

Council has claimed that its experiment has saved hundreds of thousands of taxpayers’ money 

through reduced spend on agency staff whilst improving performance16.  

 

This experience has been replicated by most other employers and the experience from this 

campaign is that employers and workers have seen immediate benefits. These have included higher 

performance as productivity goes up and costs reduce, reduced sickness, improved recruitment and 

retention and happier staff. 

 

The Trade Union Side believes that now is the time for the working week and leave entitlement of 

staff to be improved nationally and is therefore calling for: 

• A 2 hour reduction in the working week with no detriment 

• An additional day of annual leave for personal or well-being purposes - regardless of 

current entitlement (with term time only staff also receiving a full day rather than a pro 

rata amount, that they can use at any time, including term time)  

9. EQUALITY IMPACT 
Low pay in local government disproportionately affects women workers, and other workers who 

share protected characteristics under the Equality Act. Trade Union Side analysis of ONS data 

confirms that local government workers are more likely to be older, disabled, to have childcare 

responsibilities, and to be religious, and married. Local government workers continue to be less 

 
15 Henley Business School, University of Reading, 2022 

16 https://www.localgov.co.uk/Why-the-four-day-week-could-solve-the-workforce-crisis-/57916  
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likely self-report that they are from an ethnic minority background or to be non-UK nationals, which 

reflects the need to encourage more workforce diversity in the sector. 

It should be noted that, of the protected characteristics that are relevant to the Public Sector 

Equality Duty, gender reassignment, pregnancy, and sexual orientation cannot be measured by the 

ONS Labour Force Survey. The meaning of race and belief, as defined under the Equality Act, are also 

wider than the measures captured in the table below. 

Table 13: Labour Force Survey – workforce self-reported equalities characteristics (percentages 
unless otherwise stated)17 

Characteristic 
Non-Local 
Government 

Local Government 

Age (Average) 41.8 44.6 

Dependent children (under 19) 0.7 0.8 

Female 46.6 66.8 

Non-white ethnicity 16.2  9.4 

Nationality other than UK 15.2  6.2 

Disability (EA10) 17.7 18.7 

Religious 49.2 51.3 

Married or in a civil partnership 49.0 54.9 

 
Gender pay gap reporting and comparisons with other sectors reveal that the gender pay gap in all 

organisations was 14.2%, compared to 6.1% in local authorities18. Women comprised 39.7% per cent 

of the top pay quartile across the whole economy, compared with 44.7% local authorities. This 

means that while local government performs slightly better than the wider economy, a pay gap still 

exists. And without transparent recording of pay gaps in other equalities areas (including ethnicity 

and disability), we cannot know the scale of the issues across the whole local government workforce. 

The TU side is therefore asking for reviews of the gender, ethnicity and disability pay gaps in local 

government, along with joint work depending on the outcome of the reviews. 

10. CONCLUSION 

With no end in sight for the cost of living crisis, our NJC members’ pay is worth less and less with 

each passing month. Food, fuel, energy, mortgages and rents have become unaffordable for many - 

with households having to routinely run up debt on credit cards and overdrafts just to get by each 

month. 

The UK economy is in recession again – with a government unwilling and unable to address the issue 
of low pay. During this period of economic downturn, the best employers will always prioritise 
supporting their staff in keeping up with the cost of living.  
 
Sadly, NJC pay has failed to keep up - falling behind pay in the wider economy, behind the 
foundation living wage and now skirting the legal minimum at the bottom end of the pay spine. 
 
Our claim for an increase of at least £3,000 or 10% (whichever is greater) on all spinal column points 
would begin a long overdue process of restoring NJC pay, after more than a decade of decline. 25% 

 
17 Trade Union Side analysis of ONS Quarterly Labour Force Survey (Q4 2023) 

18 LGA analysis, 2019 
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has been lost from the value of NJC pay since 2010 and to undo this decline, bold action is need by 
the local government employers. 
 
This bold action must include not only meeting our claim in full - but a commitment to achieving a 
£15 per hour minimum rate by at least 2026 - an act that would finally create some much-needed 
headroom at the bottom of the pay spine.  
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APPENDIX 1: NJC SPINAL COLUMN POINTS - REAL TERMS CONVERSION* 

Old SCP 2009/10 2023/24 
New 

SCP 

Old SCP if 

inflated by 

RPI to April 

2024 

Real-terms 

change (£) 

Real-terms 

change (%) 

4 £12,145     £22,499 -£133 -0.6 

5 £12,312     £22,809 -£443 -1.9 

6 £12,489   
1 

£23,136 -£770 -3.3 

7 £12,787   £23,688 -£1,322 -5.6 

8 £13,189 £22,366 
2 

£24,433 -£2,067 -8.5 

9 £13,589 £22,366 £25,174 -£2,808 -11.2 

10 £13,874 £22,737 
3 

£25,702 -£2,965 -11.5 

11 £14,733 £22,737 £27,294 -£4,557 -16.7 

12 £15,039 £23,114 
4 

£27,860 -£4,746 -17.0 

13 £15,444 £23,114 £28,611 -£5,497 -19.2 

14 £15,725 £23,500 
5 

£29,131 -£5,631 -19.3 

15 £16,054 £23,500 £29,741 -£6,241 -21.0 

16 £16,440 £23,893 
6 

£30,456 -£6,563 -21.5 

17 £16,830 £23,893 £31,178 -£7,285 -23.4 

18 £17,161 £24,321 7 £31,791 -£7,470 -23.5 

19 £17,802 £24,702 8 £32,979 -£8,277 -25.1 

20 £18,453 £25,119 9 £34,185 -£9,066 -26.5 

    £25,545 10       

21 £19,126 £25,979 11 £35,432 -£9,453 -26.7 

22 £19,621 £26,421 12 £36,349 -£9,928 -27.3 

    £26,873 13       

23 £20,198 £27,334 14 £37,418 -£10,084 -26.9 

24 £20,858 £27,803 15 £38,640 -£10,837 -28.0 

    £28,282 16       

25 £21,519 £28,770 17 £39,865 -£11,095 -27.8 

    £29,269 18       

26 £22,221 £29,777 19 £41,165 -£11,388 -27.7 

27 £22,958 £30,296 20 £42,531 -£12,235 -28.8 

    £30,825 21       

28 £23,708 £31,364 22 £43,920 -£12,556 -28.6 

29 £24,646 £32,076 23 £45,658 -£13,582 -29.7 

30 £25,472 £33,024 24 £47,188 -£14,164 -30.0 

31 £26,276 £33,945 25 £48,677 -£14,732 -30.3 

32 £27,052 £34,834 26 £50,115 -£15,281 -30.5 

33 £27,849 £35,745 27 £51,591 -£15,846 -30.7 

34 £28,636 £36,648 28 £53,049 -£16,401 -30.9 

35 £29,236 £37,336 29 £54,161 -£16,825 -31.1 

36 £30,011 £38,223 30 £55,597 -£17,374 -31.2 

37 £30,851 £39,186 31 £57,153 -£17,967 -31.4 
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38 £31,754 £40,221 32 £58,826 -£18,605 -31.6 

39 £32,800 £41,418 33 £60,763 -£19,345 -31.8 

40 £33,661 £42,403 34 £62,358 -£19,955 -32.0 

41 £34,549 £43,421 35 £64,004 -£20,583 -32.2 

42 £35,430 £44,428 36 £65,636 -£21,208 -32.3 

43 £36,313 £45,441 37 £67,271 -£21,830 -32.5 

44 £37,206 £46,464 38 £68,926 -£22,462 -32.6 

45 £38,042 £47,420 39 £70,474 -£23,054 -32.7 

46 £38,961 £48,474 40 £72,177 -£23,703 -32.8 

47 £39,855 £49,498 41 £73,833 -£24,335 -33.0 

48 £40,741 £50,512 42 £75,474 -£24,962 -33.1 

49 £41,616 £51,515 43 £77,095 -£25,580 -33.2 

 
*Calculations are based on the change in the RPI rate between April 2009 and April 2023, which was 
then inflated by 5.1 per cent (the OBR November 2023 forecast for RPI growth in 2024). Inflation 
values are taken from ONS Consumer Price Inflation timeseries data publication (20 December 2023). 
Figures are rounded. 
 
APPENDIX 2: £3,000 and 10% increases applied to NJC Pay Spine (higher amounts in red) 

SCP 2023 Annual 2023 Hourly £3,000 increase 10% increase 2024 Hourly*  

2 £22,366 £11.59 £25,366 £24,603 £13.15 

3 £22,737 £11.79 £25,737 £25,011 £13.34 

4 £23,114 £11.98 £26,114 £25,426 £13.54 

5 £23,500 £12.18 £26,500 £25,850 £13.74 

6 £23,893 £12.38 £26,893 £26,282 £13.94 

7 £24,294 £12.59 £27,294 £26,723 £14.15 

8 £24,702 £12.80 £27,702 £27,172 £14.36 

9 £25,119 £13.02 £28,119 £27,631 £14.57 

10 £25,545 £13.24 £28,545 £28,100 £14.80 

11 £25,979 £13.47 £28,979 £28,576 £15.02 

12 £26,421 £13.69 £29,421 £29,063 £15.25 

13 £26,873 £13.93 £29,873 £29,560 £15.48 

14 £27,334 £14.17 £30,334 £30,067 £15.72 

15 £27,803 £14.41 £30,803 £30,583 £15.97 

16 £28,282 £14.66 £31,282 £31,110 £16.21 

17 £28,770 £14.91 £31,770 £31,647 £16.47 

18 £29,269 £15.17 £32,269 £32,196 £16.73 

19 £29,777 £15.43 £32,777 £32,755 £16.99 

20 £30,296 £15.70 £33,296 £33,325 £17.27 

21 £30,825 £15.98 £33,825 £33,907 £17.58 

22 £31,364 £16.26 £34,364 £34,501 £17.88 

23 £32,076 £16.63 £35,076 £35,284 £18.29 

24 £33,024 £17.12 £36,024 £36,326 £18.83 

25 £33,945 £17.59 £36,945 £37,339 £19.35 
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26 £34,834 £18.06 £37,834 £38,317 £19.86 

27 £35,745 £18.53 £38,745 £39,319 £20.38 

28 £36,648 £19.00 £39,648 £40,313 £20.90 

29 £37,336 £19.35 £40,336 £41,070 £21.29 

30 £38,223 £19.81 £41,223 £42,046 £21.79 

31 £39,186 £20.31 £42,186 £43,104 £22.34 

32 £40,221 £20.85 £43,221 £44,243 £22.93 

33 £41,418 £21.47 £44,418 £45,560 £23.61 

34 £42,403 £21.98 £45,403 £46,643 £24.18 

35 £43,421 £22.51 £46,421 £47,763 £24.76 

36 £44,428 £23.03 £47,428 £48,871 £25.33 

37 £45,441 £23.55 £48,441 £49,985 £25.91 

38 £46,464 £24.08 £49,464 £51,110 £26.49 

39 £47,420 £24.58 £50,420 £52,162 £27.04 

40 £48,474 £25.13 £51,474 £53,322 £27.64 

41 £49,498 £25.66 £52,498 £54,448 £28.22 

42 £50,512 £26.18 £53,512 £55,563 £28.80 

43 £51,515 £26.70 £54,515 £56,666 £29.37 

*Hourly rate based on whichever increase is higher - £3,000 or 10% 
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Witham Town Council: VDU Policy 
 
 
Policy Overview 
This policy explains how Witham Town Council manages risk for officers working on Display Screen 
Equipment, including both in-office and remote working environments. 
 
Employer Obligations 

The Health and Safety (Display Screen Equipment) Regulations 1992 along with subsequent 

amendments and current HSE guidance, place specific requirements on employers to protect with 

the aim of protecting workers from the health risks associated with DSE. 

Employers’ must- 

 Analyse workstations, assess and reduce risks. This includes equipment, furniture, work 
environment, the job being done and any special needs required by staff. 

 Provide adjustable chairs and suitable lighting. 
 Plan work so there are breaks or changes of activity, encouraging micro-pauses away from 

the computer.  
 On request, provide eye tests or spectacles if special ones are required.  
 Provide health, safety and training information specific to the safe use of working with VDUs 

and computers 
 Extend these obligations to remote working environments, ensuring employees have 

appropriate equipment and support at home. 

Risk Assessment 

Witham Town Council will perform an annual risk assessment to mitigate against any negligence 

regarding their employer obligations. This includes assessments for remote workstations. 

This risk assessment will be updated yearly and changes implemented where necessary. 

Eye Tests 

The Health and Safety (Display Screen Equipment) Regulations 1992 Regulation 5 sets out an 

employer's responsibility for providing eyesight tests. It provides that the employer must ensure that 

employees who are VDU users, or who are to become VDU users, are provided with an appropriate 

eye and eyesight test if they request one. 

To comply with this Witham Town Council will fund the cost of eye examinations and eyesight tests 

upon a valid receipt from a suitably qualified and registered ophthalmic optician, optometrist or 

doctor. 

If, after examination, it should prove necessary to purchase spectacles in order to assist the employee, 
whose vision needs to be corrected for defects at the viewing distance or distances used specifically 
for the display screen work concerned, the Town Council will fund such spectacles to a maximum value 
of £200.00. This is only payable once the employee has passed probation and is a permanent member 
of staff.  Employees on fixed term contracts of a year or less are not entitled to this contribution. 
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WITHAM TOWN COUNCIL 
 

 

CODE OF  

CONDUCT 
 

 

 

WITHAM TOWN COUNCIL 

 

CODE OF CONDUCT FOR LOCAL GOVERNMENT EMPLOYEES 

 

Introduction 

  

 The public is entitled to expect the highest standards of conduct from all employees who 

work for local government. This Code outlines existing laws, regulations and conditions of 

service and provides further guidance to assist local authorities and their employees in their 

day-to-day work. The Code is produced in the light of the challenges that employees face in 

the new and more commercially orientated environment. This includes the introduction and 

extension of compulsory competitive tendering (CCT), market testing, changes in the 

management of the education and housing services, care in the community, management 

buyouts, etc. 

 

Status of the Code 

 

 The Code is voluntary for local authorities to adopt but sets out the minimum standards that 

should apply. The aim of the Code is to lay down guidelines for local government employees 

which will help maintain and improve standards and protect employees from 

misunderstanding or criticism.  

 

 The Code has been approved by the local authority associations in England and Wales and 

the Local Government Management Board (LGMB) in consultation with other bodies. 

 

 

Who the Code is aimed at 

 

 The Codes applies to all local government employees in England and Wales. 
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 Inevitably some of the issues covered by the Code will affect senior, managerial and 

professional employees more than it will others. The Code is intended to cover all employees 

under a contract of employment within local government, including office such as registrars. 

Activities carried out by employees acting as members of companies or voluntary 

organisations should be subject to the minimum standards within this Code.  

 

1. Standards 

 

1.1 Local government employees are expected to give the highest possible standard of service to 

the public, and where it is part of their duties, to provide appropriate advice to councillors and 

fellow employees without impartiality. Employees will be expected, through agreed 

procedures and without fear of recrimination, to bring to the attention of the appropriate level 

of management any deficiency in the provision of service.  

 

 Employees must report to the appropriate manager any impropriety or breach of procedure.  

 

2. Disclosure of Information 

 

2.1 It is generally accepted that open government is best. The law requires that certain types of 

information must be available to members, auditors, government departments, service users 

and the public. The authority itself may decide to be open about other types of information. 

Employees must be aware of which information their authority is and is not open about, and 

act accordingly.  

 

2.2 Employees should not use any information obtained in the course of their employment for 

personal gain or benefit, nor should they pass it on to others who might use it in such a way. 

Any particular information received by an employee from a councillor which is personal to 

that councillor and does not belong to the authority should not be divulged by the employee 

without the prior approval of that councillor, except where such disclosure is required or 

sanctioned by the law. 

 

3. Political neutrality 

 

3.1 Employees serve the authority as a whole. It follows they must serve all councillors and not 

just those of the controlling group, and must ensure that the individual rights of all 

councillors are respected. 

 

3.2 Subject to the authority’s conventions, employees may also be required to advise political 

groups. They must do so in ways which do not compromise their political neutrality.  

 

3.3 Employees, whether or not politically restricted, must follow every lawful expressed policed 

of the authority and must not allow their own personal or political opinions to interfere with 

their work. 

 

3.4 Political assistants appointed on fixed term contracts in accordance with the Local 

Government and Housing Act 1989 are exempt from the standards set in paras 3.1 to 3.3  

 

 

4. Relationships 
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4.1 Councillors 

 Employees are responsible to the authority through its senior managers. For some, their role 

is to give advice to councillors and senior managers and all are there to carry out the 

authority’s work. Mutual respect between employees and councillors are essential to good 

local government. Close personal familiarity between employees and individual councillors 

can damage the relationship and prove embarrassing to other employees and councillors and 

should therefore be avoided.  

 

4.2 The Local Community and Service Users 

 Employees should always remember their responsibilities to the community they serve and 

ensure courteous, efficient and impartial service delivery to all groups and individuals within 

that community as defined by the policies of the authority. 

 

4.3 Contractors 

  All relationships of a business or private nature with external contractors, or potential 

contractors, should be made known to the appropriate manager. Orders and contracts must be 

awarded on merit, by fair competition against other tenders, and no special favour should be 

shown to businesses run by, for example, friends, partners or relatives in the tendering 

process. No part of the local community should be discriminated against. 

 

4.4  Employees who engage or supervise contractors or have any other official relationship with 

contractors and have previously had or currently have a relationship in a private or domestic 

capacity with contractors, should declare that relationship to the appropriate manager.  

 

5. Appointment and other employment matters 

 

5.1 Employees involved in appointments should ensure that these are made on the basis of merit. 

It would be unlawful for an employee to make an appointment which was based on anything 

other than the ability of the candidate to undertake the duties of the post. In order to avoid 

any possible accusation of bias, employees should not be involved in an appointment where 

they are related to an applicant, or have a close personal relationship outside work with him 

or her. 

 

5.2 Similarly, employees should not be involved in decisions relating to discipline, promotion or 

pay adjustments for any other employee who is a relative, partner etc. 

 

6. Outside Commitments  

 

6.1 Some employees have conditions of service which require them to obtain written consent to 

take any outside employment. All employees should be clear about their contractual 

obligations and should not take outside employment which conflicts with the authority’s 

interests. 

 

6.2 Employees should follow their authority’s rules on the ownership of intellectual property or 

copyright created during their employment. 

 

7. Personal Interests 

 

7.1 Employees must declare to an appropriate manager any non-financial interests that they 
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consider could bring about conflict with the authority’s interests. 

 

7.2 Employees must declare to an appropriate manager any financial interests which could 

conflict with the authority’s interests. 

 

7.3 Employees should declare to an appropriate manager membership of any organisation not 

open to the public without formal membership and commitment of allegiance and which has 

secrecy about rules of membership or conduct.    

 

8. Equality Issues 

 

8.1 All local government employees should ensure that policies relating to equality issues as 

agreed by the authority are complied with in addition to the requirements of the law. All 

members of the local community, customers and other employees have a right to be treated 

with fairness and equity.  

 

9. Separation of Roles During Tendering 

 

9.1 Employees involved in the tendering process and dealing with contractors should be clear on 

the separation of client and contractor roles within the authority. Senior employees who have 

both a client and contractor responsibility must be aware of the need for accountability and 

openness. 

 

9.2 Employees in contractor or client units must exercise fairness and impartiality when dealing 

with all customers, suppliers, other contractors and sub-contractors. 

 

9.3 Employees who are privy to confidential information on tenders or costs for either internal or 

external contractors should not disclose that information to any unauthorised party or 

organisation. 

 

9.4 Employees contemplating a management buyout should, as soon as they have formed a 

definite intent, inform the appropriate manager and withdraw from the contract awarding 

process. 

 

9.5 Employees should ensure that no special favour is shown to current or recent former 

employees or their partners, close relatives or associates in awarding contracts to businesses 

run by them or employing them in a senior or relevant managerial capacity. 

 

10. Corruption 

 

10.1 Employees must be aware that it is a serious criminal offence for them corruptly to receive or 

give any gift, loan, fee, reward or advantage for doing, or not doing, anything or showing 

favour, or disfavour, to any person in their official capacity. If an allegation is made it is for 

the employee to demonstrate that any such rewards have not been corruptly obtained. 

 

 

 

11. Use of Financial Resources 

 

11.1 Employees must ensure that they use public funds entrusted to them in a responsible and 
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lawful manner. They should strive to ensure value for money to the local community and 

must avoid legal challenge to the authority.   

 

12. Hospitality 

 

12.1 Employees should only accept offers of hospitality if there is a genuine need to impart 

information or represent the local authority in the community. Offers to attend purely social 

or sporting functions should be accepted only when these are part of the life of the 

community or where the authority should be seen to be represented. They should be properly 

authorised and recorded.   

 

12.2 When hospitality has to be declined those making the offer should be courteously but firmly 

informed of the procedures and standards operating within the authority.  

 

12.3 Employees should not accept significant personal gifts from contractors and outside 

suppliers, although the authority may wish to allow employees to keep insignificant items of 

token value such as pens, diaries etc. 

 

12.4 When receiving authorised hospitality employees should be particularly sensitive as to its 

timing in relation to decisions which the authority may be taking affecting those providing 

the hospitality 

 

12.5 Acceptance by employees of hospitality through attendance at relevant conferences and 

courses is acceptable where it is clear the hospitality is corporate rather than personal, where 

the authority gives consent in advance and where the authority is satisfied that any purchasing 

decisions are not compromised. Where visits to inspect equipment, etc, are required, 

employees should ensure that authorities meet the cost of such visits to avoid jeopardising the 

integrity of subsequent purchasing decisions. 

 

13. Sponsorship - Giving and Receiving 

 

13.1 Where an outside organisation wishes to sponsor or is seeking to sponsor a local government 

activity, whether by invitation, tender, negotiation or voluntarily, the basic conventions 

concerning acceptance of gifts or hospitality apply. Particular care must be taken when 

dealing with contractors or potential contractors.  

 

13.2 Where the authority wishes to sponsor an event or service neither an employee nor any 

partner, spouse or relative must benefit from such sponsorship in a direct way without there 

being full disclosure to an appropriate manager of any such interest. Similarly, where the 

authority through sponsorship, grant aid, financial or other means, gives support in the 

community, employees should ensure that impartial advice is given and that there is no 

conflict of interest involved.  

 

 

 Agreed at Staffing and Accommodation Sub-Committee: January 2022 

 Reviewed Staffing Committee 03.06.2024 

 Review    Staffing Committee June 2026 
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Data Protection  

All data collected during risk assessments or through eye test requests will be handled in 
compliance with GDPR. 
 
Agreed at Staffing & Accommodation Sub-Committee 
 
Reviewed: Meeting of the Staffing & Accommodation Sub-Committee 03.06.2024 
 
Review date: June 2025 
 
POLICY NO: WTC/020 - POLICY & RESOURCES
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Officer Report:  Staff Handbook Update 
 

 

 
Page 7 should read- 
 
Leave Entitlement 
Leave Entitlement for fulltime employees is 23 days per year with a further 3 days per year after 5 years of 
continuous service; this is pro rata for part time employees.  
 
To now be included at page 7- 
 
Carer’s Leave 
Employees are now entitled to take one week of unpaid leave a year if they have caring responsibilities.  
This applies to any employees who are caring for a spouse, civil partner, child, parent or other dependant who 
needs care because of a disability, old age or any illness or injury likely to require at least three months of care. 
The leave entitlement is available from the first day of employment with no qualifying period.  
 
(This entitlement was created by the Carer’s Leave Act 2023 and the associated Carer’s Leave Regulations 2024. 
For more information about this legislation, see the Library briefing on the Carer’s Leave Bill 2022-23) 
 

 

 

Advice:  
 
To receive and approve the amendments.   

 

ITEM NO: 7 
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Witham Town Council: Employer Discretions Policy 

 
 
 
Policy Overview 
The Local Government Pension Scheme Regulations define the details of the scheme for members, 
employing authorities and the administering authority (Essex Pension Fund). This document sets out 
the Town Council’s position on both mandatory and non-mandatory discretionary policies. 

Mandatory Discretions 

1. Whether to grant additional pension to a member. 
2. For the employer to part fund an Additional Pension Contribution (SCAPC) contract for extra 

pension. 
3. Whether to permit flexible retirement. 
4. ‘Switching on’ the 85-year rule upon the voluntary early payment of deferred benefits. 
5. Whether to waive upon the voluntary early payment of benefits, any actuarial reduction on 

compassionate grounds or otherwise (excluding flexible retirement). 

 

Non- Mandatory Discretions 

6. Whether to, how much and in what circumstances to contribute to a shared-cost Additional 

Voluntary Contribution (SCAVC) arrangement? 

7. Whether to extend the time limit for a member to elect to purchase additional pension by 

way of a shared cost additional pension contribution (SCAPC) arrangement? 

8. Whether to extend the 12-month time limit for a member to elect to transfer pension rights 

from another registered pension scheme into the Scheme?  

9. Whether to extend the 12-month time limit for a member to elect not to aggregate Post 31 

March 2014 (or combination of Pre April 14 & Post March 14) deferred benefits?  

10. NEW: Whether to extend the 12-month time limit for a member to elect to aggregate Pre 1 

April 2014 deferred benefits?  

11. How an employee’s contribution band will be initially determined and thereafter reviewed?  

12. Whether to include a regular lump sum payment when calculating assumed pensionable pay 

(APP)?  

13. Whether, subject to qualification, to substitute a higher level of pensionable pay when 

calculating assumed pensionable pay (APP)? 
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LGPS EMPLOYER’S 

DISCRETIONS POLICY FOR WITHAM TOWN COUNCIL 
LGPS 2014 Scheme 

 

 

DISCRETION & REGULATION POLICY ON INDIVIDUAL DISCRETIONS 

1). Reg 31: Whether to grant 

additional pension to a member 

(up to £6,822pa as per April 2018)) 

 

Witham Town Council will only exercise this 

discretion in exceptional circumstances. This 

discretion will only be exercised with the expressed 

position of the Staffing Sub-Committee after 

consideration of the costs that would apply. 

considering the associated costs. 

 

2). Reg 16(2)e & Reg 16(4)d: 

Whether to it make either a 

regular or lump sum Additional 

Pension Contribution (APC) to a 

member’s account (part or whole 

funding this) 

[Note: this discretion only relates 

to cases when the member is 

working as normal rather than 

absent from work with permission 

but no pensionable pay – in the 

latter scenario, employers must 

fund it if necessary.] 

Witham Town Council will only exercise this 

discretion in exceptional circumstances. This 

discretion will only be exercised with the express 

approval position of the Staffing Sub-Committee 

after consideration of the costs that would apply 

considering the associated costs. 

 

 

3). Reg 30(6) Whether all or some 

pension benefits can be paid if an 

member aged 55 or over reduces 

their hours/grade and continues 

to work 

(“flexible retirement”) 

 

 

Witham Town Council will consider employee 

requests to take flexible retirement on a case by 

case basis after taking into factors such as service 

delivery and any associated costs that may apply. 

The Staffing SubCommittee will be responsible for 

agreeing (or otherwise) to approving or denying all 

requests to take flexible retirement requests. 

 

4). Reg 30(8) Waiving actuarial 

reduction on flexible retirement. 

 

 

Witham Town Council will only waive the actuarial 

reduction on flexible retirement in exceptional 

circumstances following approval from the Staffing 

Sub-Committee 
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5). TP Regs 1(1)(c) of Schedule 2: 

Whether to allow the rule of 85 to 

be “switched on” for members 

who would normally meet the rule 

but who will not if they draw the 

benefits age 55-59  

 

Witham Town Council will only agree to “switch on” 

the rule of 85 in exceptional circumstances following 

approval from the Staffing Sub-Committee after 

considering the costs that will apply associated 

costs. 

 

6). Regs 22(8 & 9) Whether to 

extend 12-month period to 

separate previous LG service. 

 

 

Witham Town Council will only allow an extension to 

the 12-month period to separate previous LG service 

where it can be reasonably shown that the member 

was not provided with the required information within 

6 months of starting. 

 

 

7). Reg 9(3) Determine rate of 

employees’ contributions. 

 

 

Witham Town Council will review all employees’ 

contribution bands when there has been contractual 

change to a member’s salary or hours at some point 

during the year. A member’s contribution rate will not 

be reviewed as the result of one-off additional 

payments (such as honorariums) 

 

 

8). Reg 100(6) Whether to extend 

12-month period to allow a 

transfer-in of non-LG pension 

rights.  

 

 

Witham Town Council will only allow an extension to 

the 12-month period to combine previous non-LG 

service where it can be shown that the member was 

not provided with the required information within 6 

months of starting. 

 

Agreed at Minute 23 of Staffing & Accommodation Meeting held 02/12/2019 
 
Reviewed: 03/06/2024 
 
Review: June 2025 
 
 
POLICY NO: WTC/006 - STAFFING COMMITTEE 

 

 

 

34

Staffing Committee - 03.06.2024

BACK TO AGENDA 


