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BRECKLAND COUNCIL 
 

At a Meeting of the 
 

LOCAL JOINT CONSULTATIVE COMMITTEE 
 

Held on Thursday, 20 December 2007 at 10.00 am in 
Norfolk Room, The Conference Suite, Elizabeth House, Dereham 

 
PRESENT  
Mrs S.M. Matthews (Chairman) 
Mrs T. Hewett 
Mr K. Martin 
Mr D.R. Williams JP 
 

Mr M. Broughton 
Mr R. Johnson 
Mrs Z. Waterford (Vice-Chairman) 
Mr J. Elliott 
 

 
In Attendance  
Amanda Sutton - Human Resources Manager 
Ian Vargeson - Democratic Services Manager 

 
 
 Action By 

 
 

24/07 MINUTES (AGENDA ITEM 1)   

  

 Whilst appreciating that the Human Resources Team had experienced 
staffing difficulties over recent months, the Staff Side hoped that the 
Report on Bank Holiday Entitlement for Part-Time Employees, which had 
been requested for presentation to this meeting, would not be too long 
delayed. 
 
The minutes of the meeting held on 13 September, 2007 were confirmed 
as a correct record and signed by the Chairman.  

 

   

25/07 APOLOGIES  (AGENDA ITEM 2)   

  

 An apology was received on behalf of Sian Harland who was sick.  
 
The Joint Committee noted that this would have been Sian’s last meeting 
before leaving the Council and wished her well for the future.  

 

   

26/07 UNITARY LOCAL GOVERNMENT IN NORFOLK (AGENDA ITEM 4)   

  

 The Joint Committee noted the response from the Deputy Chief Executive 
to the Chair of the Norfolk Area Unison Local Government Group, 
confirming the Council’s willingness to work closely with Unison on 
developments in the shape of Local Government across Norfolk.  

 

   

27/07 WHISTLEBLOWING POLICY (AGENDA ITEM 5)   

  

 The Vice Chairman felt that it would have been preferable for the draft 
Policy to have been referred to the Unison Branch in the first instance, 
following which comments on specific aspects of the policy were made by 
the Staff Side. 
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The Staff Side had some concerns with the suggested paragraph 3.2, 
which stated that failure by an employee to report, when certain or even 
reasonably aware of, incidents within the defined areas of inappropriate 
behaviour would be regarded as misconduct.  After discussion, the Joint 
Committee agreed to recommend that paragraph 3.2 be amended to read 
“an employee has a duty to report, when certain or even reasonably 
aware of, an occurrence included in the above list of disclosures”. 
 
There was discussion on paragraph 5.1, regarding the protection of the 
Whistleblower, where a claim was made in good faith, reasonably 
believed to be substantially true and was not made for personal gain.  It 
was accepted that “personal gain” was not restricted to financial gain. 
 
It was agreed that paragraph 9.3 – the Council encourage the Trade 
Unions to support any member of staff who raises a concern with them – 
should be deleted as superfluous.  It went without saying that Trade 
Unions would support their Members;  it would be unrealistic to expect 
them necessarily to support any unaffiliated member of staff. 
 
In the section on Guidance for Managers (page 19 of the Report) it was 
noted that the officer to be informed of the original notification details 
where no further action was considered necessary would be the 
Monitoring Officer. 
 

RECOMMEND that the Whistleblowing Policy as presented be 
adopted, subject to the amendment of Clause 3.2 as indicated 
above, the deletion of Clause 9.3 and the insertion of the words 
“Monitoring Officer” on page 19.  

   

28/07 NEW POLICIES (AGENDA ITEM 6)   

  

 (a) Redundancy Policy and Procedures 
 
The Head of Human Resources pointed out that the lack of a policy 
presented a risk of discrimination claims.  In response to a question from 
the Staff Side, she confirmed that the compensation provisions set out in 
paragraph 10 of the 2006 regulations made under the Employment Rights 
Act and gave the Council authority to lift the statutory payment of £310 
per week.  Discussion ensued upon the different multipliers used by 
comparable and neighbouring authorities.   In the absence of further 
information on the effects of these, it was RESOLVED to defer 
consideration of the policy to a special meeting of the Joint Committee 
prior to submission of a recommendation to General Purposes Committee 
on 30th January 2008.   
 
(b) Redeployment Policy 
 
The Head of Human Resources explained that this policy went hand-in-
hand with the redundancy policy.   
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The Staff Side questioned the use of the word “substantially” in clause 
4.2, which defined suitable alternative employment as a post offering 
substantially similar work, under substantially similar terms and 
conditions.  Previously suitable alternative employment had been required 
to have 80% similarity to existing employment.  The Head of Human 
Resources explained that the lack of specific definition was intended to 
widen the scope of the policy and to allow for training for new duties.  In 
reply to a further question, the review of this policy, along with all others 
unless stated otherwise, would take place every two years.  The review 
period would be noted in each policy. 
 
In reply to a further question, the Head of Human Resources stated that 
clause 7.2, relating to consideration for redeployment where a member of 
staff’s health or capabilities had changed to the extent that they were 
unable to continue with their current duties, was compliant with the 
Disability Discrimination Act.   
 
 RECOMMEND to the General Purposes Committee that the 

Redeployment Policy as presented be adopted.   
 
(c) Home and Mobile Working Policy 
 
The Joint Committee noted that the mobile working aspects of the policy 
had been subjected to trial in the ARP benefits section and also in 
Streetscene.  The ARP trial at Thetford had been successful and the new 
Director of Transformation would shortly review the outcome of the 
Streetscene pilot.  A staff side representative pointed out insurance 
issues that needed to be resolved on home working; it was also 
mentioned that a financial report would need to be considered and 
approved before the policy was adopted. 
 

RESOLVED that consideration of the Home & Mobile Working 
Policy be deferred for consideration at the special meeting of the 
Joint Committee in January.  

   

29/07 AMENDED HR POLICIES AND PROCEDURES (AGENDA ITEM 7)   

  

 (a)       Disciplinary Policy and Procedure 
 
Various amendments to the version of the policy and procedure 
accompanying the agenda were put forward and agreed. 
 
On page 44, reference to accompaniment by a “friend (not acting in a 
professional capacity)” was deleted, as this had no formal standing.  The 
reference to dismissal for gross misconduct was also deleted.  Reference 
to a section on HR.net relating to Questions and Answers was inaccurate 
and was, therefore, deleted from this section and where it appeared 
elsewhere in the policies and procedures where the facility was not, in 
fact, available. 
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In the section on informal discussions/coaching, it was agreed that the 
sentence, “The Council recognises that in many cases an informal 
approach may improve performance” should be amended by the 
substitution of the word “conduct” for “performance”.   
 
References to transfer in the section on “Suspension or Transfer” (page 
49) were deleted.   
 
In Section 4 (page 46), it was agreed that details of the allegations 
referred to in 4.1 should refer to “details of the specific allegations”.   
 
For ease of reference, it was agreed by the Joint Committee that the 
bullet points used in this draft should be replaced by numbering or 
lettering. 
 

RESOLVED that the Disciplinary Policy and Procedure be deferred 
for amendment, taking account of the comments mentioned above, 
for presentation to the special meeting in January for 
recommendation on to the General Purposes Committee. 

 
(b)      Grievance Procedure 
 
The Head of Human Resources drew attention to amendments which had 
been made as follows:- 
 
Paragraph 2: Statement of Grievance:  the addition of a sentence saying 
“They should clearly and concisely summarise the basis of their 
complaints, including dates/times and examples were possible”.   
 
Section 3: Formal Grievance – First Stage :  the addition to the first 
paragraph of the words “... and where a union member, to his trade union 
representative.”. 
 
Section 3, Formal Grievance – First Stage:  the addition of the words 
“…and to the trade union representative where appropriate” to the second 
paragraph. 
 
It was noted that an additional paragraph had been included in Section 3 
to allow for informal settlement. 
 
Section 7 had been expanded to include a right of appeal.  
 
There was agreement that the definition of the scope of the policy (i.e. 
which staff it applied to) should be included. 
 
Following a comment from the Staff Side regarding possible conflict 
between the definition of “dispute” in the Employment Act and the 
Council’s Constitution, the Head of Human Resources said that the 
possibility of any conflict had now been overtaken by Case Law. 
 
A representative of the Staff Side observed that the format for grievance 
hearings was different under this policy from that applying to other types 
of hearing.  The Head of Human Resources said that the intention had 
been to make the process gentler and less formal. 
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RECOMMEND to General Purposes Committee that the Grievance 
Procedure as presented, taking account of the comments above, be 
adopted. 

 
(c)     Capability Procedure 
 
The Head of Human Resources presented the report, pointing out that 
Section 1 had been expanded to explain what the procedure covered; 
Section 2, on the informal review meeting, had been clarified; and Section 
3, the formal capability procedure, had been amended to include 
reference to the right of appeal at the first formal meeting. 
 
In this policy, as in others, the reference to accompaniment by a “friend” 
had been removed throughout, as had the clause referring to Questions 
and Answers on HR.net. 
 
In reply to a question, the Head of Human Resources said that the Chief 
Executive was outside the scope of this policy but was, in fact, covered by 
his own, rigorous, joint agreement. 
 
Members of the Joint Committee acknowledged that the process could be 
stressful to the assessor, as well as to the person being assessed. 
 
It was agreed that the review period for this policy should be one year. 
 

RECOMMEND that the Capability Procedure, as presented, and 
subject to yearly review, be adopted. 

 
(d) Sickness Absence Management Procedure 
 
The Head of Human Resources commented that the Council’s sickness 
absence figures had given rise to some concern.  It was possible that the 
relatively high levels of sickness absence were due at least in part to 
failures in recording, i.e. in the signing off of absences on return to work.  
All Service Managers had now been trained on the HR.net system and 
any  misrepresentation of figures that may have occurred for this reason 
should be avoided in future. 
 
It was pointed out that every absence now had to be certified.  As far as 
notification of absence was concerned, the Staff Side wondered whether 
the requirements to inform the Line Manager by a specific time on the day 
might be unrealistic and the subsequent penalty of the absence being 
treated as unauthorised iniquitous if the Line Manager happened to be out 
of the office or could not otherwise be contacted. 
 
It was agreed that the paragraph referring to the requirement for further 
contact on the fourth working day of a continued absence should be 
amended by the deletion of the words “if the expected day of return given 
at the original notification is exceeded or, in any event” as being 
superfluous. 
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RECOMMEND to the General Purposes Committee that the 
amended Sickness Absence Management Procedure, as presented, 
and subject to the deletion referred to above, be approved. 

 
(e) Maternity Policy and Procedure 
 
The Head of Human Resources explained that this procedure had been 
amended to bring it in to line with legislation introduced in April 2007.  The 
amended version followed ACAS policy and guidance. 
 

RECOMMEND that the amended Maternity Policy and Procedure be 
adopted. 

 
(f)    Adoption Leave Procedure 
 
The Joint Committee noted that the amendments made to this procedure 
reflected the changes in legislation mentioned above. 

 
RECOMMEND that the amended Adoption Leave Procedure be 
approved. 

 
(g) Paternal Leave 
 
The Head of Human Resources pointed out that, again, this policy had 
been amended to take account of the new legislation. 
 
In reply to a question from the Staff Side, the Head of Human Resources 
agreed to check whether the reference to when the leave should be taken 
should refer to the child’s 5th or 6th birthday. 

 
RECOMMEND that the amended Paternal/Parental leave guidelines 
be adopted.  

   

30/07 NEXT MEETING   

  

 It was provisionally agreed that the next meeting, to enable the deferred 
matters above to be dealt with before the next scheduled General 
Purposes Committee meeting, would be held on Thursday, 17th January 
2008, after the Council meeting, at a time to be confirmed. 
 
The next ordinary meeting of the Joint Committee would take place on 
Thursday, 20th March at 10.00 a.m..  

 

   

 
 
The meeting closed at 11.50 am 
 
 
 

CHAIRMAN 


