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Purpose:  To consider the current arrangements for the application of secondments 
across the Council, and issues relating to their use.   
 
 
 
 
 
 
 
 
 
 
 
 
1. BACKGROUND 

 
1.1 At the request of the Assistant Director of Commissioning, Human Resources were 

asked to investigate the status of the authority’s policy regarding secondments, in 
particular establishing how many secondments have taken place over the last two 
years and whether secondments have been, or are causing business risks in any 
areas. 

1.2 Secondments are considered to have the benefit of creating a stepping stone for 
individuals to develop within the organisation and are useful for widening 
employee’s skills and experience, thus making them an invaluable tool in the 
retention of a skilled, motivated and reliable workforce.  

1.3 Breckland Council currently offers secondments on a business need basis, in order 
to fulfil fixed term requirements, (such as management of a particular project,) or to 
cover a member of staff who is absent due to long term reasons, (such as maternity 
leave).  To date, this has been managed via the standard internal recruitment 
process.   

1.4 The Council does not currently operate a specific secondment policy, a matter 
which potentially carries the risk of the secondment failing, unethical and 
inconsistent practices, or unfairly raised expectations for the secondee, all of which 
ultimately could result in additional costs and wasted resources for the Council. 

1.5 The tables attached at Appendix 1, show the secondments formally undertaken 
within Breckland Council during the financial years 2012/13 and 13/14. 

1.6 The majority of the secondments have been from the Customer Contact Centre.  
This is perceived as being due to the fact that although highly performing, Customer 
Services is traditionally deemed a ‘foot in the door’ of the organisation and many 
employees in the department wish to progress their career elsewhere within the 

Recommendation(s): 
 
a) That General Purposes commission HR to draft and implement a Secondment 

Policy for application across the authority, which places limitations on when an 
employee can undertake a secondment, relating to their length of time in their 
substantive role.  

b) That the Council continues to use secondments, as and when the need arises, 
within the parameters of the Secondment Policy. 



Council.  In the past, this has caused management issues within Customer 
Services, due to the pressure placed on them by other departments to release 
Officers before management have had the opportunity to backfill.   

1.7 Secondments can also be arranged on quite short notice, leaving very little time to 
backfill the appointed secondee’s substantive role and within Customer Services 
the exit of one employee often leads to the need to re-organise the rotas of up to 20 
employees’.  Customer Services perceive that this can result in reduced levels of 
service.  

1.8 In the past secondments have been offered on a part-time basis, this can lead to 
difficulties for the manager of the secondee’s substantive post, as it can be more 
difficult to recruit on that basis.   

1.9 At present there are no time limits relating to when an employee can apply for a 
secondment and this can mean that an employee has not been in post very long, 
before they are seconded to a different role.  This can lead to management 
frustration, particularly when months have been spent training a new member of a 
team, such as Customer Services, only for the new employee to be seconded to 
another department, meaning that the substantive team do not get to reap the 
benefit of the training they have provided to the new employee.   

1.10 In summary, in the event that HR are commissioned to create a new Secondment 
Policy, consideration should be given to the inclusion of rules, limiting when newly 
appointed employees can apply for secondment opportunities, to address the 
issues above. 

 
2. OPTIONS 
 

A. Do nothing and retain the current arrangements. 

B. Withdraw the opportunity for secondments across the authority. 

C. Withdraw the opportunity for secondments in certain areas/departments. 

D. Place restrictions on when secondments can be applied for under normal 
circumstances, for example, not within the first year of employment.  
Arrangements surrounding this can be covered within a secondment policy as 
recommended in option E below. 

E. To continue with current arrangements, whilst drafting and implementing a 
secondment policy, to ensure consistent practice across the authority. 

 
3. RECOMMENDATION 
 

Options D and E: 

D. Place restrictions on when secondments can be applied for under normal 
circumstances, i.e. not within the first year of employment.  Arrangements 
surrounding this can be covered within a secondment policy as recommended in 
option E below. 

E. To continue with current arrangements, whilst drafting and implementing a 
secondment policy, to ensure consistent practice across the authority. 



 
4. REASONS FOR RECOMMENDATION 
 
4.1 On the whole, current arrangements appear to be working well and to the benefit of 

both the Council and its employees, with the exception of those cases where staff 
are seconded elsewhere shortly after commencing employment.  It is therefore 
recommended that GP commission HR to draft a Secondment Policy, for 
submission to LJCC for agreement and progression through the Council 
Committees for signoff.  The new policy will provide clear rules and guidelines on 
how to proceed with secondments to the advantage of all, whilst minimising 
detrimental impact.   

 
4.2 The continued provision of secondments, (within the parameters of the new policy,) 

will provide opportunity to upskill and motivate existing staff, whilst aiding employee 
retention at a time when opportunities for pay rises are limited.   

 
5. EXPECTED BENEFITS  

 

5.1 Secondments are a considered to be an invaluable tool for retaining a skilled, 
motivated and reliable workforce, the production and application of a policy on 
secondments will ensure that opportunities are available to all staff on a consistent 
basis. 

5.2 Continuing the use of secondments will ensure the ability of the council to obtain 
resources at short notice, at a relatively reduced cost. 

5.3 Use of secondments often mean that managers are likely to know the person that is 
being seconded into their vacancy in advance of their appointment, therefore 
making the appointment more evidenced based and more likely to identify the ‘best 
fit’ for the role. 

5.4 Use of secondments has allowed the organisation to test a shared model before 
fully implementing it. 

5.5 Secondments between Breckland Council and South Holland District Council have 
enabled the sharing of knowledge and development of new ways of working across 
the two councils and across different departments. 

5.6 Secondments encourage a positive cross-working ethic within teams. 

5.7 Continued use of secondments will provide a good development opportunity to staff 
on a temporary basis and gives them the chance to upskill and gain more 
experience for the benefit of both the Council and the individual. 

5.8 Secondment opportunities will give individuals experience of something different 
and may enable retention of good employees, allowing the Council to retain their 
skills and knowledge. 

5.9 Use of secondments supports the council’s Investors in People accreditation and 
commitment. 
 

6. ISSUES AND IMPLICATIONS 
 

• IT access and ensuring correct set-up can cause issues, when the secondments 
are across multiple authorities, this requires consideration when proposing such 
an arrangement. 



• Some managers fear that if they release staff on secondment, they may not be 
permitted to backfill the seconded employee’s substantive post and that 
subsequently it may look as thought they have coped without the post holder, 
thus in the long term it could be concluded that the post isn’t needed.  However, 
at a time when all recruitment must be given careful consideration, such a risk 
exists whenever an employee vacates a post. 

• On occasion, secondments have been mismanaged, with continuous extension 
of secondments creating uncertainty in the team from which the employee was 
seconded.  It will therefore be important to apply the Secondment Policy in such 
a way as to ensure that managers are not disadvantaged for permitting an 
employee to take-up a secondment opportunity. 

• Where a Secondment Policy exists, staff may mistakenly develop the 
expectation that requests for secondments will always be agreed; the 
Secondment Policy therefore needs to make it clear that secondments are not 
always going to be permitted and that they are only permitted at the discretion of 
employing managers. 

• Secondments can lead to a breakdown in communication between the 
secondee and their substantive manager, if not managed appropriately, it will 
therefore be important for managers to ensure that this does not occur. 

• In considering a request for a secondment, managers can fear that employees 
will leave once they have gain new skills and experience; however, this is likely 
to be very shortsighted, as usually employees return from secondment 
elsewhere in the council, with a significant increase in knowledge and 
experience, which can be applied in their department. 

• As both managers and the seconding employee can potentially end a 
secondment, (with notice,) at any time, there is the potential for causing 
significant disruption to departments, though this has not created a problem to 
date.  Managing secondments appropriately under a Secondment Policy should 
ensure that this does not occur. 

• When secondments are not agreed and an employee perceives that they have 
missed out on an opportunity to receive development, relationships between 
employees and their managers can suffer.  It is therefore important to ensure 
that employees do not believe they have the right to be given a secondment 
opportunity, by including this in the Secondment Policy. 

 
6.1 Legal  

Currently, given there is no transparent policy in place relating to secondments, 
there is therefore a risk of inconsistent application of procedure causing 
dissatisfaction, the raising of formal grievances and potentially employment tribunal 
claims.  This could be the case, if the Council were to be unable to prove that the 
reason an employee was not offered an opportunity for secondment was related to 
a protected characteristic, under the Equalities Act 2010.   
 

6.2 Risks  
Failure to apply a consistent policy on secondments across the Council may reduce 
service levels.  In addition, failure to apply rules relating to when an employee can 
go on secondment could create additional pressure for managers, particularly in the 
Contact Centre, where they have in the past, spent months training a new 



employee, only for the employee to be seconded elsewhere shortly after completion 
of their training. 
 

6.3 Financial  
No identified financial implications to the Council. 

 
6.4 Timescales  

It is proposed that GP request HR to produce a Secondment Policy for submission 
to the LJCC meeting on 20th November 2013.   
 

6.5 Equality and Diversity  
The proposed policy will ensure better application of the requirements of the 
Equality Act 2010. 
 

6.6 Stakeholders / Consultation  
Consultation with trade union representatives will be required, under the Council’s 
consultation arrangements. 

 
___________________________________________________________________ 
 
Lead Contact Officer 
Name/Post:   Rob Walker, Assistant Director - Commissioning 
Telephone Number:  01362-656256 
Email:  Robert.walker@breckland-sholland.gov.uk 
 
Appendices attached to this report:   
Appendix A - Table showing the use of secondments across Breckland Council. 



Appendix A  
 
Table showing the use of secondments across Breckland Council, from 2012 to present. 
 

Substantive Role and 
Department 

Seconded Role and 
Department 

Start Date End Date 

Customer Contact Officer, 
Contact Centre 
 

HR Administrator, HR 17/07/2012 16/09/2012 

Customer Contact Officer, 
Contact Centre 

Operational Support 
Officer (Part Time), Asset 
Management 

12/11/2012 11/05/2013 

Land Management Officer, 
Asset Management 

Commercial Property 
Manager, Asset 
Management 

09/09/2013 09/06/2014 

Customer Contact Officer, 
Contact Centre 
 

Asset Monitoring Officer,  
Asset Management 

03/06/2013 03/12/2013 

 


