STRATFORD-UPON-AVON TOWN COUNCIL
PERSONNEL COMMITTEE
5 October, 2021
Town Clerk’s Open Report
1)

Staffing Levels (Terms of Reference 4.1)
• To note the report
As the peak holiday period draws to a close, and no employees are
currently absent due to sick leave, the current contingency of
administrative and open spaces personnel is adequate.
The Events Operative who assisted in setting up and breaking down
events at the Town Hall resigned his position in the summer. As we
are currently semi-closed, there was no huge urgency to replace the
assistant but there are still one or two bookings in the diary and there
is definitely an increase in enquiries, primarily by those
organisations who regularly used the Town Hall on a pro-bono
basis.
The position will be advertised at the forthcoming MOP Recruitment
Fair and the application form and job description will go live on the
website and our social media channels at that time.
Although there is adequate cover at the Town Hall when everyone
is in the office, during busy periods or when staff are absent on leave
for whatever reason, it is helpful to have an ‘extra pair of hands’.
Primarily, this is to field phone calls and act as receptionist and is a
position that has been filled in the past, on an ad-hoc, zero hours
basis, although a contract of employment is obviously issued as this
is a legal requirement.

2)

Performance Management (Terms of Reference 4.10)
• To approve the continuation of hybrid working
• To note the report
Although the job satisfaction and wellbeing of the staff remains
generally buoyant, the disruptive nature of the work to the Town Hall
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and ongoing COVID-19 related issues currently brings uncertainty
and makes for a somewhat unsettled working environment.
It will also be helpful when the reviews currently being undertaken
by Council internally are completed as this will certainly provide
more clarity for the team. Primarily, the issues that require greater
clarification relate to the grants policy, the fee structure for the hiring
of the Town Hall and when we can start taking bookings freely again.
Now that the staff has had time to settle-in with the new committee
structure, it is necessary to report that there is still some disquiet
with the new system. As explained at the time, the clerks were
employed to do a specific job in line with the remit of the Committee
concerned. As many responsibilities have now been divided, there
is a lack of confidence in the clerk’s own ability to fully understand
their role. When an issue arises, it is no longer instantly clear to
which committee it should be referred.
3)

Remuneration (Terms of Reference 4.3)
• To note the report.
The National Employers have made a final offer to trades unions on
this year's pay claim, which includes:
•
•

With effect from 1 April 2021, an increase of 2.75 per cent on
NJC pay point 1.
With effect from 1 April 2021, an increase of 1.75 per cent on all
NJC pay points 2 and above.

The trades unions had called for a 10% increase so are consulting
their members, with UNISON recommending rejecting the offer.
It would appear that no decision has yet been reached.
4)

2021/2022 Budget Requirement and Agree its Recommended
Designated Reserve Requirement (Terms of Reference 3.3)
• To determine and recommend budget and reserve
requirement
Within the terms of the Personnel Committee, at the October
meeting members are requested to consider its recommended
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budget and its designated reserve requirement and advise the
Finance & Audit Committee accordingly.
As you are aware, this was a new term which has been included
across the entire standing committee structure. As this is relatively
new, and we are still in challenging times, it is difficult to predict what
the requirement will be, but the Committee should take account of
retaining a robust training budget for the staff and members, as well
as funding for the annual pay award which will be due in April, 2022.
At this stage, there is no indication from the SLCC or NALC what
the likely pay increase would be for we are still awaiting the outcome
for the 2021 settlement as previously stated.
For reference, the Personnel Committee’s proposed budget for
2022/2023 is attached as Appendix ‘A’.
5)

Issues Relating to the Wellbeing of the Staff
5.1

To Manage the Town Hall as an Office and Workspace
(Terms of Reference 4.16)

Two members of staff wish to remain working partly in the office and
partly from home. The others are happy to be working at the Town
Hall. The Personnel Committee sanctioned this hybrid approach to
working at the last meeting and resolved to review the situation
again at the October meeting.
The Town Clerk can see no reason why this should not continue for
both members of staff are flexible and will always come to the Town
Hall on days where additional cover is required or meetings are to
be held in-house. It is providing a better work-life-balance for them
and there is absolutely no question that the employees are putting
as much effort into their work from home as they would in the office.
5.2

Maintenance & Refurbishment
(Terms of Reference 4.16/17)

of

the

Town

Hall

The sub-group continues to monitor progress of the maintenance
and refurbishment of the Town Hall project.
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