
 
 
 
 
 
 

Notice of Meeting 
 
 
 
 
 
 
 
 
 

Personnel Committee 
 

Tuesday 13 January 2026 at 6.30 pm 
in Council Chamber, Council Offices, 
Market Street, Newbury, RG14 5LN 
 
Note: This meeting can be streamed live here: https://www.westberks.gov.uk/personnelcommitteelive. 
 
 
 
 
 
 
 
 
 
Date of despatch of Agenda:  Monday 5 January 2026 
 
For further information about this Agenda, or to inspect any background documents 
referred to in Part I reports, please contact Sam Chiverton (Democratic Services 
Officer) on (01635) 519462 
e-mail: Sam.Chiverton1@westberks.gov.uk 
 
Further information and Minutes are also available on the Council’s website at 
www.westberks.gov.uk  
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documents for this meeting 
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Agenda - Personnel Committee to be held on Tuesday 13 January 2026 (continued) 

 
 

 
To: Councillors Matt Shakespeare (Chairman), Biyi Oloko (Vice-Chairman), 

Adrian Abbs, Antony Amirtharaj, Jeff Brooks, Laura Coyle and Clive Hooker 

Substitutes: Councillors Martin Colston, Carolyne Culver, Denise Gaines, 
Ross Mackinnon and Howard Woollaston 

 

 

Agenda 
 

Part I Page No. 
 
1.    Apologies for Absence 5 - 6 
 To receive apologies for inability to attend the meeting (if any). 

 
 

2.    Minutes 7 - 14 
 To approve as a correct record the Minutes of the meeting of the 

Committee held on 15 July 2025. 
 

 

3.    Declarations of Interest 15 - 16 
 To remind Members of the need to record the existence and nature of 

any personal, disclosable pecuniary or other registrable interests in items 
on the agenda, in accordance with the Members’ Code of Conduct. 
 

 

4.    Actions Arising From Previous Meetings To Follow 
   
5.    Statutory Pay Policy 2026/27 17 - 34 
 Purpose: The Council is required, in accordance with section 38 of the 

Localism Act 2011, to publish an annual pay policy statement. This report 
seeks to secure compliance with that duty, by seeking approval of the 
Statutory Pay Policy Statement for publication. 
 

 

6.    Update on HR Activity Q1 and Q2 - 2025/2026 35 - 56 
 Purpose: This report is an information only report for the purposes of 

updating on HR activity for Q1 and Q2 of 2025/2026 for Personnel 
Committee (13 January 2026), Corporate Board (25 November 2025) and 
Executive Briefing (4 December 2025). This data excludes school 
workforce data and only covers corporate WBC employees. 
  
This report is part of bi-annual updates to the Personnel Committee and 
sets out some of the changes to HR activity and statistics in the current 
year. The report includes some of the detail behind the key statistics, 
including to directorate level. 
 

 

7.    Date of Next Meeting 57 - 58 

http://info.westberks.gov.uk/CHttpHandler.ashx?id=38477&p=0


Agenda - Personnel Committee to be held on Tuesday 13 January 2026 (continued) 

 
 

 The next meeting of the Committee will be held on 14 July 2026. 
 

 

 
 
 
 
 
 
Sarah Clarke 
Executive Director - Resources 
 

If you require this information in a different format or translation, please contact 
Sam Chiverton on telephone (01635) 519052. 
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Personnel Committee – 13 January 2026 

 

 

 

Item 1 – Apologies for Absence 

Verbal Item 
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DRAFT 

Note: These Minutes will remain DRAFT until approved at the next meeting of the Committee 

 

PERSONNEL COMMITTEE 
 

MINUTES OF THE MEETING HELD ON 

TUESDAY 15 JULY 2025 
 
Councillors Present: Matt Shakespeare (Chairman), Biyi Oloko (Vice-Chairman), Adrian Abbs, 
Antony Amirtharaj, Jeff Brooks and Clive Hooker 
 

Also Present:  Sam Chiverton, Rebecca Hopkins, Thomas Radbourne and Rebecca Hopkins 
 

Apologies for inability to attend the meeting: Councillor Laura Coyle 
= 
 

PART I 
 

1. Minutes 

The Minutes of the meeting held on 14 January 2025 were approved as a true and 
correct record and signed by the Chairman. 

The Minutes of the meeting held on 15 May 2025 were approved as a true and correct 
record and signed by the Chairman. 

Action: Members of the Committee resolved that Officers would review the actions from 
the Minutes of the meeting held on 14 January 2025 and report the outcome to Members 
before the next meeting. 

2. Declarations of Interest 

There were no declarations of interest received. 

3. Update on HR Activity 2024/2025 

The Committee considered a report (Agenda Item 4) which provided an update on HR 
activity for 2024/25. 

Karen Turner introduced the report which covered the period of 1 April 2024 to 31 March 
2025 and included annual data for the equality makeup of the corporate workforce as at 
31 March 2025. 
 
The report provided an update on recruitment activity, training, employee experience, 
performance management, casework, and appraisals.  
 
The report highlighted the following items: 

 There had been an increase in casework within HR compared to 2023/24. Casework 
included disciplinary capability, grievances, sickness absence, ill health retirement 
and related adjustments, Transformation Project restructures and redundancies.  

 There had been significant recruitment activity in comparison to 2023/24 with an 
increase in new starters.  

 The voluntary turnover for all corporate staff had decreased to 10.4% from 11.09%.  

 Crude turnover had increased to 12.9% from 12.47%. 

 Sickness absence had decreased to 10.13 days per worker from 10.69 days for the 
same period in 2023/24.  

Public Document Pack
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 As of 31 March 2025, there were 233 vacant posts. Out of the 233, there were 83 live 
adverts. There were 49 agency workers filling positions. There were 88 vacant posts 
that were on hold by the relevant department. 

 
Action: Officers would provide a breakdown of the 88 vacant posts that were on hold, 
and the reasons why they were on hold for the next meeting.   
 
In response to a query from Members, Officers explained that the Council did have a 
record of all agency workers in care homes. However, it was noted that they were largely 
used to cover ad hoc absences, and there were significant fluctuations in numbers. 
Therefore, they were not added into the agency workers excluding care homes as it 
could be misleading.  
 
Noting the number of vacant posts which had decreased from 380 to 233, Councillor Jeff 
Brooks assured Members that the 380 posts had been audited, with many of the posts 
not being actively recruited, and some roles being deleted. 83 roles were being actively 
recruited as of 15 July 2025. 
 
Action: Officers would inform Members where the data which stated that that the ideal 
average UK turnover of civil service staff was 14% originated from, and whether it 
referred to the average rate of turnover or the optimised rate of turnover for bringing new 
people in.  
 
Action: Officers would investigate whether they could provide a breakdown of internal 
movement vacancies.  
 
Noting the reduction in numbers relating to vacant posts, Members felt that the numbers 
were healthy.  
 
It was noted that of the 201 staff who left the Council in 2023/24, 17% had completed an 
exit interview. Leavers who had worked less than one year of service stood at 14.4%.  
 
In response to the 14.4% rate of leavers with less than one years service, Members 
highlighted that this information had not been available in previous years. Members noted 
the significant time and resources used to induct and train new starters.  
 
Officers stated that all leavers were asked to complete an exit interview either online or 
face to face with a member of the HR business partnering team. Once a leaver form was 
completed by a line manager, it would be sent through to HR services. HR would send a 
resignation acceptance letter, which included a link to an exit interview form, or a face-to-
face exit interview if preferred by the leaver. 
 
Councillor Brooks believed that 17% of leavers completing an exit interview was low and 
highlighted that he would continue to support having HR contact leavers and ask them to 
undertake a remote or face to face interview with HR as a matter of routine. 
 
Action: Officers to investigate the data from exit interviews and provide a breakdown of 
the reasons given for resignation and note any trends.   
 
Members discussed whether exit interviews could be mandated in contracts for new 
starters, however, it was highlighted that it would be unlikely to be tenable to mandate 
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exit interviews as it would likely only be possible if employees were handling sensitive 
information pertaining to national security.  
 
In response to a query from Members, it was highlighted by Officers that managers had 
an induction checklist that they must complete with new starters. The checklist included 
ordering laptops, ordering ID passes, and mandatory training.  
 
Action: Officers to investigate the barriers to leavers taking part in exit interviews. An 
option should be included that exit interviews could take place with HR rather than the 
leavers line manager.   
 
Action: Officers to provide a breakdown of the number of resignations and provide 
potential actions that could be taken to increase the participation in exit interviews. 
 
Rebecca Hopkins introduced the Talent Attraction section of the report which covered the 
area of recruitment, early career options and agency.  
 
This section highlighted the following items: 

 Recruitment had been moved in the last 12 months to Itrent, and reporting was built 
from it.  

 A new Employee Value Proposition and Employer branding had been rolled out. 

 A new careers site had been launch including a dedicated page for schools’ 
recruitment. This site had seen an increase in traffic of 90% from 14,000 users to 
26,000 users in the seven months since its launch.  

 The number of users landing on the career site from search engines had increased 
280%.  

 There had been an increase in the Council’s presence on social media around 
recruitment resulting in 1284 users landing on the site from social media, in 
comparison to 25 users in the seven months before its launch.  

 The application process had been simplified, and included accepting CVs, which had 
reduced the rate of abandoned applications from 63% in April 2023 to 23% in the last 
six months. 

 The Council was spending the full levy amount of £500,000 on apprenticeship 
courses. There had been a shift from entry level apprenticeships to degree and 
master’s level apprenticeships. 

 The commensurate agency contract moved to HR in April 2024 and showed a year-
on-year reduction. Atthe time of the report, 61 agency workers had moved into 
permanent employment since January 2023 saving approximately £912,000.  

 
Members praised the hard work of Officersand felt this would be transformative regarding 
the choice and quality of applicants.  
 
Members believed there should be a module of Itrent to stay in contact with certain 
alumni, as well as people who applied but were not successful, but the Council believed 
could be beneficial to the organisation in the future. This could allow the Council to reach 
out to them directly in future recruitment campaigns if applicants and alumni agreed to let 
their CV stay on Itrent for two years.  
 
Action: Officers to investigate the creation of an Itrent module which would enable the 
Council to stay in contact with alumni if they agreed to keep their CVs on file for a period 
of time.  
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In response to the number of apprenticeships, Members believed that more should be 
done in order to keep former apprentices in the organisation by focussing on career 
paths and internal mechanisms and systems.  
 
Action: Officers to investigate whether the Employee Value Proposition touched on 
retention of employees.  
 
In response to the movement of 61 agency workers to permanent employment, Members 
praised the work of Officers and believed that the movement to direct employment 
delivered the same value and saved a significant amount of money.  
 
Regarding item 6.2 of the report, Members noted the majority of agency workers were 
employed through a managed service provider.  
 
Action: Officers to investigate the numbers of agency workers per financial year, and 
report back to the Committee how many of the 61 agency workers permanently 
employed since January 2023 fell into the 2024/25 and 2023/24 financial year.  
 
Members noted the positive trend in the reduction of agency workers and the increase in 
permanent employment, however, it was highlighted that there were positive reasons for 
having temporary workers in order to scale workloads, and the number of agency 
workers may not reduce much further from the current figures highlighted in the report.  
 
Karen Turner introduced section seven of the report which included performance 
management and casework. The report was only on corporate and did not cover schools.  
 
The report highlighted the following items:  

 The number of formal and informal cases had increased significantly for 2024/25 in 
comparison to 2023/24. Formal case work had increased to 65%. 

 Formal sickness absence cases had risen in 2024/25 as well as disciplinary and 
formal grievances, however, any rise was likely due to cases being managed more 
effectively with the launch of the new performance management framework in the 
summer of 2024.  

 The average number of sickness absence for the whole Council was 10.13 days per 
employee, which was a decrease from the previous year of 10.69 days.  

 During 2024/25, long term sickness absence amounted to 52% of all sickness 
absence, in 2023/24 it was 64.2%. Short term sickness had increased to 48% from 
35.8%. 

 The most common reason for long term absence was mental health conditions at 
24.8%, and the most common short-term absence were minor illnesses such as 
colds, coughs and flu at 14.6%. 

 The three biggest overall reasons for sickness absence in 2024/25 were mental 
health conditions at 33.4%, Minor illnesses at 14.6% and muscular skeletal problems 
at 14.4%.  

 A new workplace attendance procedure was introduced on 1 May 2025, and the 
Council was looking at more educational materials and advice to support a proactive 
approach to sickness absence. 

 The employee experience function had introduced the successful launch of the 
Employee Engagement Forum to strengthen two-way communication across the 
organisation.  

 Mandatory learning on neurodiversity awareness and the worker protection act had 
been introduced to support a more informed and inclusive workforce.  
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Action: Officers to compare West Berkshire’s data withnational sickness absence 
numbers and feedback to the Committee.  
 
Members debated the absence rates for local government and highlighted that the 
average absence rate in 2023/24 was 5.8 days.  
 
Action: Officers to investigate and report back to the Committee, before the next 
meeting, on the reasons why the sickness absence rate was higher than the local 
government average.  
 
In response to queries regarding return to work interviews from sickness absence, 
Officers noted that there was a standard procedure for ensuring that employees were 
referred to occupational health, and included stress risk assessments, wellness action 
plans, and reasonable adjustments to enable return to work. There would be a return to 
work interview as a matter of procedure.  
 
Members referred to the sickness absence directorate rate and questioned whether there 
was a correlation between the mental health conditions and directorate sickness absence 
rates.  
 
Action: Officers to analyse if a particular directorate or unit had suffered more from 
mental health conditions.  
 
Members applauded the wellbeing services available to Council employees and 
suggested that the services could be more user friendly, ensuring that they were 
available in person and digitally. Furthermore, services could be brought in house to 
provide additional wellbeing services, in order to support staff to prevent sickness 
absence.  
 
Action: A full briefing on all the measures taken for pastoral care and the safety net 
supporting employees to be included at the next Committee.  
 
Members highlighted that there were mental health first aiders trained throughout the 
Council and believed that this should be reviewed to understand if there was adequate 
coverage.  
 
Action: Additional research to take place on the number of sickness absence days for 
local government, to confirm that the average was five days per employee. 
 
Members noted the higher percentage of sickness absence days in Adult Social Care at 
15.4 days and felt that case loading placed on social workers was higher than average. 
Members believed that the introduction of AI software to support social workers would 
reduce workloads and increase productivity.  
 
Action: Officers to work out the cost of sickness absence across the Council.  
 
Action: The Executive Director for Adult Social Care to be invited to the next Committee 
to give additional information on sickness absence in Adult Social Care.   
 
In response to the effect of the Ridgeway Council proposal, Members believed that more 
senior staff were more likely to be consolidated and would be an opportunity for staff.  
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Karen Turner introduced section 8 of the report which related to appraisals.  
 
The following points were highlighted from the report:  

 356 appraisals were recorded for 2024/25.  

 There was a change in what was included in the appraisal figure, as it previously 
included one to one meetings. Itrent now only measured the date of the appraisal.  

 The number of appraisals was expected to increase, and a reminder campaign to 
hold appraisals had been run by HR.  

 
Members were concerned that appraisals were not taking place and believed that they 
were an important factor in terms of performance and keeping employees happy, as well 
as future aspirations for employees.  
 
In response to Members’ questions regarding the process for appraisals, Officers noted 
that there was a set process for appraisals.  
 
Members believed that additional work should be done with managers in their 
compliance with the appraisal process. In regard to the personal development plan that 
was completed during an appraisal, Members queried where it was recorded, and 
whether it was written up by the manager.  
 
Action: Executive Director for Resources to be invited to a future Personnel Committee 
to outline the appraisal process and provide assurance.  
 
Action: 100% compliance on people completing their appraisals to be included as a KPI.  
 
Action: Officers to report back to the Committee regarding the storage of appraisal 
documentation that had not been uploaded to Itrent.  
 
Members felt that there was a discrepancy between the employee experience, what had 
been recorded, and what had been reported to the Committee, and believed that the 
appraisal process was not well captured. Councillor Brooks felt that Members needed 
assurances that appraisals were taking place and being recorded, and assured Members 
that senior officers would answer their questions at a future meeting.  
 
Action: Officers to investigate the attachment of appraisal documentation to Itrent. 
 
Karen Turner introduced section 9 of the report which related to training.  
 
The following points were highlighted from the report:  

 All training was delivered using a variety of delivery methods and blended 
approaches.  

 The introduction of the e-learning hub for all corporate employees had been 
successful.  

 Course booking through the employee self service section had been successfully 
rolled out.  

 325 employees attended sessions during the learning at work week between 12 and 
16 May.  

 There number of courses completed in 2024-25 had been significantly higher, due in 
part to the introduction of a new suite of mandatory courses.  
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 An internal coaching network, and opportunities for mentoring was available as part of 
the learning approach for employees. 

 
Action: Officers to investigate the graph in Section 5.2 which indicated 1550 staff 
currently working, and the paragraph in Section 9.97 which showed 1466 took at least 
one course, and report back to Members regarding the 84 employees would did not 
complete training.  
 
Action: Officers to communicate with the Talent team, in order to produce analysis of the 
equality data received during recruitment.  
 
In response to Members’ questions regarding appraisals, Officers highlighted that 
employees received a form which they must fill out before the appraisal, which reviewed 
their previous objectives, and must be sent back to their line manager before the 
appraisal. 

4. Date of Next Meeting 

The Committee agreed to hold the next meeting on 13 January 2026. 
 
 
(The meeting commenced at 18:30 and closed at 20:16) 
 
 
CHAIRMAN ……………………………………………. 
 
Date of Signature ……………………………………………. 
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Item 3 – Declarations of Interest 

Verbal Item 
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Statutory Pay Policy 2026/27 

Committee considering report: Personnel Committee 

Date of Committee: Tuesday 13th January 2026 

Portfolio Member: Councillor Vicky Poole 

Date Portfolio Member agreed report: 4th December 2025 

Report Author: Olimpia Byrne  

1 Purpose of the Report  

The Council is required, in accordance with section 38 of the Localism Act 2011, to publish 
an annual pay policy statement. This report seeks to secure compliance with that duty, by 
seeking approval of the Statutory Pay Policy Statement for publication. 

2 Recommendation 

2.1 It is recommended that Council adopt and approve the Statutory Pay Policy Statement 
for publication. It is further recommended that the Council delegate authority.  

3 Implications and Impact Assessment 

Implication Commentary 

Financial: 
 

None.  

Human Resource: The report details HR implications within it.  

Legal: 
This report satisfies the Localism Act 2011 in respect of a pay 
policy statement. 

Risk Management: None.   

Property: None.  

Policy: Localism Act 2011. 
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 Commentary 

Equalities Impact:     

A Are there any aspects 
of the proposed decision, 
including how it is 
delivered or accessed, 
that could impact on 
inequality? 

 X  
 

B Will the proposed 
decision have an impact 
upon the lives of people 
with protected 
characteristics, including 
employees and service 
users? 

 X   

Environmental Impact:  X  
 

Health Impact:  X   

ICT Impact:  X   

Digital Services Impact:  X   

Council Strategy 
Priorities: 

 X  
 

Core Business:  X   

Data Impact:  X  
The Council is obligated to publish this 
anonymised salary data by the Localism 
Act 2011. 

Consultation and 
Engagement: 

Corporate Board, Executive Briefing, Personnel Committee 
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4 Executive Summary 

4.1 Section 38 of the Localism Act 2011 requires local authorities to publish an annual pay 
policy statement. The method of publication is at the discretion of the authority, but it is 
expected to comply with the principles set out in the Local Government Transparency 
Code. The statement must be approved by the full Council. 

4.2 Council approved the annual publication of the statement, in principle, on 1st March 
2012. This report seeks Council’s approval, for publication of the 2026/27 pay Policy 
Statement. 

4.3 The statement should set out the policies in relation to;  

 Remuneration of its chief officer   

 The remuneration of its lowest paid employees (and our definition and reasons for 
defining it) 

 The relationship between the remuneration of its chief officers and those who are not 
chief officers. 

4.4 The definition of chief officers includes the Chief Executive, the Monitoring Officer, the 
Section 151 Officer, Executive Directors, as well as those who report directly to any of 
these post holders. Thus, in West Berkshire Council, this definition would include all 
Service Directors. 

4.5 Chief Officer remuneration includes salary, bonuses, performance-related pay, fees or 
allowances (including as returning officer), benefits in kind, etc. The policy should also 
state how chief officer salary will be determined on appointment and any arrangements 
for payments upon leaving office. 

4.6 This matter should be considered at Personnel Committee recommending this policy to 
Council for adoption. 

5 Other Options Considered   

5.1 The Council could determine not to publish a pay policy statement but this is not 
recommended as there is a legal duty to publish this information. 

6 Conclusion 

6.1 It is recommended that the Pay Policy Statement is submitted to Personnel Committee 
for approval, and once approved published on the Council website with effect from April 
2026, to comply with our statutory duty under the Localism Act.  

7 Appendices 

7.1    Appendix A – Draft Statutory Pay Policy. 
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Document Title: Statutory Pay Policy   Version No: 6.0 Issue Date:  April 2026  

Employment Policy: Corporate Staff  
 

 
 
 
 

 
 
 

Contents 
 

1. Purpose ......................................................................................................................... 2 

2. Definitions used in this document .................................................................................. 2 

3. Pay Policy from April 2026 ............................................................................................. 3 

4. Pay ratios in the Council ................................................................................................ 6 

5. Pensions ........................................................................................................................ 7 

6. Review ........................................................................................................................... 7 

Appendix 2 – Additional Payments Scheme ...................................................................... 11 

Additional Payments – General Approvals Flowchart ........................................................ 14 
 

 

CHANGE HISTORY  

Version Date Change 

4.0 January 2024 Annual review to reflect pay award  

5.0  December 2024 Annual review  

6.0  November 2025 Annual review  
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1. Purpose 

This document covers the requirements to publish a pay policy statement under s38 of the 
Localism Act 2011. This Pay Policy Statement does not apply to employees working within 
schools.  

2. Definitions used in this document 

Chief Officers are defined in s43 of the Localism Act as  

 the head of the authority’s paid service;  

 the monitoring officer 

 a statutory chief officer, which under the Local Government & Housing Act 1989 
means Director of Children’s Services, Director of Adult Social Services, Director of 
Public Health, Chief Education Officer, Chief Social Worker and the Section 151 
officer;  

 a non-statutory chief officer which under section s2(7) of the 1989 Act means direct 
reports of the head of paid service (HOPS), a person for whom the HOPS is directly 
responsible, a person who as respects all or most of their duties is required to report 
directly or is directly accountable to the HOPS, or a person who as respects all or 
most of their duties is required to report directly or is directly accountable to the local 
authority themselves, or any committee or sub-committee of the authority;  

 a deputy chief officer which under s2(8) of the 1989 Act means a person who, as 
respects all or most of the duties of his post, is required to report directly or is directly 
accountable to one or more of the statutory or non-statutory chief officers.  

In West Berkshire Council these posts are: 

Chief Executive (Head of Paid Service) 

Executive Director (Adult Social Care) 

Executive Director (Children & Family Services) 

Executive Director (Resources)  

Executive Director (Place) 

Service Directors: 

 Service Director: Adult Social Care 

 Service Director: Community Services  

 Service Director: Education and SEND  

 Service Director: Children’s Social Care  

 Service Director: Development & Housing 

 Service Director: Environment 

 Service Director: Finance, Property & Procurement 

 Service Director: Strategy, Governance  
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 Service Director: Transformation, Customer and ICT 
 

All Service Managers reporting to a Service Director.  

All Service Leads. 

Employees who are not chief officers: all other employees (including those employed on 
a casual basis) employed directly by the Council. 

This policy does not cover the remuneration of other ‘workers’ employed by the Council, as 
employees of agencies or as self-employed consultants. 

Lowest paid employee: minimum of £12.65 per hour. Notes on this definition are set out 
below:  

Apprentices aged 16-18, may be paid on the age-related National 
Minimum Wage.  The Apprentice NMW rate is not used.  Apprentices 
have been excluded from this definition on the basis that they are in 
specific posts created for training purposes. 

Median salary: £36,363 (full time equivalent).  This is a measure of the ‘average’ salary for 
employees in the Council.  It is defined as the ‘midpoint’ salary, such that there is an equal 
probability of falling above or below it. 

Mean salary: £39,700 (full time equivalent).  This is an alternative measure of the ‘average’ 
salary for employees in the Council.  The arithmetic mean is defined as the sum of all the 
salaries divided by the number of salaries.  

Highest paid employee: the Chief Executive is paid £168,695. 

3. Pay Policy from April 2026 

All jobs within the Council are paid on salary grades with five or more incremental points.  

Job evaluation: 

The Hay (Local Government) job evaluation scheme is used to establish 
the grade for each post relative to all other jobs within the Council.  The 
job evaluation procedure is used to evaluate all new jobs and to re-
evaluate existing jobs where there have been significant changes. 

All jobs are assigned to a grade within the West Berkshire Council salary 
structure on the basis of the job evaluation score.  The individual salary 
scale points are based on the National Joint Council for Local 
Government Employees (Green Book) salary scale up to SCP42.   

Salary structure – employees on Service Lead Grade (N) and above 

The establishment of any post attracting a total remuneration (basic 
salary, contribution to car lease or equivalent and employer’s pension 
contribution) package of £100,000 or more requires approval from Full 
Council.  
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A post level called Service Lead was established within the staffing 
structure in 2020 and may be used by Service Directors as they are 
appointed, as appropriate. Service Lead posts form part of the fourth tier 
of management but not all fourth tier posts will be Service Leads. Service 
Leads will normally report to a Service Director (third tier). A separate pay 
grade has been established for these posts.  

Service Directors are paid on Grade O, they constitute the third tier of 
management within the Council. Service Directors report to an Executive 
Director (second tier), and may be allocated new responsibilities as 
required to meet the needs of the Council at this level, within their grade.  

All five posts (Chief Executive and Executive Directors) may be allocated 
new responsibilities as required to meet the needs of the Council within 
their grade.  Officers designated as the Monitoring Officer (s5 and 5A 
LGHA 1989), the s151 Officer (Chief Finance Officer), the Director of 
Children’s Services, or the Director of Adult Social Care will be paid an 
additional amount as outlined below. These additional payments are 
subject to annual review to ensure that the values remain competitive, 
proportionate and represent good value for money.  

o Executive Directors/Chief Executive - £5,200 per annum 
o Service Directors or Service Leads - £7,500 per annum 

 
Salary on appointment – all employees 

Appointments will normally be made to the minimum point of the grade.  
Service Directors and Managers may take into account the previous 
experience and skills of the employee to offer appointment above the 
salary minimum for the post. 

Recruitment and Retention  

The Council operates a Recruitment and Retention scheme of staff within 
Children and Family Services to support in improving the terms and 
conditions for social workers. The scheme provides social workers in the 
front line of safeguarding work with a ‘golden handshake’, further bonus 
payments and the opportunity to take extended paid leave (‘sabbatical’) 
after three years’ service, subject to certain qualifying conditions as an 
incentive to retain qualified and experienced social workers. Staff must 
have at least one years’ service, and have successfully completed their 
probation period to qualify for a payment of £3,000.  

In April 2023 the Council introduced a Market Supplement Policy which 
forms part of the Recruitment and Retention Strategy with a focus on 
developing a strong, skilled and experienced workforce. The policy 
addresses recruitment and retention issues within the labour market by 
temporarily increasing the pay awarded to a post without altering the job 
evaluation determined grade for the post.  Subject to qualifying criteria, 
successful market supplements should not exceed the value of £10,000. 
Payment of market supplements are awarded to posts rather than 
employees and are subject to tax, NI and pension contributions.  
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Incremental progression – all employees 

Each employee progresses through the grade band for the post by the 
award of one increment (or spinal column point (SCP)) on 1st April each 
year until the maximum of the grade band is reached, subject to six 
months service in the grade band (whether that band has been attained 
by appointment, promotion or regrading) and satisfactory performance in 
the job. 

Any existing employee who is appointed to a new post within the Council 
whose salary, on 1st April, would otherwise be less than one column point 
in excess of the salary they would have received on that day in their old 
grade band, will be entitled to an increment on that day even if he/she 
has not been 6 months in the new post, subject to satisfactory 
performance. 

An increment may be withheld if an employee is subject to formal 
capability procedures during the year leading up to the 1st April.   

An additional increment may be awarded in any one year to an employee, 
at the discretion of the Service Director, on the grounds of special merit 
or ability, provided the maximum of the grade is not exceeded.  

Additional payments – all employees  

Additional payment may be made for additional hours, overtime, 
undertaking higher responsibilities, and for non-standard working 
arrangements such as stand-by or evening work, or for exceptional 
working conditions. Senior Managers are only entitled to overtime 
payments in exceptional circumstances where regular overtime cannot 
be practically compensated by time off in lieu, there is no other solution 
to ensuring the work is covered, the Executive Director believes the 
payment to be necessary and appropriate and it can be contained within 
the service budget. See Appendix 2 for details.  

Car allowance payments for new senior managers ceased to be paid 
from November 2007.  Some senior employees who were already in 
receipt of such allowances continue to receive them on a protected basis 
whilst in post.   

Essential car users (defined as those who travel at least 1,500 business 
miles per annum) receive an allowance. 

All employees can claim expenses for essential business travel at the 
rate of the cost of public transport, or a mileage rate.  Subsistence 
expenses may be claimed at the rates recommended by HMRC. 

Employees with a ‘home’ or ‘community’ workstyle under the Council’s 
Hybrid Working Policy (introduced in April 2022) are paid a monthly 
allowance of £12.50.  This is a contribution towards the cost to employees  

of home working including set up of an appropriate work space, broad 
band charges and utility bills. 
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The Council does not operate a separate bonus scheme for its Chief 
Officers.  With the exception of the Special Recruitment Payment 
mentioned in 3.1.7 and the hybrid working workstyle allowance 
mentioned in 3.1.18 above no other charges, fees or allowances or 
remuneration are payable to Chief Officers in connection with their 
responsibilities.  

Fees for Returning Officer duties during elections are payable to the Chief 
Executive or their nominated representative acting as the Returning 
Officer.  Fees for national elections are set by central Government and 
vary according to the type of election.  Fees for local elections (parish 
and district elections) are set by the Council.  

There are no benefits in kind, such as private health insurance, payable 
to Chief Officers. 

Chief Officers are eligible to join the Local Government Pension Scheme 
in the same way as other employees.   

Severance arrangements 

Chief Officers are subject to the same redundancy payment and pension 
arrangements as other employees.  These are set out in the Council’s 
Organisational_Change_Procedure_2025_1fzreqs1ifor9.pdf 

There are a number of discretions available under the Local Government 
Pension Scheme, as a matter of policy, WBC does not exercise any 
discretion that would represent a cost to the Council. More information is 
available through the Employer Statement – Local Government Pension 
Scheme Discretions Policy. 

All redundancy or severance costs (including the cost of mandatory early 
payment of pension) of between £10,000 and £99,999 must be approved 
in accordance with the scheme of delegation and in line with relevant 
statutory guidance. Severance costs linked to sickness absence can be 
approved by Service Director or above, with a maximum cost as defined 
in Workplace_Attendance_Procedure.pdf 

An employee who has left the Council, with a redundancy or other 
severance payment under the discretionary compensation scheme, will 
not normally be re-engaged by the Council within two years of the 
termination date. In exceptional circumstances the HR Service Lead may 
make a decision, after consultation with the Chief Executive, the 
Monitoring Officer, the Section 151 Officer, and the Leader and Shadow 
Leader of the Council, to authorise re-engagement where it is in the 
interests of the Council to do so.  

4. Pay ratios in the Council 

It is the Policy of the Council to ensure that the ratio of the salary of the highest paid officer 
and the lowest paid officer is well below the 20:1 ratio recommended as a maximum in the 
terms of reference for the 2011 Hutton Review of Fair Pay in the Public Sector. 

As at 1st April 2025, pay ratios within the Council stand as follows: 
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2024 2025 

Highest:lowest = 7.22:1 Highest:lowest = 6.91:1 

Highest:median = 4.70:1 Highest:median = 4.64:1 

 
5. Pensions 

5.1 Council employees are entitled to join an occupational pension scheme. Scheme 
members contribute a percentage of their monthly salary and the council contributes an 
additional amount into the relevant scheme. Contribution rates vary according to the level of 
pay. 

5.2 New employees are automatically enrolled onto the relevant pension scheme, but 
may choose to opt out. Employees who have opted out of the scheme may also choose to 
opt back in. 

5.3 Most council employees are eligible to join the Local Government Pension 
Scheme (administered by  Berkshire Pensions). Teachers are eligible to join the Teachers' 
Pension Scheme. 

6. Review 

This policy will be reviewed at least annually and more frequently if necessary to respond to 
any changes. 
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Appendix 1 – Revised West Berkshire Pay Scales  
 
These are correct at the time of publishing  
 

Grade  
SCP  01.04.25   Monthly  

     -  
 B 2 

 £                        
24,413   £      2,034.42  

C 

  3 
 £                        
24,796   £      2,066.33  

 4 
 £                        
25,185   £      2,098.75  

  5 
 £                        
25,583   £      2,131.92  

 D 6 
 £                        
25,989   £      2,165.75  

E 

  7 
 £                        
26,403   £      2,200.25  

  8 
 £                        
26,824   £      2,235.33  

  9 
 £                        
27,254   £      2,271.17  

 10 
 £                        
27,694   £      2,307.83  

F 

11 
 £                        
28,142   £      2,345.17  

12 
 £                        
28,598   £      2,383.17  

 13 
 £                        
29,064   £      2,422.00  

 14 
 £                        
29,540   £      2,461.67  

G 

15 
 £                        
30,024   £      2,502.00  

16 
 £                        
30,518   £      2,543.17  

17 
 £                        
31,022   £      2,585.17  

18 
 £                        
31,537   £      2,628.08  

19 
 £                        
32,061   £      2,671.75  

 20 
 £                        
32,597   £      2,716.42  

 21 
 £                        
33,143   £      2,761.92  

 22 
 £                        
33,699   £      2,808.25  

H 

23 
 £                        
34,434   £      2,869.50  

24 
 £                        
35,412   £      2,951.00  
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25 
 £                        
36,363   £      3,030.25  

I 

26 
 £                        
37,280   £      3,106.67  

27 
 £                        
38,220   £      3,185.00  

28 
 £                        
39,152   £      3,262.67  

29 
 £                        
39,862   £      3,321.83  

 30 
 £                        
40,777   £      3,398.08  

J 

31 
 £                        
41,771   £      3,480.92  

32 
 £                        
42,839   £      3,569.92  

33 
 £                        
44,075   £      3,672.92  

K 

34 
 £                        
45,091   £      3,757.58  

35 
 £                        
46,142   £      3,845.17  

36 
 £                        
47,181   £      3,931.75  

37 
 £                        
48,226   £      4,018.83  

 38 
 £                        
49,282   £      4,106.83  

 39 
 £                        
50,269   £      4,189.08  

L 

40 
 £                        
51,356   £      4,279.67  

41 
 £                        
52,413   £      4,367.75  

42 
 £                        
53,460   £      4,455.00  

 43 56,037   £      4,669.75  

M 

44 58,722   £      4,893.50  

45 60,771   £      5,064.25  
 46 62,811   £      5,234.25  
 47 64,872   £      5,406.00  
 48 65,770   £      5,480.83  
 49 68,201   £      5,683.42  
 50 70,627   £      5,885.58  
 51 73,053   £      6,087.75  

 

N- Service Lead 

53 75,640   £      6,303.33  
 54 76,789   £      6,399.08  
 55 77,938   £      6,494.83  
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 56 79,089   £      6,590.75  
 57 80,236   £      6,686.33  
 58 81,385   £      6,782.08  
 59 82,534   £      6,877.83  
 

O- Service 
Directors 

68 103,212   £      8,601.00  
 69 104,936   £      8,744.67  
 70 106,659   £      8,888.25  
 71 108,382   £      9,031.83  
 72 110,106   £      9,175.50  

ED Grades 

 79 137,677   £    11,473.08  
 80 138,825   £    11,568.75  
 81 139,975   £    11,664.58  
 82 141,123   £    11,760.25  
 83 142,273   £    11,856.08  

  84 143,421   £    11,951.75  

CEX 

 90 168,695   £    14,057.92  
 91 169,844   £    14,153.67  
 92 170,994   £    14,249.50  
 93 172,141   £    14,345.08  
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Appendix 2 – Additional Payments Scheme 

Criteria for making service related additional payments 
 
The scheme provides for additional payments to be made where: 

 There is a clear service need to resolve organisational and/or staffing difficulties: 

 Other organisational responses (e.g. restructuring or re-allocation of work) will 
not overcome the difficulties; 

 No other provision exists for payments to be made under WBC Conditions of 
Service; 

 Costs can be contained within service budgets; 

 The relevant Executive Director is satisfied that payments are necessary and 
appropriate in all the circumstances. 

 
If the above criteria apply, and other conditions and criteria are met (see sections below) 
additional payments may be made at the discretion of the Service Director, in consultation 
with their Executive Director. Where the Chief Executive is agreeing these payments they 
should be made in consultation with the Leader of the Council. 
 
Payment for Exceptional Working Patterns 
 
The normal working week will be the working week or regular work pattern defined in the 
contract of employment, normally based on any five named days out of seven. 
 
Some jobs require regular working patterns which, because of service demands, are 
particularly disruptive to social or domestic life and these jobs may therefore present 
difficulties of recruitment and retention e.g. week end working, split duty or sleeping in.   
 
Others may require acceptance of occasional severe disruption to regular work patterns 
which are not commonly acceptable under normal basic pay arrangements. Where there is 
clear evidence that such circumstances present service delivery problems, additional 
payments, based on a maximum of time and a third of basic pay may be made at the 
discretion of the Service Director in consultation with their Executive Director. Where the 
Chief Executive is agreeing these payments they should be made in consultation with the 
Leader of the Council. 
 
Payment for night work 
 
Time and a third may be paid for night work undertaken between the hours of 10pm and 
6am. 
 
Payment for stand-by duty 
 
For some jobs, where stand-by duty is a regular requirement, specific stand-by payments 
may be written into the employment contract.  The HR Service Lead or the relevant Service 
Director will advise where these apply. 
 
Where there is no contractual requirement or payment for stand-by duty, and stand-by duty 
is not reflected in the grading of the post, payment of one third of basic pay may be paid.  
Payment will be at the discretion of the Service Director in consultation with their Executive 
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Director. Where the Chief Executive is agreeing these payments they should be made in 
consultation with the Leader of the Council. 
 
Payment for higher responsibility 
 
WBC Conditions of Service provide for an employee, who for reasons other than annual 
leave of another employee, is called upon to undertake the duties and responsibilities of a 
higher graded post for a period of at least four weeks may, at the discretion of the Service 
Director, receive an honorarium to reflect the additional duties and responsibilities. 
 
In determining the appropriate level of additional payment, the Service Director should take 
into account factors like: 

 The difference between grading between the absent employee and the employee 
providing cover 

 The duration of the period of absence 

 The level of support provided to the covering employee 

 Arrangements relating to the employee’s normal duties; 
 

Although not normally provided for in WBC Conditions, Service Directors may, exceptionally, 
make additional payments to employees covering for absence resulting from annual leave.  
The above criteria are relevant in deciding to make payments in these circumstances, in 
particular, the duration of cover and the difference in grading.  
 
Any such payments should only be made in consultation with their Executive Director. 
Where the Chief Executive is agreeing these payments they should be made in consultation 
with the Leader of the Council. 
 
Payment for Regular Overtime 
 
Some jobs require regular overtime working that cannot, practicably, be compensated by 
flexible working.  These jobs may be held by employees above the normal ceiling for 
overtime payment (scp26). 
 
Where regular overtime is a feature of the job (e.g. regular requirement for attendance at 
evening Council and/or Committee meetings), the Service Director may agree the payment 
of a flat rate allowance that reflects the regular nature of the demand and the normal basis 
for calculating additional payments (time and one third). Any such payments should only be 
made in consultation with their Executive Director. Where the Chief Executive is agreeing 
these payments they should be made in consultation with the Leader of the Council. 
 
Payment for Exceptional Working Conditions  
 
WBC job evaluation takes account of physical aspects of jobs where they are a regular 
feature e.g. heavy and awkward working conditions.  Normal pay reflects the conditions of  
such jobs.  However, in some jobs such conditions may occur only occasionally and will not, 
therefore, be reflected in grading.  
 
In other jobs, employees may be required, from time to time, to work in particularly dirty or 
otherwise unpleasant circumstances.  
 
Where job grading has not taken exceptional working conditions into account, additional 
payments may be made.  Where the exceptional conditions extend over a period of time, 
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payment of time and a third for hours worked in those conditions will be appropriate.  In the 
case of a short, one-off situation, a payment for Other Exceptional Circumstances, as 
described below, may be paid.  

 
Payment for election duties 
 
Election fees are payable to some staff as and when elections are held for National 
Elections. The fees are set by HM Government and vary according to type of election. 
 
Payment for Other Exceptional Circumstances 
 
From time to time, other exceptional circumstances may arise that merit an additional 
payment e.g. short and unusual exposure to particularly unpleasant work conditions, reward 
for a sustained period of particularly heavy increased responsibility, or exceptional 
achievement.  In such circumstances, an additional payment may be made.  Although not a 
limit in truly exceptional circumstances, the normal ceiling of time and a third for additional 
payments should be taken into account when determining an appropriate additional 
payment.   
 
Payment for Emergency Operations Centre (EOC) work 
 
Where the Emergency Operations Centre (EOC) is set up to respond to an emergency, staff 
carrying out EOC work will be paid as follows: 

 All hours worked on EOC duties outside 7am to 7pm Monday to Friday will be 
paid at £30 per day, plus £15 per hour for work conducted outside of core duties.  

 Full time employees working the day shift (7am to 7pm) will receive an 
honorarium payment of £30 for each day shift worked.  

 Part time employees working extra hours on the day shift will be paid £15 per 
hour for each additional hour worked in addition to the £30 honorarium payment 
for each day shift worked.  

 The hours paid will include the time it takes to come in and go home if the 
employee would not have had to make this journey in normal circumstances (for 
example travelling back in for a midnight start or travelling at weekends). However 
employees cannot claim ‘petrol costs’.  

 Staff required to be on stand-by or actively responding to support outside of 
normal core hours will be paid an additional rate of £30 per 24 hour period for 
standby duties, plus £15 per hour if called into work.  

 These payments are payable to all employees regardless of grade.  
 
Where employees who have worked weekends, late or night shifts would prefer to take the 
extra hours they worked as flexi rather than receive £15 per hour they should inform their 
line manager and HR by email. 
 
Staff who had booked annual leave but come in for a day shift should swap their leave to 
another day. If the EOC work occurs towards the end of an annual leave period, and as a 
result, there is a need to carry forward leave after the end of the leave year, the employee 
should agree this with his/her line manager. The employee will receive the £30 honorarium 
for each day shift worked.  
 
 

Page 33



 

Document Name: Statutory Pay Policy    14 
 

 
 
 
 
 
 
 

 

Additional Payments – General Approvals Flowchart 

 

 
 
 
 
 

Need for additional payment identified by line 
manager OR requested by employee. Line 

manager agrees 

Yes 

Line manager seeks budget information from 
accountant. Sufficient funds? 
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Line manager discusses with SD/HoS. SD/HoS 
agrees in principle 
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No 

Line manager puts through payment 
instruction/establishment change with relevant 

official approvals by HoS/SD. Approval? 

Yes 

Payment made 

N
o

 ad
d

itio
n

al p
aym

en
t m

ad
e

 

  No 

No 

  No 

  Yes 

  No 

Page 34



HR Update – Corporate Board Report 

 

Update on HR  

Activity Q1 and Q2 - 2025/2026 
 
 
Committee considering report:  
 

 
Personnel Committee 

Date of Committee: 
 
Portfolio Holder: 
 

13 January 2026 
 
Councillor Vicky Poole 
  

Report Author: Karen Turner, HRBP Manager,  

Forward Plan Ref: N/A 

 

1 Purpose of the Report 

1.1 This report is an information only report for the purposes of updating on HR activity for 
Q1 and Q2 of 2025/2026 for Personnel Committee (13 January 2026), Corporate Board 
(25 November 2025) and Executive Briefing (4 December 2025). This data excludes 
school workforce data and only covers corporate WBC employees. 

 1.2 This report is part of bi-annual updates to the Personnel Committee and sets out some 
of the changes to HR activity and statistics in the current year. The report includes some 
of the detail behind the key statistics, including to directorate level.  

2 Recommendation 

This is an information only report. Personnel Committee is asked to consider and 
feedback on the information provided within the report. 

3 Implications and Impact Assessment 

Implication Commentary 

Financial: None as this is an information only report. 

Human Resource: This is an information only report so there are no direct 
implications from the outcome of the report. All activity is part 
of HR BAU. 
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Legal: None 

Risk Management: None 

Property: None 

Policy: All information provided in the report take account of the 
relevant WBC policies and procedures.  
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 Commentary 

Equalities Impact:     

A Are there any aspects 
of the proposed decision, 
including how it is 
delivered or accessed, 
that could impact on 
inequality? 

 X  This is an information only report. 

B Will the proposed 
decision have an impact 
upon the lives of people 
with protected 
characteristics, including 
employees and service 
users? 

 X  This is an information only report. 

Environmental Impact:  X  None 

Health Impact:  X  None   

ICT Impact:  X  None 

Digital Services Impact:  X  None 
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Council Strategy 
Priorities: 

 X  This update report provides information 
that supports the Workforce Strategy and 
HR BAU activity to meet Council priorities. 

Core Business:  X  This update report provides information 
that supports the Workforce Strategy and 
HR BAU activity to meet Council priorities. 

Data Impact:  X  None as all data is anonymised. 

Consultation and 
Engagement: 

Corporate Board 

Executive Briefing 

Service Director, Strategy & Governance 

Portfolio Holder with responsibility for Internal Governance 

4 Executive Summary 

4.1 This report is for information only that will go to Corporate Board, Executive Briefing and 
Personnel Committee in November 2025, December 2025 and January 2026 to provide 
an update on the HR matters contained within the report for Q1 and Q2 of 2025/2026 
year, i.e 1 April 2025 to 30 September 2025. 

4.2 This report provides an update on recruitment activity, training, employee experience 
and performance management - casework. The report includes the detail behind a 
range of statistics from HR, but the main items highlighted are: 
 

(a) That there has been an increase in the amount of casework within HR for the first 
two quarters of the current year. 

(b) That there has been significant recruitment activity in the current year, with an 
increase in applicant numbers and new starters. 

(c) That the voluntary turnover figure for all staff has increased to 14.18% (projected) 
for the current year, from 10.4%. 

(d) That sickness absence has decreased to 8.79 days per worker (projected) for the 
current year from 10.24 days per worker for the same period in 2024/25. HR have 
seen greater activity with management of sickness absence 
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5 Employment Data 

5.1 A full year of employment data is published at the end of each year i.e. following on from 
March annually, i.e after Q4. As this is a 6 monthly update then comparative data is not 
always available, however some data has been produced for the purposes of the report. 

5.2 See the table below for headcount and post data for the last 4 years on the 
establishment. (This data excludes all temporary posts and agency and off contract 
workers).  

  

 

 

 

 

 

 

 

 2021/2022 2022/2023 2023/2024 2024/2025 

 

2025/2026 

Q1 Q2 

Headcount 1532 1511 1537 1552 1549 

Post FTE 1667.93 

 

1731.10 1767.83 1650.95 1670.41 

Occupied FTE 1362.10 

 

1357.90 1387.80 1412.92 1399.85 

Vacant /Other 
FTE 

Note: this 
includes all part 
posts and full post 
vacant FTE 

305.83 

 

373.20 225 238.03 270.56 
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Total vacancy figures breakdown as of 30th September 2025 

No of vacant posts (excluding part post FTE vacant) 256 

Posts being recruited to (advert/shortlisting/interviewing) 

57 

(Note: some adverts are for multiple posts) 

Onboarding/start dates confirmed after 30th September 2025 74 

Agency workers filling vacant posts excluding care homes 45 

Vacant posts held  80 

 

5.3 As reporting on the halfway point of the year, turnover has been calculated as both a 6 
monthly and projecting annualised figure. Using the annualised turnover, this would see 
turnover of 17.15% if the same number of staff left in the second half of the year (all 
leavers not just voluntary). This would see an increase from 12.9% to 17.15%%. The 
national average turnover rate in the UK is around 15%. Exit data is collated from 
leavers information and the reasons for leaving are as seen in the table below. 

Reason for Leaving 
Number of 
employees 

Resignation 99 

TUPE transfer out 12 

Retirement 11 

End of Fixed Term Contract 4 

Dismissal 3 
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Retirement – Ill Health 2 

Redundancy – Compulsory 1 

Death in Service 1 

 

 Leavers by Length of Service for Q1 & Q2 2025/2026 

 

Length of Service Number of 
Employees 

Under 1 Years Service 32 

1 – 4 Years Service 40 

5 - 9 Years Service  29 

10 – 14 Years Service 5 

15 - 24 Years service 19 

25 +  Years Service 8 

 

 

Leavers By Directorate Number of 
Leavers 

People ASC 29 

Children’s Services 45 
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Place 28 

Resources 31 

 

5.4  Exit Data 

For Q1 & Q2 of 2025/2026 there has been 133 leavers. We ask everyone that leaves 
to complete an exit interview either online of face to face and they are given the option 
to do the exit interview with a member of the HR Business Partnering Team. 15.78% of 
leavers have completed an exit interview 

6. Starters, Leavers and Turnover Q1 and Q2 

6.1 Please see Appendix 1 which shows starters, leavers, and turnover for the past 5 years 
and as at the end of Q2 in 2025/26 year i.e. 30th September 2025. 

  

7 Talent Attraction 

7.1 We have had a total of 145 new starters in the period from 1st April 2025 through to 
30th September 2025, compared to 140 in the same period in 2024 – these are new 
external applicants. In addition to this figure, we have had a total of 57 internal movers, 
compared to 139 in the same period in 2024. As of 30th September 2025, there were 
also an additional 61 candidates awaiting imminent start dates with completed pre-
employment checks. 

7.2 We have received a total of 3393 applications in the period of 1st April 2025 through to 
30th September 2025, compared to a total of 2314 applications in the same period of 
2024. This represents a 32% increase in applicant numbers. 

7.3 Use of iTrent for Recruitment has embedded and managers are getting used to the 
system. We have developed a number of reports and are still working on developing 
more. We are in the early stages of setting up a vacancy newsletter to keep 
unsuccessful candidates up to date with other vacancies. 

7.4 Since April 2025 we have managed a large number of senior recruitment campaigns, 
successfully recruiting to the Chief Executive position, as well as the Executive Director 
Resources, and two Service Directors. 

7.5 We launched an applicant experience survey in February 2025, and received 162 
responses from 1st April to 30th September 2025.  Approximately 60% of respondents 
would recommend applying at West Berkshire Council to people they know, and 
approximately 75% of respondents felt that the application process met, exceeded or 
greatly exceeded their expectations. 
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EDI in Recruitment 

7.6 We have updated our application form to ensure we are compliant with the latest 
government guidance on EDI data collection. 

7.7 We are working on reports to enable us to analyse and interpret EDI at recruitment level.  

7.8 West Berkshire Council has achieved the Silver Award in the Employer Recognition 
Scheme for the Armed Forces Covenant, and we are also signed up to the Care Leavers 
Covenant. Care Leavers are put forward for interview where they meet the essential 
criteria for the role they have applied for, in the same way applicants who declare a 
disability are. 

EVP and Careers site 

7.9 The new EVP and careers site was launched just over a year ago. Work is continuing 
to build on our video and written case studies. 

7.10 Use of social media for recruitment has been increased, and we are doing regular ‘Job 
of the Week’ campaigns. 

7.11 The careers site home page had 39,960 views between 25th April 2025 and 25th 
September 2025, which is a 76.41% increase on last years 13,117 views. 

Agency  

7.12 As of 30th September 2025, the number of agency workers is down a further 39% in 
comparison to 10th September 2024, from 144 to 88. 

7.13 The forecast spend for this year on agency (Comensura) is around £5.7M, down from 
£7M in 2024 and £9.5M in 2023.  

7.14 8 agency workers have moved into direct employment between 1st April 2025 and 30th 
September 2025. This has saved a total of £76,318.  

7.15 Since 1st April 2024 this totals 28 workers, and a saving of £421,231. 

 

8 Performance Management – Casework 

Context  

8.1 For the purposes of this report, this includes: 

 Disciplinary and capability 

 Grievances  

 Sickness absence, ill-health retirement, and related adjustments 

 TUPE, restructures, and redundancies.  
 

8.2 This report gives figures for the Q1 and Q2 of 2025/2026 and excludes schools’ data. 
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8.3 Table 1 below, shows the number of formal and informal cases within West Berkshire 
Council (excluding schools) for four full years plus Q1 and Q2 of 2025/2026.  The 
numbers have slightly increased on the same period last year but are statistically 
insignificant.   

Table 1 

 

8.4 Table 2, below, shows the mix of informal and formal casework.  During the previous four 
years as well as Q1 and Q2 for 2025/2026.  

 Table 2  

 

8.5 Table 3, below, shows the variation in the main types of cases over the previous 4 
years and Q1 & Q2 of 2025/2026 (note – actual numbers are not given, to ensure 
confidentiality and data protection).   
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8.6 Table 3 

 

 

9 Sickness Absence  

9.1 The Councils working days lost per person due to sickness absence as at the end of 
Q2 2025/26 is (projected) as 8.79 days. The table below shows the year end outturn 
absence figures for the previous 4 years for comparison purposes. 

 

 

 

2021/22 2022/23 2023/24 2024/25 

Projected 
2025/26 

based on 
Q1&Q2 

Days lost per 
person 

9.95 9.90 10.69 10.13 8.79 

Note: so far this year, this is 13.2% (1.34 working days) below the 2024/25 Council 
year end out turn figure of 10.13 days lost per employee. 

 

9.2 The table below shows the number of days lost per person by Directorate based on 
Q1 & Q2 2025/2026 year to date figures. 

  

2021/2022 2022/2023 2023/2024 2024/2025 2025/2026

Case Types

Disciplinary Grievance

Sickness Absence Ill Health Retirement

Probation Performance Capability
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 2021/22 2022/23 

 

2023/24 

 

2024/25 

Projected 2025/26 
based on Q1&Q2 
sickness reported 

Resources 6.0 6.5 6.2 7.5 7.6 

People 12.0 11.6 NA NA NA 

People ASC  NA NA 18.1 15.4 12.3 

Children’s 
Services 

NA NA 
8.5 8.5 7.9 

Place 8.6 8.8 7.0 8.5 7.0 

Note: People ASC sickness levels not including Care Homes, Resource Centres and MI 
Reablement and Sensory Needs would reduce down from 12.3 days to 8.9 days lost per 
person within the Directorate.  

 

9.3 The table below shows the number of days lost per person by Directorate. 

  

 

9.4 Q1 and Q2 shows annualised working days lost per person was at 8.79 (1.44 working 
days) below the reported Q2 2024/25 annualised figure of 10.13 days lost per 
employee.  

Resources,
7.6,
22%

People ASC, 
12.3,
35%

People CFS, 
7.9, 
23%

Place, 
7.0, 
20%

Days Lost

Resources People ASC People CFS Place
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Short term vs Long Term absence 

9.5 Long term absence is defined as a continuing sickness absence of more than 28 
consecutive calendar days. 

9.6 Up to the end of Q2 2025/26 the overall absence related to employees with long term 
sickness absence is 53.9% of all sickness absences (3,678.5 days lost); for the same 
period in 2024/25 this was 60.1% (4,750 days lost). This shows a decrease in long 
term absence. 

9.7 Short term absence is defined as a period of sickness absences less than 28 calendar 
days in one occasion. Up to the end of Q2 for the period 2025/26 short term absence 
has slightly decreased to 3,143.5 days lost (46.1%); for the same period in 2024/25 
this was 3,153 days lost (39.9%) of all sickness absences. 

Absence Reasons 

9.8 Up to the end of Q2 2025/26 the most common reason for long term absence is 
“Mental health conditions”. The most common reason for short term absence is “Minor 
illnesses – which includes coughs/colds and flu; sickness/nausea and diarrhoea”. The 
most common reason for both short term and long-term absence in 2024/25 was 
“Mental health conditions”. 

 In total, 29.0% of all Q1 and Q2 2025/26 year to date sickness absence (long term 
and short term) was due to “Mental health conditions” compared to 33.4% in 2024/25. 

9.9 ‘”Mental health conditions” remain the significant reason for long term sickness, with 
Q1 and Q2 showing the same trend as last year 1,500 day) compared to 2,042 days 
for the same period in 2024/25. 

9.10 Human Resources are addressing the levels of sickness absence within the Council, 
by ongoing policy and training reviews with line managers. Ensuring that managers 
are supporting employees from the onset of the sickness absence. 

Benchmarking 

9.11 The Office for National Statistics (ONS) publishes an annual survey on workplace 
absence for all sectors.  The 2024 report published in June 2025 confirms that the 
percentage of working hours lost because of sickness or injury fell to 2.0% in 2024 a 
decrease of 0.3 percentage points from 2023 when it was 2.3% but a 0.1 percentage 
point increase since the pre coronavirus 2019 level.  This is the latest data available 
from ONS. 

9.12 The number of working days lost because of sickness or injury was an estimated 148.9 
million working days in 2024. This is a decrease of 14.9 million from 2023 and an 
increase of 9.9 million from the pre coronavirus 2019 levels. There was also a fall in 
days lost per worker to 4.4 in 2024, down 0.5 days from 2023 but 0.2 days above its 
2019 levels. 

9.13 The 2025 CIPD Wellbeing at work report published in September 2025, supported by 
Simply Health shows that the average absence levels have increased to 9.4 days per 

Page 46



HR Update – Corporate Board Report 

 

employee per year compared to 7.8 days in 2023 and 5.8 days in 2022 for all 
employment sectors. 

9.14 Employee absence rates have risen across the board but remain their highest in the 
public sector at 13.3 days per employee per year as stated in the CIPD report.  West 
Berkshire Council sickness data currently sits at 8.79 days per employee per year. 

 

10 Appraisals 

10.1 WBC requires employees to have an annual appraisal. The annual appraisals are 
utilised to ensure that there is a balance between the strategic objectives of the 
Council, the respective service and to help staff development.  While appraisal and 
performance management data was imported from the old HR system, reported 
completion rates are lower than before the change of HR system. This is likely to be 
managers adjusting to the new way of reporting appraisal dates.  

10.2 We are hopeful that the introduction of the Reviews module in iTrent along with 
workflow and scheduling in Employee Self Service will encourage managers and staff 
to complete and record objectives with more ease. These processes are being tested 
and with some new functionality due next year we will hope to release more guidance 
and training around this process. These rates are not evidence that appraisals are not 
taking place as dates alone are recorded in iTrent at present. The responsibility for 
ensuring that appraisals and other measures of performance management sit with line 
managers and there are a variety of procedures, educational materials and advice 
available to support managers undertaking such processes. 

  

11 Workforce Development 

Corporate Training 

11.1 The Corporate Training Programme consists of Mandatory and Non-Mandatory 
Training and runs annually between April and March. Data for training managed by 
Directorates is not reported here as is not recorded in a central record and so reporting 
in unable to take place. 

For 2025/2026 corporate training has mostly been delivered at zero cost due to 
savings required from the corporate training budget. We have made use of our 
Learning Hub which hosts our suite of mandatory training.  The Learning Hub gives 
us the opportunity to make other non-mandatory modules available to staff.  Some of 
these are soft skills, for example; dealing with customers over the phone, mindfulness, 
and resilience, but many more modules are available.   

There have been 3087 e-learning course completions over Quarters 1 & 2, which we 
hope to build on as we review more content and release to staff.  Neurodiversity 
Awareness has had over 750 completions over the last 2 quarters. 
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There has been a positive move to SME’s (subject matter experts) throughout the 
Council delivering learning sessions virtually or in-person.  In May the Council took 
part in the national Learning at Work Week event with the theme “Get Connected”.  
Over 325 delegates attended sessions, and the sessions have continued, and become 
part of our training offering.  This includes iTrent awareness sessions, AI Webinars, 
and Co-production workshops now appearing in the corporate training programme 
regularly.   

11.2 The Workforce Development team organise the corporate training programme and are 
the   official administrators for the Learning Hub which hosts all e-learning.  The 
Learning Hub also hosts Social Care Training e-learning as well as in-person training, 
which is run specifically by the Directorate and supported by Workforce Development.  
The Learning Hub hosts courses on behalf of Democratic Services for Members also, 
which went live over the summer.  Emergency Planning are using iTrent for their 
training bookings which is managed by Workforce Development.  We used iTrent to 
organise the Annual Employee Meetings that took place in the Summer and was 
attended by 216 staff. 

PREVENT training has now become a mandatory course for all staff.  There is a link 
to the module and instructions on the Learning Hub.  As of the end of September we 
had 77 completions recorded in iTrent.  

Looking forward over Quarters 3 & 4 the introduction of the “Lead with Confidence”  
workshops, “Supporting Wellbeing and Attendance”, “Recognition” and Reasonable 
Adjustments” has been popular for bookings from September 2025. 

Other future training plans include specific iTrent workshops for Managers focussing 
on the People Manager module, and Pension Awareness sessions. 

11.3 Over Quarters 1 & 2 there have been a total of 47 sessions held with a total of 1204 
delegates.  These sessions held were a variety of virtual or in-person workshops.   

 

 Early Careers 

11.4 Over the past six months, Early Careers have continued to actively support local school 
s and students through work experience, T-Level placements, and paid internships. 
Some key highlights include: 

 The Family Hub in Thatcham has remained a strong partner in hosting T-Level 
placements, with one student successfully progressing to an apprenticeship after 
completing their studies and currently hosting another T-Level student. 

 Transport and Countryside offered a paid internship, while the Transformation Team 
successfully delivered and completed another. 

 The Phoenix Centre extended a work experience placement for a student from The 
Castle School, through their World of Work programme, who has shown remarkable 
growth in confidence within a working environment. 

 The Social, Emotional, and Mental Health Team hosted three simultaneous work 
experience placements. 
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Additionally, our CEO Joseph Holmes and Executive Director Sarah Clarke welcomed 
a total of 48 students from St Bart’s and Trinity School across two work experience 
shadow days in the Council Chambers. These sessions provided interactive activities 
on topics such as Devolution and emergency planning and gave students the 
opportunity to engage with council members, including the Leader of the Council. 

We also partnered with the DWP and local Job Centre to host a careers fair in the 
Council Chambers, where local businesses showcased employment opportunities to 
residents. This event was supported by MP Lee Dillon. 

11.5 Apprenticeships have been equally busy: 

 Partnering with the Salisbury Framework to streamline collaboration with 
apprenticeship providers, improving efficiency. 

 Successfully completing a procurement process to secure a new provider for Social 
Worker apprenticeships and initiating another for the upcoming 2026 Occupational 
Therapy cohort. 

We continue to see WBC schools making excellent use of the apprenticeship levy to 
train early years educators, teaching assistants and Teacher’s, both undergraduate 
and postgraduate. 

Beyond schools, we’ve supported local businesses through levy transfers, enabling 
their staff’s development in roles such as: 

 Pharmacy Technician 
 Digital Support Technician 
 Early Years Lead Practitioner 
 Children, Young People & Families Manager and four Business Administrator 

positions 

 Employee Experience 

11.6 The Employee Experience function within Workforce Development Team, continues to 
play a central role in fostering a positive, inclusive, and supportive working environment 
across the Council. It leads on employee engagement, wellbeing, and equity— working 
towards the goal, that all staff feel valued, included, and supported to thrive and work 
well.  

What was previously known as the Equality in Employment Policy has now evolved 
into the Dignity in Employment Policy — a change that reflects a broader, more 
inclusive approach to how we support and respect every individual in our workplace. 

This update comes at a pivotal time, aligning with the introduction of the Worker 
Protection Act, which places greater emphasis on creating safe, respectful, and 
inclusive working environments, and our duties to take reasonable steps to prevent 
sexual harassment. Across many organisations, there is a growing shift from focusing 
solely on equality to embracing the wider concept of dignity at work — ensuring that 
everyone is treated with fairness, respect, and compassion. 

Our new Dignity in Employment Policy reinforces our commitment to: 
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Fostering a culture of mutual respect and inclusion 

Preventing all forms of harassment, bullying, and discrimination 

Ensure the legal protections of those with protected characteristics 

 Supporting the principles of our Behaviour Framework, which underpins how we 
work together and treat one another. This is more than a name change — it’s a 
reaffirmation of our values and a step forward in creating a workplace where everyone 
feels safe, valued, and empowered to thrive. 

11.7 The Employee Engagement Forum (EEF) meeting cycle has now started, meeting in 
May and September 2025.  There are 29 EEF representatives including two SLT 
representatives. The whole organisation is represented at the EEF. The EEF has 
provided SLT recommendations and reflections on employee recognition. This has 
resulted in several actions to embed and develop meaningful employee recognition. 

 Digital colleague recognition form and intranet page. Colleagues can 
use an intranet form to recognise a colleague who has gone above and 
beyond, demonstrated our values, or made a positive impact.  

 Lead with Confidence – Recognition workshops and guide for people 
managers 

 New starters and employee long service recognition included in 
monthly Reporter 

The EEF is providing robust questioning of SLT in a multitude of areas including 
organisational change and communication. The EEF is solution focused providing 
suggestions and ideas for improvement.   

11.8 The first annual Employee Conference was held at Shaw House July 2025. 216 
colleagues attended, the sessions were led by CEO, ED’s and Council Leader and 
Deputy Leader and included a Q&A session.  Attendees were invited to complete a 
feedback survey on the conference. The key feedback was to develop an Employee-
Centric Focus  to; 

 Celebrate long service milestones   

 Highlight employee achievements, challenges, and culture   

 Share balanced updates on council finances and strategic priorities   

 Showcase how teams are delivering the Council Strategy and 
Behaviour Framework  

 Increase time for Q&A  

11.9 The team also continues to manage employee forums, coordinate mental health first 
aiders, lead and manage the internal coaching hub, deliver wellbeing and professional 
development learning sessions and provide guidance for managers and leaders. The 
team creates and publishes regular Employee Experience internal communications for 
all employees and for people managers to include in team meetings.  These efforts 
support the Council’s Workforce Strategy and help embed a culture of wellbeing, 
equity, and engagement throughout the organisation. 
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12 Conclusion 

The contents of the report are for information for Corporate Board, Executive Briefing 
and Personnel Committee on the 13 January 2026. 

13 Appendices 

Appendix A – Starters and Leavers – 5 years from 1 April 2021 – 30 September 2025 

        Appendix B -   Percentage % of Starters by Age Range – 5 years (2021 to 2025) 

        Appendix C -   Percentage (%) of all leavers during the last 5 years by age range 
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Appendix A 
 

Starters and Leavers – 5 years (1st April 2021 to 30th September 2025) 

 

 2021/2022 2022/2023 2023/2024 2024/2025 

 

2025/2026  

Q1-Q2 

Number of starters  210 247 219 214 118 

Number of leavers  220 242 190 201 133 

Turnover (%) 14.30% 15.9% 12.47%   12.9% 8.58% 

(6 months) 

17.15% 

Projected 
annualised 

Voluntary turnover (%) 13.00% 14.86% 11.09% 10.4% 7.09% 

(6 months) 

14.18% 

Annualised 

Average length of 
service of leavers 

7y 5y 9m 7y 7m 8y 7y 8m 

Average length of 
service of employees 
employed at year end 

8y 9m 8y 10m  8y 9m 8y 8y 9m 

Stability index (% 
employees at year end 
with 12 or more 
months’ service) 

89.43% 86.3% 89.13%  86.79% 87.17% 
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Appendix B 

Percentage % of Starters by Age Range – 5 years (2021 to 2025) 

 2021/2022 2022/2023 2023/2024 2024/2025 

 

2025/2026 
Q2 

Under 25 20.95 9.72 11.42 4.88 7.63 

25-34 22.86 25.10 33.33 27.42 21.19 

35-44 23.33 25.91 25.11 26.90 32.2 

45-54 21.90 21.05 20.09 25.26 22.88 

55-64 9.52 17.00 8.22 15.09 13.56 

65+ 1.43 1.21 1.83 0.45 2.54 
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Appendix C 

Percentage (%) of all leavers during the last 5 years by age range 

 

 2021/22 2022/23 2023/24 2024/25 

 

2025/26 
Q2 

Under 25 9.09 5.79 5.26 3.98 3.76 

25-34 12.73 23.97 16.32 17.91 21.05 

35-44 19.55 21.07 21.58 22.39 18.05 

45-54 22.73 19.83 24.21 15.92 15.79 

55-64 21.36 19.83 17.37 21.39 24.81 

65+ 14.55 9.50 14.74 18.41 16.54 
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Item 7 – Date of Next Meeting 

Verbal Item 
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