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EMPLOYMENT COMMITTEE 
 
MINUTES OF THE MEETING of the Employment Committee held on 
Tuesday, 12 September 2017 at 12.15 pm in the Executive Meeting Room, 
The Guildhall, Portsmouth 
 

Present 
 

 Councillor Donna Jones (in the chair) 
 Councillor Luke Stubbs (Vice-Chair) 
 Councillor John Ferrett 

Councillor Lynne Stagg 
Councillor Leo Madden 
 

 
Officers  

David Williams, Chief Executive 
Michael Lawther, Deputy Chief Executive 

Jon Bell, Director of HR, Legal and Performance 
Mike Sellers, Port Director 

Frank Regan, Health & Safety Manager 
 

 
13. Apologies for Absence (AI 1) 

 
The Chair welcomed everyone to the meeting and advised that 2 deputation 
requests had been received from Jon Woods, UNISON, who wished to speak 
on agenda items 8 and 9.. 
 
Apologies for absence were given on behalf of Councillor Darren Sanders for 
whom Councillor Stagg deputised. 
 
Apologies for absence were given on behalf of Councillor Vernon-Jackson for 
whom Councillor Leo Madden deputised. 
 
Apologies were given on behalf of Councillor Jim Fleming who had been 
detained at a prior meeting. 
 

14. Declarations of Members' Interests (AI 2) 
 
There were no declarations of members' interests. 
 

15. Minutes of the Meetings held on 28 February and 28 March 2017 (AI 3) 
 
RESOLVED that the minutes of the meetings held on 28 February and 28 
March 2017 be confirmed and signed by the chair as a correct record. 
 

16. Appointment to Hampshire Pension Fund Panel and Board (AI 4) 
 
The purpose of this item is to make an appointment to the Hampshire Pension 
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Fund Panel and Board to serve as substitute for the period up to the end of 
the 2017 - 18 Municipal Year.  
The Leader explained that the role was quite demanding and that Councillor 
Hugh Mason has indicated his willingness to continue to be the Council's 
representative subject to formal appointment by the Employment Committee 
and his remaining an elected member. There is no remuneration for this role.  
 
 
RESOLVED that Councillor Hugh Mason be appointed to serve on the 
Hampshire Pension Fund Panel and Board for the rest of the Municipal 
Year (subject to his remaining an elected member). 
 

17. Pay Policy Statement (AI 5) 
 

(TAKE IN REPORT) 
Jon Bell introduced the report and explained that a Pay Policy Statement must 
be prepared for each financial year, approved by Full Council no later than 
31st March of each financial year and published on the council's website.   
Following the presentation of the Pay Policy Statement in March 2016, the 
Employment Committee requested that, in order to increase transparency and 
public accountability, a draft Pay Policy Statement be presented at an earlier 
stage of the financial year forecasting the pay policy for that year.   
This statement relates to the financial year 2017/18 and is therefore current, 
rather than retrospective.   
Mr Bell drew members' attention to section 3.6 of the report concerning the 
changing shape of the council and the environment in which it operates, and 
the impact this may have in future on its pay structure. He advised that 
Members' approval will be sought for any significant changes to the Council's 
pay structure resulting from these, or other factors. 
 

In response to queries the following matters were clarified 

 The Council has entered into shared working arrangements with 
Gosport Borough and Isle of Wight Councils to share senior 
management and their related statutory functions. All Councils have 
retained their clear identities as individual councils under this 
arrangement. Gosport Borough and Isle of Wight Council pay a 
contribution under this arrangement to Portsmouth City Council. 
Additional payments are made to Chief Officers for carrying out the 
statutory functions under this shared working arrangement. These 
payments are separate to the level of pay received for performing their 
duties within Portsmouth City Council - see Section 4 - Honoraria 
payments. Payments received are shown in the Pay Policy Statements 
of the other councils concerned. 

 Jon Bell agreed to check the figures included in Section 3 of the Policy 
at the request of a member of the committee. 

RESOLVED that Employment Committee 
(1) Approved the draft Pay Policy Statement attached as Appendix 1, 

and noted that it would be made available to the public, in draft 
form, on the Council's website 
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(2) Requested the Director of HR Legal and Performance to report to 
Members any changes to the statement that become necessary 
during the coming year, and pass the final statement forward for 
approval by the Full Council by 31st March 2018.   

 
18. H&S Annual Report (1 April 2016 - 31  March 2017) (AI 6) 

 
(TAKE IN REPORT) 

Frank Regan, Health & Safety Manager, introduced the report which updated 
the Employment Committee on Portsmouth City Council’s (PCC) health and 
safety (H&S) performance for the period 1 April 2016 - 31 March 2017. 
 
Summarising the council's performance in this 2016/17 reporting period, 
specific to corporate and service-specific H&S management, Mr Reagan 
advised that: 
 
• No members of staff or the public were killed or seriously injured as a result 

of council work activities or infrastructure and RIDDOR ('Reporting of Injuries, 

Diseases and Dangerous Occurrences Regulations 2013') reportable incidents are at 
an all-time low 

 
• No statutory enforcement notices, 'fee for intervention' charges or litigation 

claims were served on the council by an enforcement authority 
 
• No legionella outbreaks occurred that were attributable to Council managed 

water systems and no adverse legionella incidents or exposures were 
reported to the H&S Unit or the Health and Safety Executive (HSE) 

 
• No significant asbestos management failings or adverse 'asbestos related' 

incidents (accidents) were reported to the H&S Unit or the HSE 
 
• Employee engagement in corporate H&S training is at an all-time high, with 

engagement by school management teams also being at an all-time high 
 
He further advised that information relating to specific aspects of the Council's 
health and safety management systems and performance during this 
reporting period is detailed in the remainder of the report.   The proposed 
2017/18 H&S Unit action plan is attached as Appendix 1,a review of the 
2016/17 action plan is at Appendix 2 and detailed incident statistics are at 
Appendix 3. 
 
In response to questions, the following matters were clarified: 
 

 All schools would have some form of asbestos present within the 
building structures and strict asbestos management procedures are 
implemented in all school to ensure the safety of everyone - pro-active 
procedures include asbestos management surveys and strict 
contractor management controls where work is planned on the 
premises.   These procedures are routinely maintained and reviewed at 
site management level and corporately.  
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 With regard to the number of violent incidents in schools,  members 
were concerned about the data in Appendix 3 that recorded 234 
incidents were carried out by children between 4 - 10 years old . The 
Health and Safety Manager explained the numbers reflected pro-active 
management procedures in schools to ensure the safety of staff - as 
opposed to a culture of violence.   He assured members there was no 
cause for concern in his view, as the majority of the incidents reported 
related to normal juvenile behaviours when lashing out i.e. pulling 
someone's hair, scratching, biting, etc. 
 

 Members asked that the report is clearer in future as there is a heading 
in the report itself on page 3 of 7 " violent incidents in schools"  that 
looks as though the RIDDOR reports come under that heading, 
whereas they are accidents, not violent incidents.   The H&S manager 
agreed with this comment  

 
RESOLVED that the 2017/18 Health &Safety action plan is endorsed by 
the Employment Committee. 
 

19. Sickness Absence (AI 7) 
 

(TAKE IN REPORT) 
Jon Bell introduced the report which updates Employment Committee about 
levels of sickness absence across the council and actions being taken to 
manage absence. 
He advised that there had been a slight reduction in sickness absence since 
the last update report in February and now stands at 8.69 average days per 
person per year as against the corporate target of an average of 7 days per 
person per year. 
Mr Bell also drew members' attention to some specific instances of where 
there had been significant change. Adult Services and the Port had both seen 
big improvements to the sickness absence rates, although the Executive and 
Public Health had both seen an increase in the sickness absence figures. 
Members were pleased that the sickness absence levels at the Port were so 
much improved. 
In response to queries 

 it was confirmed that the figures include school staff other than academies 

 some members asked whether it would be possible to separate out the 
long term absence from the short term as it could have a significant effect 
on the  levels of a particular directorate.  Mr Bell said that the purpose of 
the report is really to show how much productive time is lost through 
sickness absence, but that he could provide more analysis between long 
term and short term sickness, if that was what members wanted. 

In summary, Mr Bell said that sickness absence used to be an average of 11 
to 12 days per year and this had now reduced to just over 8 days per year.   
 
Members of the Committee said they would like to continue to receive 
sickness absence reports so they could monitor progress. 
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RESOLVED that Members continue to monitor sickness absence, and 
ensure appropriate management action is taken to address 
absenteeism. 

20. Substance Misuse - Drug and Alcohol Testing Policy - Port (AI 8) 
 

(TAKE IN REPORT and APPENDICES) 
The Chair welcomed Mr Jon Woods, UNISON, to the meeting and invited him 
to give his deputation which he then did and matters raised were addressed 
after the report had been introduced.   
 
The Director of HR, Legal and Performance, Jon Bell, and the Port Director, 
Mike Sellers, introduced the report which recommended the introduction of a 
drug and alcohol testing policy for employees and third parties working at 
Portsmouth International Port.  Jon Bell explained that this was important 
because of the safety critical nature of the work undertaken and that the 
implementation date proposed was 1 January 2018, with an amnesty period 
as detailed in paragraph 4.2. 
 
Mike Sellers advised that the reason for recommending that the policy is 
introduced is for safety reasons.  Many other local authorities had already 
introduced similar policies, as had private sector companies such as 
Associated British Ports (ABP) and had had Union support. The policy had 
been drafted by benchmarking policies that had been introduced by major 
ports in other areas. He explained that because of the geographical nature of 
the Port, administrative staff at the Port have to cross busy freight areas which 
could be more hazardous if the person concerned was affected by being 
under the influence of drugs or alcohol and therefore they also need to be 
covered by the policy, including being tested. 
 
The Leader invited officers to address the points raised by Mr Woods in his 
deputation and the following information was provided. 

 With regard to a situation where a person is impaired because of an 
illness, a member of staff would be able to explain that and also a person 
is not expected to come to work if they are unwell. 

 If someone is taking prescription medication that may cause impairment, 
the person should declare this.  The policy is not designed to catch people 
out but is to ensure safety. 

 The actual testing would be carried out by a company to be appointed by 
PCC 

 With regard to the testing process, if there was a suspicion that someone 
was impaired whilst at work, a tester could be called out.   

 With regard to concerns about privacy, it was confirmed that tests would 
take place privately to preserve the dignity of the person concerned. 

 With regard to the anonymised lists mentioned, these would be produced 
from HR records 

 It was deemed unsafe to state that a person would not be tested more 
than once per annum as this may lead to a person knowing they would not 
be tested for a twelve month period after a test which would mean the 
tests were not random. 

 With regard to the measure of over 35 micrograms of alcohol per 100 
mililitres of breath being the fail mark, Jon Bell said that he would not want 
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the policy to rule out any discretion being used by managers to take action 
when the test result was below that mark if it was considered that safety 
was being compromised.  As an example, an employee who's test showed 
that they were only slightly under the limit at the end of a shift would likely 
to have been above the testing limit at the start of a shift and so could have 
been exposing themselves and others to danger      
 

During discussion, members of the committee agreed that there was a need 
for a policy but had some reservations about some of the provisions.  These 
included 
 

 Members still being concerned about the test being extended to 
administrative staff, in spite of the reasons given 

 Members still being concerned about the level being set at a certain 
amount of mililitres but reserving the right to take action even when the 
test result was below that level as this could be arbitrary 

 Concerns about implementation and its impact on staff 

 Some members were not convinced that there should be random testing 
rather than "with cause" testing.  

 Some members did not agree with the wording in 5.7.2 of the policy.  
 
During further discussion, a query was raised about whether there was any 
information about the company that was likely to be awarded the testing 
contract in terms of its relationship with other local authorities.  Jon Bell said 
he would provide this information to members. 
 
The Leader confirmed there were no plans to extend the policy across the 
whole of PCC. 
 
Members agreed that the wording of 5.7.2 of the policy should be reworded so 
as to read 
 
"With a result of 35 micrograms of alcohol per 100 millilitres of breath, the 
manager will undertake a risk assessment to determine the action to be 
taken.  The action taken and appropriate support given will be dependent on 
the circumstances of the case." 
 
It was proposed by Councillor John Ferrett and seconded by Councillor Leo 
Madden  

that the Drug and Alcohol Testing Policy at Appendix 1 of the report should 
be referred for further consideration to be brought back to a Special 
meeting of the Employment Committee. 

 
On being put to the vote this was CARRIED. 
 
The Leader of the Council as Chair of the Employment Committee asked that 
the Special Meeting be arranged for the morning of Tuesday 17 October at a 
time to be arranged.  
 
As it was not time critical, it was agreed that no approach would be made to 
any testing companies until after the Special meeting. 
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RESOLVED that the Drug and Alcohol Testing Policy at Appendix 1 of 
the report should be referred for further consideration to be brought 
back to a Special meeting of Employment Committee. 

21. Disability Confident Scheme (AI 9) 
 

(TAKE IN REPORT) 
Jon Woods, UNISON, gave a deputation on this item saying that UNISON 
does not oppose accreditation to the scheme, but just wished to highlight that 
his view was that current policy and practice in PCC is not consistent with 
accreditation under the scheme. He said he wanted this to be fully embraced 
and not to be a "tick-box" exercise. 
Jon Bell introduced the report explaining that its purpose was to advise the 
Committee about the Disability Confident standard, and seek members' 
approval to request accreditation under the scheme. 
 He drew Members' attention to Appendix 1 of the report that showed a 
sample list of local organisations in the region who have committed to the 
Disability Confident standard. 
During discussion 

 Members were generally supportive of the aims outlined in the report 
except that they asked that the last sentence of the third bullet point in 
3.2.1 of the report should be removed. 

 Members paid tribute to the Equalities Officer, Gina Perryman, for all 
her work in promoting the equalities agenda and improving disability 
awareness. 

RESOLVED that Members agreed 
(1) To seek immediate accreditation to be a Disability Confident 
Committed Employer as described in the sections below (subject 
to the deletion of the last sentence of the third bullet point in 3.2.1) 
(2) That upon completing the required self-assessment, to seek 
accreditation to be a Disability Confident Employer within the next 
12 months 

 Gender Pay Gap reporting (AI 10) 
(TAKE IN REPORT) 

 
Jon Bell introduced the report which presented  the outcomes of the Gender 
Pay Gap 2017, ensuring the Council can fulfil its statutory obligations in 
respect of the Gender Pay Gap Information Regulations.  The report also 
included a recommended action plan to build on the council's inclusive 
working practices, to continue to reduce the gap. Mr Bell advised that the 
situation at the Council was better than in many other organisations, but still 
exists.  The workforce at the Council is predominantly female. 
In response to a query about why the gender pay gap exists, possible reasons 
put forward included 

 More females have childcare responsibilities so tend to take time out of 
employment and often return to work on a part-time basis. Part-time work that 
fits in with child care responsibilities is often lower paid. 

 The careers of females taking time out to look after children often suffer 
a set-back. 

 An additional reason could be that this is historical 
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 A contrary view was that this was a massive over simplification of what 
is actually happening. 

 Looking at PCC as a whole, more females were in lower graded jobs 
than males.  In organisations where this is the case, government have 
decided that more should be done to address the underlying  issues.. 

Members asked whether it would be possible in future to include statistics on 
flexible working - perhaps as part of the action plan. 
Members asked that the annual report on the Gender Pay Gap mentioned in 
Appendix 1 should be brought to Employment Committee and this was 
agreed. 
 
RESOLVED that the Employment Committee 
 

(1) Noted the key findings of the Gender Pay Gap Report 2017 (see 
section 5). 

(2) Agreed the action plan as set out in Appendix 1 of the Gender Pay 
Gap report  

(3) Receive an annual update 

 
The meeting concluded at 2.00 pm. 
 
 

  

Councillor Donna Jones 
Chair 

 

 


