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Resilience, Resources, Priorities 
 
1. Background 
 
1.1 Throughout the Covid-19 pandemic, local government and other public 

service providers, demonstrated a remarkable level of resilience, flexibility 
and adaptability in order to meet the needs of the crisis we faced. However, 
in the post Covid-19 era, local government faces a series of acute workforce 
challenges on a scale which has never before been experienced.  
 

1.2 Maintaining sufficient capacity and skills, attractiveness as a career choice, 
competition from other sectors, flexible working arrangements and the 
continuous inflationary erosion of pay are all having a severe impact upon 
the ability of councils of all types and sizes to attract and maintain staff of 
the calibre required to deliver high quality services. At the same time, there 
is a constant need to prioritise corporate projects and initiatives in order to 
ensure that the organisations resources are aligned to efficient and effective 
service delivery.          

 
1.3 In July 2022, a report published by the House of Lords Public Services 

Committee – ‘Fit for the future? Rethinking the public services workforce’ 
concluded that the resources of public services are at breaking point. As such, 
there is a need to consider how demand can be reduced and also how more 
can be achieved by fewer people.    
 

1.4 In recent years, Members have regularly considered reports which have 
looked at Organisational Resilience, Resources and Priorities (16th January 
2020, 27th January 2022, 17th February 2022 and 29th September 2022). 
This report continues that theme and focusses upon a number of current 
and future challenges faced by the organisation. It looks specifically at the 
following issues: 
 

• Organisational Capacity  
• District Council Workforce Profile 
• Recruitment and Retention  
• Pay and Recognition 
• Training and Development 
• Graduates and Apprentices 
• Employee Support and Benefits Package 

 
1.5 In addition, the report will seek to consider a number of current challenges 

and emerging issues in relation to the recruitment of a new Licensing 
Manager, outsourcing of asset valuations, the need for external support on 
data protection and the appointment of additional communications 
resources to support the delivery of the Ashbourne Reborn project. 

 
2. Organisational Capacity 
 
2.1 The Council has always prided itself on providing high quality, responsive 

services that contribute significantly to residents’ well-being and quality of life. 
However, there is an increasing need to be clear on what the Council’s priorities 
are and conversely, what the non-priorities are, in order to ensure the efficient 



and effective alignment of organisational resources. It is therefore necessary to 
evaluate whether the resources currently available are capable of delivering 
against a constantly rising demand of public and member expectations. The 
formulation of a new Corporate Plan will be critical to this discussion and it will 
be essential that Members have regard to the issues of organisational capacity 
and resources in finalising the new Corporate Plan during the next few months.    

 
2.2 In January 2022, members were informed and acknowledged, that the 

current demands placed upon the officers across the whole of the organisation 
were unsustainable with little appreciation of the impact that this was having 
upon employee wellbeing. In this regard, it was emphasised that there was a 
need for a greater appreciation of officer capacity and organisational resource 
limitations which includes the personal demands of members placed upon 
officers at all levels, outside of the agreed Council and service priorities.  
 

2.3 Further to this report, the independent review of the Council’s waste 
management contract, considered at the meeting of Council on 17th February 
2022, included a specific recommendation that ‘a review of the corporate 
management capacity is undertaken to ensure that future major 
transformational and modernisation projects are adequately resourced’.  
 

2.4 Following the completion of the Independent Waste Review, the Corporate 
Leadership Team engaged the services of ‘Circling Squares Ltd’ who 
worked collaboratively with senior managers across the whole of the 
organisation in order to focus upon the following key areas of work:   
 
• Vision and Priorities – ensuring the organisation is well positioned to 

anticipate future challenges, clarifying current and emerging priorities to 
deliver members’ vision. 

• Culture and Capacity – identifying capacity pinch points and gaps which 
could have an impact on service delivery and organisational 
effectiveness, ensuring resources are aligned to priorities. 

• Communication and Engagement – promoting a positive culture where 
people feel involved and supported whilst communicating the future 
priorities to enable the organisation to continue our transformational 
journey. 

 
2.5 The outcome of this engagement work was covered in detail as part of a 

Member Workshop session delivered on 8th August 2022. In summary, the 
engagement revealed that: 

 
• Capacity is stretched (over 40 priorities with more emerging, plus legacy 

projects and corporate projects) compounded by focus on issues outside 
the Corporate Plan with minimal additional resources available. 
 

• Challenges around recruitment and retention at all levels of pay/grading, 
a perceived eroding of terms and conditions which is compounding the 
ability to attract and retain key skills with a knock-on impact on delivery, 
ensuring effective upskilling and succession planning. 

 
• With limited resources there are inevitably capacity pinch points on 

projects with the same skill sets e.g., Finance, HR, Estates & Facilities, 
Transformation and Legal are required on most projects. 



 
• People enjoy working for the organisation however, the impact of Covid 

and the positive use of hybrid working has meant that a cultural re-
alignment is required to ensure that the interaction between the 
leadership team, members and the organisation remains transparent, 
efficient and effective. 

 
• Building upon the transformational successes of the last few years, there 

is momentum to embrace further change across the organisation.  
 
• There is a positive culture and supportive working environment with an 

experienced CLT team headed by an inclusive and considerate Chief 
Executive  

 
2.6 In September 2022, members agreed to invest in a comprehensive package 

of further external support measures provided by ‘Circling Squares’, to 
support the Chief Executive, Corporate Leadership Team, Senior 
Management Team and elected members. Whilst it is not the purpose of this 
report to respond to these specific issues, Members were briefed on the 
outcome of this work on 25th September 2023 and further reports will be 
presented to subsequent meetings of Council as necessary.  
 

3. District Council Workforce Profile 
 
3.1 The current establishment for the district council comprises 221 individual 

posts. In addition, there are a number of services which are managed by the 
district council but are delivered in partnership with others including 
Freedom Leisure, SERCO, and shared service arrangements for Revenues 
and Benefits, ICT and Internal Audit. 
 

3.2 The workforce profile by age of employee and grading is shown in Table 1. 
 

Grade Posts 
All 

Posts Age Groups 

      <21 21-30 31-40 41-50 51+ 

Apprentice 
to Grade 5 number 107 1 15 15 20 56 

   
% of the 
scale 48% 1% 14% 14% 19% 52% 

Grade 6 -9 number 73 0 6 13 22 32 

  
% of the 
scale 33% 0 8% 18% 30% 44% 

Grade 10+ number 41 0 0 8 12 21 

  
% of the 
scale 19% 0 0 20% 29% 51% 

Total 
number 221 1 21 36 54 109 

 All Posts 

  
% of 
posts 100% .5% 9.5% 16% 24% 49% 



 
 
3.3 The workforce profile indicates a number of existing and future challenges 

in respect of the following: 
 
• 49% of staff are over 50 years of age with 77 colleagues (34% of our 

workforce) over age 55. Whilst state retirement age has now moved to 
66+, there is a significant risk that we will face the retirement of 
increasing numbers of long serving, skilled and knowledgeable 
colleagues over the next 5 – 10 years as employees may choose to retire 
early and access their pension from the age of 55 years.  
 

• 15% of our workforce (34 colleagues) are aged 60 or over and are 
probably thinking about their retirement plans. Whilst full retirement 
before state pension age can be unaffordable for many given the actuarial 
reduction in the pension for taking it early and having it in payment for 
longer, past experience indicates that this is still an attractive proposition for 
some employees, particularly those is senior positions with long service. 

 
• 51% of senior manager positions (Grade 10 and above) are occupied by 

employees aged 51+. This is a significant risk to the loss of corporate 
knowledge and demonstrates the need for effective succession planning. 

 
• The significant lack of younger people / graduates under 21 years of age 

employed by the Council is a cause for concern and demonstrates the 
need to ‘grow our own’ and have effective succession plans in place. 

 
3.4 In order to address the above, the District Council needs to ensure that it 

can deploy a range of policy initiatives and measures to attract and retain 
employees of the calibre required. The remainder of this report will discuss 
specific issues and will focus upon the options and opportunities that are 
potentially available.   
 

4. Recruitment and Retention 
 
4.1 Historically, the District Council workforce has remained relatively stable 

with turnover of approx. 10% per annum. However, since the Covid-19 
pandemic, turnover has increased significantly to circa 18% in both 2021/22 
(48 leavers) and 2022/23 (43 leavers). This has coincided with significant 
challenges in attracting candidates with the necessary expertise and 
experience in a number of key areas including Finance, Audit, Legal, Policy 
& Regeneration, Sports Development, Business Support and Clean and 
Green. In a number of cases, vacancies have been advertised numerous 
times – on each occasion incurring additional costs, delay and impacts upon 
productivity. In three recent cases, it has become evident that temporary 
posts are not attracting applicants as jobs advertised as fixed-term contracts 
(e.g. two year duration) have proved extremely challenging and in some 
cases, impossible to fill.    

   
4.2 In order to sustain service delivery and meet statutory deadlines in some of 

these key areas, the Council, like many other councils across the country, 
has had to resort to the employment of temporary and/or agency staff for 
significant periods of time which is both expensive and an ineffective long-



term solution. In 2021/22, the Council spent £169,056 on temporary staff in 
the finance team alone due to our inability to recruit permanent staff and the 
need to meet statutory deadlines. According to analysis by the national 
campaign group – the 4 Day Week Campaign, FOI requests found that in 
2022/23, councils across the UK spent £2.1bn on agency staff, amounting 
to 6% of their total spend on staff. 
 

4.3 Clearly, this is not an effective use of taxpayers money and is neither 
sustainable nor an effective solution to recruitment and retention 
challenges.  In order to deal effectively with this issue, employers need to 
take responsibility and respond positively to the challenges that exist. 
 

5. Pay and Recognition 
 
5.1 The Council’s pay structure is based upon the Council’s Single Status 

Agreement and on the National Joint Council for Local Governments 
Services Job Evaluation scheme which has the support of trade unions and 
employees. Any changes to jobs or new jobs go through a job evaluation 
process to ensure that there is consistency and fairness. The process is 
focused internally, looking only to establish the relative responsibilities, job 
demands and accountabilities within the organisation, so that core gradings can 
reflect these. Salaries are set according to the national pay grading scale.  

 
5.2 If the grade and salary level resulting from job evaluation produce grade/salary 

levels which are not competitive in the external jobs market, it is permitted within 
employment law and the Local Government Green Book of terms and 
conditions (although not always desirable) for the Council to offer additional pay 
in the form of market supplements, provided that these are objectively justifiable 
in terms of market data and are temporary, with regular reviews (every 2 years) 
to ensure that the payments remain valid. By the same token, the Council can, 
in certain circumstances, offer recruitment incentives (“golden hellos”) or 
retention payments (“golden handcuffs”) to help it recruit and retain staff in the 
face of problems over being competitive in the jobs market. 
 

5.3 Pay negotiations for all District Council employees (below Chief Executive and 
Chief Officers) are conducted at a national level on our behalf by National Joint 
Council (NJC). As part of our collective agreement with the trade unions, we 
participate in national bargaining and therefore any negotiated settlement 
reached at a national level is mandatory and is applied to all our employees. 
Pay awards for Chief Officers are also determined at a national level by the 
Joint National Council (JNC) a separate machinery exists for Chief Executives 
 

5.4 As part of the 2023 national pay claim (which remains in dispute and may be 
subject to strike action), Unions have claimed that since 2010, NJC spine points 
have lost on average 25% of their value when measured against the cost of 
living / Retail Price Index (RPI). As a consequence, it is claimed that a wage 
keeping pace with the cost of living each year would have risen by 47.9% since 
2010, however NJC pay has risen by just 20.7% over the same period.  
 

5.5 The Office for National Statistics (ONS) says that private sector pay grew 6.9% 
between August and October 2022 while public sector pay grew 2.7%, and that 
this was among the largest differences ever seen between the two. Public-
sector pay was frozen from 2011-13 and then capped at a 1% annual increase 
until 2018. If you look at the total pay figures, which include bonuses, private 



sector pay has actually overtaken public sector pay, mainly due to the fact that 
private sector workers are much more likely to receive bonuses than public 
sector workers. On the other hand, the figures do not reflect the fact that public 
sector workers tend to have considerably better pension provision than private 
sector workers. However, such differences in pension provision do not aid 
recruitment and retention challenges currently faced by the public sector. 
 

5.6 As a consequence of pay differentials, the Institute for Fiscal Studies has 
warned "The continuing fall in public sector pay relative to the private sector 
poses recruitment and retention challenges for public services and could 
threaten the government's ability to deliver on its public service objectives." 
 

5.7 It is difficult to ignore the cumulative impact of, and tangible link between, below 
inflation national pay awards for the last 10 years and our ability to offer 
competitive salaries in what is a diminishing pool of talent and interest in local 
government as a career. Whilst this problem is by no means limited to local 
government, as a small district council with limited resources, we are very much 
at the ‘sharp end’ and it is proving increasingly challenging to recruit and retain 
staff in a highly competitive market. Therefore, as an employer, we must do all 
that we can to remain competitive and promote both local government as a 
sector, and Derbyshire Dales District Council as an employer, in order to attract 
and retain the best talent available.        
 

5.8 The importance of fair pay is a subject covered by the biennial all staff survey. 
The last completed survey (October 2021) provided an indication of the factors 
that are regarded as being most important to staff. The top 5 responses were: 
 

1. Being fairly paid (24.14%) 
2. Flexible working / family arrangements (17.24% 
3. Ensuring that employees are supported by their managers / supervisors 

(13.79%) 
4. Making employees feel valued (13.79% 
5. Providing employees with sufficient resources to do their jobs well 

(10.34%) 
 
5.9 In addition to pay, local government has always sought to offer attractive terms 

and conditions which were once our ‘USP’ in attracting staff i.e., flexible working 
hours, hybrid working, local government pension scheme, holiday entitlement, 
learning and development support, family friendly policies etc. However, many 
of these are now commonplace in the private sector who have caught-up with 
terms and conditions and in some cases, exceeded what we currently offer.   

 
5.10 The differences between employment in the private sector compared to the 

public sector, are not therefore as significant as they once used to be.  
 

6. Training and Development 
 
6.1 Training and Development currently takes three distinct forms:   

• Corporate training i.e., CPD, professional updates etc.  (Budget 
£8500) 

• Vocational Training i.e., professional courses and qualifications 
(Budget £7000) 



• Online training via LOLA i.e., induction, health and safety, 
safeguarding, data protection etc. (Budget £7300)  

 
6.2 The cost of Vocational training is paid at 50% by the Council and 50% by the 

employee, through payroll deductions. Cost is limited to training fees and 
essential books only (no travel or subsistence) and a training agreement is put 
in place if the full cost is more than £500. Should the employee leave the 
Council’s employment within 2 years of qualification, the Council’s 50% support 
is repaid on a sliding scale.  

 
6.3 Whilst the above arrangement enables the Council to support a larger number 

of employees through vocational training, the costs of some qualifications are 
so prohibitively expensive that employees often cannot afford to match the 50% 
required contribution, for example for colleagues in finance to obtain a CIPFA 
qualification, the cost is circa £21,000. As a result, there are existing employees 
who have the potential and desire to progress as part of our succession plan 
but are currently prevented from doing so due to the lack of financial support 
we are able to provide, and at a level they are able to afford.   

 
6.4 In order to address this situation, the Council would need to increase the 

amount of financial support it provides to assist with the development of future 
talent.     

 
7. Graduates and Apprentices 
 
7.1 In recent years, the District Council has attracted and employed a number 

of recently qualified graduates in a variety of roles in Business Support, 
Environmental Health and Democratic Services. However, we have not 
sought to actively target and attract graduates to specific vacancies or 
positions other than through conventional means of advertising vacant 
positions as and when they arise. 

 
7.2 For many years, the Local Government Association (LGA) has operated a 

Graduate Development Programme (NGDP) which offers a unique 
opportunity to place high quality graduates in councils, helping them to meet 
strategic goal and build a pipeline of future talent. Derbyshire Dales have 
never participated in this programme. In order to participate, there is a 
requirement to: 

 
• Employee national management trainees on a minimum two-year fixed 

contract. 
• Pay national management trainee salaries at national local 

government spinal column point SCP20 (currently £28,371). 
• Organise a minimum of three placements for each trainee over the two-

year period. 
• Promote the NGDP to raise the profile of the programme locally to 

attract a diverse and talented pool of candidates. 
 
7.3 The LGA will in return, market the NGDP at a national level, including 

extensive engagement at university fairs and promotion in national 
publications. For those Councils who sign up to the programme before 
candidate applications close, the LGA will also promote the scheme with 



local universities and provide additional support to attract graduates 
interested in  

 
7.4 Since 2018, the District Council has recruited 12 apprentices – six of which 

have been retained whilst six have left the authority. The retained 
apprentices have been appointed into permanent positions (as they arise) 
within the Council’s Clean and Green Team. Housing and Accountancy and 
are making a valuable contribution to the organisation.  

 
7.5 Where apprentices have left the authority, this has been down to them not 

continuing with their apprenticeships, choosing to pursue further education 
opportunities or securing alternative employment. 

 
7.6 The recruitment and retention of apprentices can be challenging as young 

people are often unsure about the career they wish to pursue. As such, the 
retention rate is often lower however, where we are able to train and retain 
apprentices, the gains certainly outweigh the losses.  

 
8. Employee Support and Benefits Package 
 
8.1 In considering a pay and benefits package, it is important to consider 

employee rewards beyond the salary received. The total reward package 
offered by the Council includes such as: 

 
• Local Government Contributory Pension Scheme with life insurance;  
• Salary Sacrifice Schemes e.g. Cycle to Work, additional leave purchase; 
• Flexible and hybrid working opportunities;  
• Maternity, Paternity, Adoption and Shared Parental Leave entitlements; 
• Support for parents / carers 
• Learning and Development opportunities; 
• Counselling support services; 
• Occupational health services. 

 
8.2 Whilst all of these measures are valued they are in the main replicated (and 

in some cases bettered) by other local government employers. Increasingly, 
authorities are looking towards other measures that can be employed to ‘set 
them apart’ and provide competitive advantage in a very difficult recruitment 
market.  

 
9. Recruitment and Retention Initiatives Already Implemented 

 Market Supplements 

9.1 The increasing pressures in the national or regional labour market can mean 
that pay levels for a particular category of employee in a particular function can 
be such that the District Council’s normal pay level would not be sufficiently 
competitive to enable it to recruit or retain an employee in that function. In that 
case, where there is proven difficulty to recruit (defined by at least 2 failed 
attempts), a market supplement policy will be applied. There are currently 11 
posts in receipt of a 3-year market supplement ranging from 9-15%. These 
market supplements have been determined by the Corporate Leadership Team 
and will be subject to review in line with the District Council’s Reward and 
Recognition Policy.  



9.2 Supplements can be retained, increased (max 15%), decreased or removed. 
Clearly, removing a market supplement will be unpopular as the post holder has 
enjoyed the increase for a reasonable period of time and it could lead to 
increased turnover of staff. Whilst this tool has enabled appointments to be 
made in a number of challenging situations, it is divisive as it changes the pay 
relativities of similar posts on the same grade.  

 Welcome Payments 

9.3 Given proven difficulty to recruit to some vacancies, a ‘Welcome Payment’ trial 
has also been initiated comprising a payment of £2,000 (50% on appointment 
and the balance after 6 months). This payment is to be repaid in full if the new 
employee leaves the District Council within the first 2 years of their appointment; 
so it also acts as a retention payment. This payment may attract applicants, 
especially those who may have to repay training grants when leaving their 
existing employer. The trial is under review however early indications are that it 
has been a success. 

 Career Grade Posts 

9.4 Career Grade posts are introduced where we recruit below the grade of the 
established post to offer more flexibility to recruit a trainee if we cannot recruit 
a fully qualified experienced person. To date, we have established one career 
grade post in Development Management for retention purposes. Two further 
posts (Planning and Environmental Health) have been created for recruitment 
via promotion subject to gaining a qualification. A further post in Internal Audit 
has been developed specifically for recruitment following proven difficulty to 
recruit.  

9.5 There is widespread support from the Corporate Leadership Team to introduce 
more career grades into the organisation thereby allowing non-qualified or 
under-qualified staff to be recruited and trained but with sufficient ‘head-room’ 
in the pay scale to retain them once we have invested the time and effort in 
developing them. There is little value in the organisation recruiting, investing in 
and developing staff if we are unable to retain and appropriately reward them 
at the end of their training and development programme.    

10. Potential New Recruitment and Retention Initiatives 
 

10.1 The District Councils significant challenge in the next 5 – 10 years is the impact 
of an aging workforce. Flexible Retirement is an option for those over 55 years 
of age as they are able to access the pension they have accrued to their flexible 
retirement date with an option to pay into a second pension pot in their reduced 
hours post. Whilst full retirement before state pension age is less attractive for 
the majority, with 34 colleagues over the age of 60, the impact of failing to take 
the initiative now could be very significant indeed, particularly when combined 
with the challenges of recruiting skilled and experienced staff into key roles.  
 

10.2 Having regard to initiatives introduced in other local authorities and following 
discussions with HR and the Corporate Leadership Team, it is considered that 
there are potential other measures that could be considered (in no particular 
order of preference).  

 
 



 
 
 
 

Options to Enhance Recruitment and Retention 
 
Option 1: ‘Grow Our Own’ 

10.3 Increase our established apprenticeship programme to include more school 
leaver apprentices and introduce graduate apprentices. This would require an 
increase in the salary budget and ideally, a dedicated ‘supernumerary 
establishment budget’ to retain excellent apprentices in post for up to 6 months 
whilst awaiting foreseen future vacancies to be permanently appointed.  

Option 2: Enhanced Welcome Payments  
 
10.4 The introduction of ‘Welcome Payments’ has delivered some success in 

recruiting to posts that were previously difficult to recruit to. The current 
payment of £2,000 (50% on appointment and the balance after 6 months) could 
be increased if the new employee leaves the District Council within the first 3 
years of their appointment payback in excess of 2 years. The Peak District 
National Park Authority are currently considering ‘Welcome’ payments of 
£5,000.   

 
Option 3:  Enhancement to National Pay Awards 

10.5 Whilst the District Council is part of the national collective bargaining process 
for national pay awards, it has the potential to offer an enhanced pay award 
(e.g. national pay award +1%) to improve national, regional and local 
competitiveness. Increased salary costs would have an enduring impact upon 
the overall revenue budget and would have to be demonstrated to be financially 
sustainable in both the short and long term, at the time of consideration. A 1% 
increase on the 2023/24 salary budget would cost circa £87,000. 

Option 4: Enhancement to Annual Leave Entitlement 

10.6 Derbyshire Dales employees are entitled to 26 days annual leave plus a further 
4 days after 5 years’ service. Most other Councils offer 26 days plus a further 5 
days after 5 years’ service. An increase in annual leave entitlement would 
match the terms and conditions of many other councils (including the Peak 
District National Park).  

10.7 With the exception of limited Clean and Green operations, the Town Hall is 
closed on the 3 working days between the Boxing Day and New Years’ Day 
bank holidays. staff are currently required to book these 3 days as annual leave 
with a maximum of 1.5 days taken as Time off in Lieu or flex leave.  In order to 
bring parity with other councils. One option may be to increase annual leave 
entitlement by 1 day to match that of other councils with a requirement to take 
the extra day’s annual leave during the Christmas close-down period.  

Option 5: Career Grades  

10.8 Expand widely the concept of career grades. i.e., to give the option to 
candidates to apply as a ‘trainee’ to grow into a role. This would require 



determination of significant factors to enable progress through the career grade 
based on evidence of experience/ skills/ qualifications etc. but could help attract 
more applicants especially in difficult to recruit posts. 

Option 6: Employee Benefits Package  

10.9 For many years, the District Council offered subsidised lease cars to employees 
in designated posts where there was a requirement for a car to be available in 
order to undertake the requirements of their job. However, this practice was 
ceased in March 2017 as part of a corporate savings initiative. However, there 
is no doubt that this incentive was a powerful recruitment and retention measure 
at that time when salaries offered were generally lower than those of 
neighbouring councils. 

10.10 Some Councils are revisiting employee benefit packages in order to gain a 
competitive edge with larger authorities and the private sector, the most notable 
example being Litchfield District Council who have recently approved a 
package of measures to include a scheme of private health insurance, 
performance related bonuses and employee referral bonuses.  

10.11 Whilst it would not be financially viable to re-introduce a subsidised lease car 
scheme, there is the potential to consider salary sacrifice schemes for electric 
cars. A scheme has recently been adopted by the Derbyshire Building Control 
Partnership and many other companies across the UK, whereby the employer 
leases an electric car in exchange for the employee sacrificing gross salary to 
pay for it. The benefit to the employee is that the cost of the car is recouped 
from the employee’s gross salary which is a legitimate and lawful tax saving for 
them. The benefit to the employer is that there is a reduction in employer 
National Insurance contributions and VAT is recovered on the leased vehicle.   

10.12 The added advantage of a scheme of this nature is that it can support an 
employee’s personal journey to Net Zero and directly reduce the employers 
carbon emissions for work-based journeys.    

10.13 Other measures may include the provision of an Employee Assistance 
Programme EAP – usually including counselling services, health advice but 
also free legal advice (Chesterfield Borough Council has an EAP).  

Option 7: Increased Investment in Personal Development  

10.14 Increasing the corporate and vocational training budgets would enable more 
training to be delivered to more employees.  

10.15 In addition, removing the 50% employee contribution (for specific qualifications 
or hard to recruit posts) would enable all training to be paid for in full. However, 
in exchange for this, it is considered reasonable that the Council would seek a 
return on its investment by requiring employees to remain in the district council’s 
employment for an extended period 3 or 4 years post qualification.    

10.16 Other options could include the resourcing of managerial qualifications for 
middle and senior managers (ILM5 or similar) who are identified as part of a 
corporate ‘Succession Plan’. This will ensure that we are developing the talent 
that already exists in the organisation with a view to preparing them for future 
opportunities.   



 

 

 Option 8: Corporate Succession Planning  

10.17 There are a significant number of posts across the organisation which are 
‘singleton posts’ i.e., where only one person has the necessary skills, 
knowledge and expertise to carry out the required tasks. This poses a 
significant risk to the organisation, particularly given the age demographic of 
the workforce.  Corporate Succession planning in ‘at risk’ posts could be 
deployed to develop employee potential in to be ‘the best candidate they can 
be’ for competitive appointment when a vacancy arises through turnover or 
retirement. 

10.18 The process would require the identification of individuals alongside a 
commitment to provide necessary training and development opportunities as 
‘forward investment’ in their potential.  

10.19 A Draft ‘Succession Planning’ Policy has been developed and was approved at 
a meeting of the Joint Consultative Group on 26th September.  

11 Financial Resources 
 
11.1 Implementation of any meaningful measures to improve organisational 

resilience must have regard to the overall impact upon the Council’s 
finances and, specifically, the Medium-Term Financial Plan.  

 
11.2 The Director of Resources has previously advised Council that it is difficult 

to predict the level of finance settlement that might be received from 2024/25 
onwards given the lack of clarity over future funding levels. However, with the 
prospect of a future Fair Funding Review and baseline business rates reset, 
there is no certainty that previous levels of funding will continue into the medium 
term as significant changes in local government finance are expected to take 
place from 2025/26, which could have a significant impact on the Council’s 
revenue account. 

 
11.3 The Council has strategic reserves which are earmarked for identified 

purposes. This ensures the availability of the amounts in these reserves for 
those purposes and defrays demands on revenue spending and general 
balances. These reserves are reviewed on at least an annual basis to ensure 
they are adequate for the purpose, but not excessive, based on an assessment 
of needs, an understanding of risks, and taking into account the opportunity 
costs of maintaining reserves. It is therefore financially prudent to seek to utilise 
existing resources and reserves wherever possible in order to minimise long-
term impacts upon the Council’s revenue budget. 

 
11.4 The Council has for the past 13 years, retained a Job Evaluation Reserve which 

was established at the time of the single status pay agreement to deal with 
wholesale increases in job grades as a consequence of the Job Evaluation 
Process. In recent years, this reserve has been reduced to reflect the limited 
demand that has existed; the available balance currently stands at £150,000.  

 



11.5 Corporate Leadership Team in consultation with the Director of Resources do 
not consider that this reserve is likely to be needed in the future. At the meeting 
of Council in September 2023, it was resolved that this reserve be repurposed 
and redesignated as a ‘Recruitment and Retention Reserve’ to support one-off 
costs arising from the implementation of any of the options outlined above. 
Whilst this would not enable measures to be sustained in the long term, it would 
provide an opportunity for measures to be implemented quickly and until such 
time that the future impacts of local government funding reforms become 
clearer. 

 
12 Options Considered and Recommended Proposal 
 

The report outlines a series of options, all of which will have an impact upon 
the Council’s ability to recruit and retain staff of the calibre required. Whilst 
the alternative option would be to do nothing, this would not address the 
issues highlighted in the report.  

 
13 Consultation 
 
13.1 Corporate Leadership Team (CLT) and HR Manager have been engaged in 

the development of these proposals.   
 
14 Timetable for Implementation 
 
14.1 Subject to the approval of the above recommendations, the work will 

commence immediately.  
 

15 Policy Implications 
 
15.1 An effective organisational structure that is appropriately resourced and 

aligned to the delivery of the Council’s priorities helps to deliver the 
Council’s ambitions and plans for the District as a whole. 

 
16 Financial and Resource Implications 

 
16.1 Financial Resources have been addressed in section 11 of this report. 

£150,000 is available in the Recruitment and Retention Reserve that could 
be used to finance one-off or short-term measures to implement some of the 
measures set out in this report. This would require cost estimates for the 
measures chosen by the scrutiny committee and the approval of a 
supplementary revenue budget by full Council. The financial risk of this report’s 
recommendations is assessed as low. 
 

17 Climate Change Implications 
 
17.1 A climate change impact assessment is not necessary in respect of the 

recommendations in this report.  
 
20.  Risk Management 
 
20.1 The Head of Paid Service is required by Section 4 of the Local Government and 

Housing Act 1989 to report to Council on proposals concerning the organisation 
of the Council’s staff and appointment and proper management of the Council’s 
staff. Implementation of the proposals outlined within this report, will seek to 



ensure that the District Council is better able to manage future risks around 
organisational resilience, resources and priorities. If implemented, the strategic 
risk is assessed as low. 
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