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Agenda

Full Council — Thursday 26" February 2026
@ 6pm (Hybrid Meeting)

Presiding Member: Clir C. Thomas Town Mayor: Clir C. Morgan

1.
2.

Apologies for absence.
Declaration of Members interests.
To receive disclosures of personal interests from members.

Note: Members are requested to identify the item number and subject matter to
which their interest relates and to signify the nature of the personal interest; and
where Members withdraw from the meeting as a consequence of the disclosure of
a personal interest, they must notify the Chair when they leave.

Well-being of Future Generations (Wales) Act 2015.

To note the Well-being of Future Generations (Wales) Act 2015 imposes a duty on
public bodies including the Town Council to carry out sustainable development in
accordance with the sustainable development principle and to act in a manner
which seeks to ensure that the needs of the present are met without compromising
the ability of future generations to meet their own needs.

To allow the public (if present) to speak on any item on the agenda or ask
questions (3 mins max).

Minutes.
To approve the following minutes:

Council Meeting — 27" January 2026

Environment, Land Use & Planning Committee — 2"¢ February 2026
Staffing Committee — 9" February 2026

Regeneration, Events & Museum Committee — 10" February 2026
Policy & Finance Committee — 12" February 2026



6. Town Mayor Announcements.
T Chief Executive’s Report (pages 1-77)

7.1 Annual Report 2026
7.2 Updated Policies

8. Planning Applications (pages 78-83)
9. Correspondence (pages 84-112)

e Local Resolution Protocol Feedback
e Armed Forces Events RCT 2026
¢ Draft Minutes - One Voice Wales Area Committee Meeting on 28.01.26

o

Tony Graham
Chief Executive/Town Clerk
19 February 2026

The zoom link for the meeting is available on request by emailing
info@pontypriddtowncouncil.gov.uk

Please Note

If there are any specific details you wish to raise regarding, for example, background
information or require additional detail, it would greatly assist if you could contact the

office in advance so that the information and answers can be made available at the
Meeting.

Any members of the public wishing to ask questions, may do so by setting out their
questions in writing and sending it to the Council at least 3 clear days prior to the
Council meeting.
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Chief Executive’s Report

Council — 26'"" February 2026

Annual Plan 2026 (pages 2-8

Having considered the report on the 2025 annual plan at the last Council meeting,
Members are invited to consider the attached draft plan for 2026. Members are
invited to discuss any changes they wish to make and to give approval to an
annual plan for 2026.

DECISION REQUIRED:

To note and approve an annual plan for 2026.

Updated Policies (pages 9-77)

Members are invited to adopt the attached policies which have been
reviewed/amended by the Staffing and Policy & Finance Committees:

Staffing:

Appraisal Scheme

Code of Conduct for Employees
Dignity at Work

Member-Officer Relations Protocol
Stress Management

Training and Development

Policy & Finance:

e FOI & EIR Policy
e Data Protection
¢ Drug, alcohol and substance misuse

DECISION REQUIRED

To adopt the above policies.

Page 1 of 1
Chief Executive's Report
Council - February 2026
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PONTYPRIDD TOWN COUNCIL
APPRAISAL SCHEME POLICY

Purpose

This appraisal scheme sets out how Pontypridd Town Council wili review,
support and develop its employees.

The Council will use appraisals to ensure staff performance aligns with the
Council’s objectives, values and statutory duties.

This scheme is intended to promote fairness, consistency and continuous
improvement.

When this scheme applies

It applies to:

« all employees of Pontypridd Town Council

« full time, part time and permanent staff

» fixed term staff where contracts exceed six months

The scheme does not apply to agency workers or external contractors.

Principles

The Council will apply this scheme in line with good employment practice and
ACAS guidance.

The Council will ensure that appraisal is:
» fair and objective

* evidence based

« supportive and developmental

« consistent across the organisation

(=]



* proportionate to the role

Purpose of appraisals

Appraisals exist to:

* review performance against agreed objectives
« clarify role expectations and priorities

» identify training and development needs

* support employee wellbeing

* inform workforce planning

Appraisal is not a disciplinary process.

Frequency
Line managers will carry out a formal appraisal annually.

If possible, a mid-year review must take place to monitor progress and update
objectives.

New employees must receive a probationary review in line with their contract.

Roles and responsibilities

All employees will:

» engage constructively with the appraisal process
« prepare for appraisal meetings

» reflect honestly on performance and development needs

i



Line managers will:

« prepare fully for appraisal meetings

« provide clear and evidence-based feedback
« agree realistic objectives with the employee
« identify development and support needs

* keep accurate appraisal records

Chief Executive / Town Clerk

The Chief Executive / Town Clerk will:

« ensure the scheme is applied consistently

* provide advice to managers

» monitor completion and quality of appraisals

» report compliance to the Staffing Committee as required

Objectives

Line managers will set objectives that are:
* clear and specific

» measurable where appropriate

» achievable within the role

« relevant to Council priorities

« time bound

Objectives may be amended during the year where service needs change.

'



Performance feedback

Line managers will give feedback that is:
« constructive and respectful

* balanced and evidence based

« focused on behaviours and outcomes

Line managers will address performance concerns early and clearly.

Training and development

Line managers will use appraisals to identify learning and development needs.
Development may include:

« formal training

* mentoring or coaching

» shadowing or secondments

« professional development

Training needs will be considered as part of service planning and budget setting.

Pay and grading

Appraisal outcomes may inform pay progression where this is permitted under
NJC terms.

Appraisal alone does not determine regrading or contractual change.

13



Wellbeing and support

Line managers will use appraisals to discuss workload, wellbeing and support
needs.

The Council will take reasonable steps to support employees to perform
effectively.

Disagreements
If disagreement arises:
» you should attempt to resolve it informally

« unresolved issues may be reviewed by the Chief Executive / Town Clerk

You may attach written comments to the appraisal record.

Confidentiality and records
Appraisal records are confidential.

Records will be held securely in accordance with data protection requirements.

Access to an employee’s appraisal is limited to the employee, line manager and
the Chief Executive / Town Clerk.

Equality
You must apply this scheme without discrimination.

The Council will make reasonable adjustments where required.

14



Review of the scheme
The Council will review this appraisal scheme periodically.

Any amendments must be approved by Council.

Example of an Appraisal Form

The attached template will be used by line managers to carry out appraisals and
is based on the ACAS recommended model.

15
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PONTYPRIDD TOWN COUNCIL

CODE OF CONDUCT POLICY FOR EMPLOYEES

This code sets out the standards of conduct that apply to employees of Pontypridd
Town Council. It should be read in conjunction with the Code of Conduct for Members,
the Member-Officer Relations Protocol, and the Dignity at Work Policy.

It reflects the Code of Conduct (Qualifying Local Government Employees) (Wales)
Order 2001, which applies to relevant authorities in Wales.

It supports good governance and protects the Council, staff and the public.

Purpose

You must uphold the highest standards of conduct as an employee of Pontypridd Town
Council.

You must act lawfully, professionally and with integrity at all times.

You must protect the reputation of the Council and maintain public trust.

When this code applies

It applies when:

- you are at work, including working from home

« you use Council systems, equipment or vehicles

« you deal with Councillors, the public, service users, suppliers or partners
+ you represent the Council at meetings or events

* you use social media or communicate in a way that could reasonably be linked to your
employment

Private conduct may be covered where it impacts your role or brings the Council into
disrepute.

177



The principles

All employees are expected to:

+» serve the Council as a whole

« provide honest and impartial advice

« implement lawful decisions and policies
* deliver services fairly and without bias

* act reasonably and according to the law

Accountability
You work for Pontypridd Town Council.

You are accountable to the Council through the Chief Executive / Town Clerk and your
line manager.

You must follow lawful instructions and agreed procedures.

You must raise service risks or failures through management channels, without fear of
recrimination.

Standards of behaviour

You must treat everyone with respect.

You must not bully, harass, intimidate or discriminate.

You must behave professionally in person, in writing, by email, by telephone and online.

You must comply with the Council’s Equality policies and the law.

19



Political neutrality

You must serve all Councillors equally.

You must not allow personal political views to influence your work.

You must not use your role or Council resources to promote party political activity.

If your post is politically restricted, you must comply with the statutory restrictions on
political activities.

Confidential information and data protection
You must treat Council information with care.

You must not disclose confidential or sensitive information unless authorised or legally
required.

You must only share information with those who need it to do their job.

You must not use information gained through your employment for personal benefit, or
to benefit others.

If you are unsure, you must seek advice from your line manager or the Chief Executive /
Town Clerk before disclosure.

Use of position and Council resources
You must not use your position to secure private advantage.

You must use Council funds, property, equipment, IT systems and facilities responsibly
and lawfully.

You must not use Council resources for personal use uniess the Council has authorised
it.

You must comply with the Council’s ICT and records policies at all times.

Relationships with Councillors

9



Mutual respect between employees and Councillors is essential.

You must keep working relationships professional.
You must not become involved in political disputes.

You must refer inappropriate approaches, pressure, threats or attempts to influence
employment matters to the Chief Executive / Town Clerk.

Service to the public

You must provide courteous, efficient and impartial service.

You must act consistently with Council policy and treat people fairly.
You must not show favouritism.

You must not misuse Council status to influence external decisions.

Personal interests and conflicts
You must not allow private interests to conflict with your public duties.

You must declare in writing any financial or non-financial interests that may create a
conflict.

You must not misuse your role or information obtained through work to further personal
interests, or the interests of family, friends or associates.

Gifts and hospitality
You must treat gifts and hospitality with caution.
You must not accept gifts or hospitality that could reasonably be seen to influence you.

You must declare gifts and hospitality offered or received in line with Council
procedures as detailed in the Code of Conduct for Members.



You must refuse significant personal gifts from contractors or suppliers.

You may keep low value token items only where Council rules allow it and if approved
by the Chief Executive / Town Clerk.

Procurement and contractors
You must award work and purchases on merit and fair competition.

You must declare any private or domestic relationship with a contractor or potential
contractor to your line manager.

You must not give special favour in tendering or purchasing.

You must comply with Council financial regulations and procurement rules.

Recruitment and employment decisions

If you recruit, manage or influence employment decisions, you must act fairly and on
merit.

You must not take part in decisions about appointment, discipline, promotion, pay or
conditions for anyone you are related to or have a close personal relationship with.

Outside work and other commitments
You must not take outside employment or roles that conflict with Council interests.

You must declare any external work that could create a conflict, affect your availability,
or create reputational risk.

You must follow Council rules on intellectual property and copyright created during your
employment.

Private work connected to Council matters

You must not undertake private work that relates to matters likely to require Council
consideration or approval, unless the Council has given prior written consent.
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Social media and public communications
You must act professionally online.

You must not post content that undermines public confidence in the Council, breaches
confidentiality, or harasses others.

You must not speak on behalf of the Council unless authorised.

If you identify yourself as a Council employee, your conduct must meet this code.

Whistleblowing and reporting concerns

If you believe conduct is illegal, improper, unethical, or inconsistent with this code, you
must report it.

You must use the Council’s reporting procedure. If the issue is with your line manager,
you should speak to the Chief Executive / Town Clerk. If the matter concerns the Chief
Executive, you should contact the Chair of the Staffing Committee or the Council
Leader.

You have legal protections when you report qualifying concerns in the public interest.

Investigations and cooperation
You must cooperate with internal investigations.
You must comply with reasonable management instructions during an investigation.

Where a Monitoring Officer is investigating under statutory powers, you must comply
with any lawful requirement made in connection with that investigation.

Breaches and enforcement

A breach of this code may result in management action.
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Serious breaches may lead to disciplinary action, up to and including dismissal.

Criminal conduct may be reported to the police where appropriate.

The Chief Executive / Town Clerk will ensure staff receive a copy of this code as part of
induction and whenever it is updated.

Review
The Council will review this policy periodically.

Any amendments must be approved by Council.
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PONTYPRIDD TOWN COUNCIL

DIGNITY AT WORK POLICY

This policy sets out the Town Council’'s commitment to maintaining a working
environment where everyone is treated with dignity, respect and courtesy. It reflects the
Council's established approach and clarifies expectations around behaviour including
contact with members of the public.

This policy shouid be read in conjunction with the Code of Conduct for Members, the
Code of Conduct for Employees and the Member-Officer Relations Protocol.

Purpose

Pontypridd Town Council is committed to a working environment where everyone is
treated with dignity, respect and courtesy.

You must help create a workplace where people feel safe, supported and able to do
their job.

The Council will take concerns seriously and act promptly.

When this policy applies

it applies to:

« all employees of Pontypridd Town Council

» all Councillors of Pontypridd Town Council

« contractors, agency staff and volunteers working for the Council

The policy also applies to interactions with members of the public where they engage
with staff as part of Council business.

It applies:
» at the workplace, including Council premises and sites
« at Council meetings and events

« during work related travel
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« during training and conferences
» on phone calls, email and messaging

* online and on social media where conduct relates to Council business or working
relationships

Bullying and harassment can arise in Councillor and Clerk relationships. Councils must
treat this risk seriously as a governance issue.

The standard you must meet

You must:

* treat others with respect

» communicate professionally

+ behave fairly and without discrimination

+ challenge issues in a lawful and proportionate way

* not engage in conduct that humiliates, undermines or intimidates

Disagreement is acceptable. Bullying, harassment, intimidation or abusive behaviour is
not.

What this policy covers

This policy covers:

* bullying

* harassment

* victimisation

+ intimidation

« abusive or aggressive behaviour

* misuse of power or position
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« online abuse linked to Council roles

It also covers unacceptable behaviour from third parties such as service users, visitors
and contractors.

The Council will act to protect staff from third party harassment and abuse.

Definitions
Bullying

Bullying is offensive, intimidating, malicious, insulting or humiliating behaviour. It may be
a single incident or a pattern. It often involves an abuse of power.

Harassment

Harassment is unwanted conduct related to a protected characteristic that violates a
person’s dignity or creates an intimidating, hostile, degrading, humiliating or offensive
environment.

Protected characteristics include age, disability, gender reassignment, marriage and

civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual
orientation.

Victimisation

Victimisation is unfair treatment because someone has raised a concern, supported a
complaint, or acted as a witness.

Examples of unacceptable behaviour
Examples include:
* shouting, swearing or insults

« personal attacks or ridicule
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» spreading rumours or malicious allegations

* repeated unreasonable criticism that is not about performance

+ excluding someone from work information or meetings without good reason
« threatening a person’s job, reputation, or position

* undermining a person in front of others

* unwanted physical contact

» unwanted sexual comments or conduct

» discriminatory jokes, comments or stereotyping

* hostile or persistent messaging, including out of hours

* posting abusive comments online linked to Council roles

Reasonable management actions are not bullying when done properly.
This includes:

+ giving lawful instructions

* setting standards and objectives

+ addressing conduct or capability concerns using proper processes

« taking proportionate action to manage performance

Raising concerns

Concerns should be raised as early as possible. The Council encourages informal
resolution where appropriate, but serious matters will be addressed formally.

Informal resolution
You should try to resolve concerns early.

Informal steps may include:
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« asking the person to stop the behaviour
- a conversation supported by a manager
= agreed ground rules for communication
+ a facilitated discussion

Informal resolution is not appropriate where conduct is serious, threatening,
discriminatory, or where the employee feels unsafe.

Mediation may be suitable in some cases.

Formal procedure

If informal action is not suitable or has not worked, you may raise a formal complaint.
How to raise a complaint

You should submit a written complaint to the Chief Executive / Town Clerk.

If the complaint concerns the Chief Executive / Town Clerk, you should submit it to the
Chair of the Staffing Committee in the first instance.

Your complaint should include:

+» what happened

* dates, times and locations

« who was involved

* any witnesses

« any documents, messages, emails, or screenshots

+ what outcome you seek

Time limits

You should raise concerns as soon as possible.
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As a guide, you should raise concerns within three months of the incident.

The Council may still consider older matters where there is good reason or a continuing
pattern.

Initial assessment

The Chief Executive / Town Clerk will assess:

+ whether this policy applies

» whether interim measures are needed

» whether the matter should be handled under another policy
The Council may:

+ proceed under this policy

« treat the matter as a grievance

« treat the matter as a disciplinary issue

+ treat the matter as a safeguarding or criminal concern

« refer to an external adviser where needed

Investigation

The Council will appoint an investigating officer.
The investigation will be proportionate and fair.
The investigator will:

» meet the complainant

* meet the person complained about

+ interview witnesses where relevant



* review evidence

* produce a written outcome report

The Council may appoint an external investigator where it is appropriate.

Interim measures

The Council may put interim measures in place to protect people and preserve
evidence.

This may include:

« changes to reporting lines

« temporary changes to duties or location
« restricting contact between parties

« instructions about communications

« support arrangements

Interim measures are neutral. They are not a finding.

Outcomes and actions

Possible outcomes include:

* no case to answer

* informal management action

» mediation or facilitated resolution

» training, coaching or supervision

« written expectations and behavioural standards

« disciplinary action for employees, up to and including dismissal
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« referral for Councillor conduct issues under the Councillor Code of Conduct process

Bullying and harassment by Councillors may breach the Model Code of Conduct and
may be referred for local resolution or to the Public Services Ombudsman for Wales
where appropriate.

Confidentiality
You must keep matters confidential.

The Council will share information only where necessary to manage the process and
meet legal duties.

Confidentiality does not prevent you from seeking support, such as through a union
representative or legal adviser.

Support

The Council will support those involved.
Support may include:

» a workplace supporter

« trade union representation

+ wellbeing support and signposting

« adjustments to help someone remain at work

Witnesses
Witnesses must provide truthful accounts.
The Council will support witnesses and will not tolerate intimidation.

You must not pressure a witness.



Victimisation
The Council will not tolerate victimisation.

Any victimisation will be treated as misconduct.

Malicious complaints
The Council will not tolerate deliberately false or malicious complaints.

A complaint that is not upheld is not automatically malicious.

Records and data protection
The Council will keep records securely.
Access is limited to those who need it for governance and HR purposes.

The Council will retain records in line with its retention arrangements and data
protection duties.

Roles and responsibilities

All employees

You must:

» treat others with dignity and respect
* report concerns promptly

* cooperate with any process

All Councillors
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You must:
* model respectful behaviour
* avoid conduct that intimidates or undermines staff

« follow the Councillor Code of Conduct and local resolution arrangements

Line managers

You must:

* act quickly when concerns are raised
* keep clear notes of actions taken

» seek advice from the Chief Executive / Town Clerk where needed

Chief Executive / Town Clerk

The Chief Executive / Town Clerk will:

« ensure this policy is applied consistently
« appoint an investigator where required

* ensure appropriate support is offered

« report anonymised learning to the Staffing Committee when deemed helpful

Review
The Council will review this policy periodically.

Any amendments must be approved by Council.
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PONTYPRIDD TOWN COUNCIL

MEMBER / OFFICER PROTOCOL

This protocol sets out how Councillors and officers will work together. It supports
effective governance, mutual respect and clear accountability.

Town and Community Councils across Wales use Member / Officer Protocols to reduce
conflict, protect staff and support good decision making.

This policy should be read in conjunction with the Code of Conduct for Members, the
Dignity at Work Policy and the Code of Conduct for Employees.

Purpose
This protocol explains what Councillors and officers can expect from each other.

You must follow this protocol to ensure the Council operates lawfully, professionally and
effectively.

The protocol supports the Councillor Code of Conduct and the Employee Code of
Conduct.

When this protocol applies

It applies when:

* Councillors and officers work together on Council business

= Councillors contact officers inside or outside meetings

« officers provide advice, reports or information

» Councillors engage with officers by email, phone, messaging or social media
« Councillors and officers represent the Council externally

It applies at all times when acting in your Council role.
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Principles

You must work together in line with these principles:
» mutual respect

« trust and professionalism

* clarity of roles

+ political neutrality of officers

+ collective responsibility of the Council

+ accountability through proper channels

Roles of Councillors

Councillors:

» set the strategic direction of the Council

» make decisions at properly convened meetings
* represent the community

» scrutinise performance and outcomes

* act collectively, not individually

You must not:

« direct officers in their day to day work

« involve yourself in operational management
« attempt to influence employment matters

+ give instructions to officers outside agreed processes
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Roles of officers

Officers:

« provide impartial, professional advice
« implement lawful Council decisions

* manage services and staff

« support the Council as a whole

« act with integrity and political neutrality
Officers must not:

« favour one Councillor or political view
« act outside delegated authority

« withhold relevant professional advice

The role of the Chief Executive / Town Clerk

The Town Clerk is the Council’s chief officer.

They will:

« advise the Council on law, governance and procedure

» manage staff and resources

+ implement Council decisions

« be the proper channel between Councillors and officers
All officers are accountable to the Chief Executive / Town Clerk.

Councillors must not bypass the Chief Executive / Town Clerk on staffing or

management matters.
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Respect and behaviour

You must treat each other with courtesy and respect.

You may challenge ideas and decisions. You must not attack individuals.
Bullying, harassment or intimidation is unacceptable.

Raising your voice, aggressive language, personal criticism or threats are breaches of
this protocol.

Communication

You must communicate clearly and professionally.

Councillors should:

» make requests for information through the Chief Executive / Town Clerk or relevant
manager when advised to do so by the Chief Executive / Town Clerk

« give reasonable time for responses

« respect officers’ working hours

Officers should:

« respond promptly and helpfully

+ explain constraints or limitations

» provide clear and accurate information

Persistent or excessive contact may be addressed as a conduct issue.

Advice and reports
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Officers must provide honest and objective advice.
Advice may include professional opinion, options and risks.
Councillors must consider officer advice when making decisions.

If you choose not to follow advice, you must give clear reasons.

Decision making

Decisions are made by the Council or its committees.

Individual Councillors have no authority unless formally delegated.
Officers must not implement decisions that are unlawful.

Where legality or procedure is in doubt, the Chief Executive / Town Clerk will advise the
Council.

Access to officers

Coungcillors should, in the first instance contact the Chief Executive / Town Clerk but
when advised to do so they may contact officers for information relevant to their role.

Requests must relate to Council business.
Officers may decline requests that are:

+ outside Council business

* unreasonable in scope

« operationally inappropriate

* contrary to this protocol

Any concerns should be referred to the Chief Executive / Town Clerk.

Confidentiality



You must respect confidentiality.
Officers must not disclose confidential information without authority.
Councillors must not pressure officers to disclose confidential matters.

Breach of confidentiality may be a disciplinary or conduct issue.

Political neutrality
Officers must remain politically neutral.
Councillors must not place officers under pressure to act politically.

Officers must not be drawn into political debate.

Employment matters

Only the Council, acting through proper procedures, may make employment decisions.

Councillors must not:

« attempt to discipline officers

+ influence recruitment or pay decisions

* become involved in grievances or investigations

Any concerns about officers must be raised with the Chief Executive / Town Clerk.

External representation

When working with external bodies:

» Councillors represent Council policy
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« officers support with professional advice

You must not present personal views as Council decisions.

Raising concerns

If issues arise between Councillors and officers:

« you should attempt informal resolution

« unresolved or serious issues should be raised with the Chief Executive / Town Clerk

+ any matters that involve the Chief Executive / Town Clerk should be raised with the
Chair of the Staffing Committee

Concerns about Councillor behaviour may be addressed under the Local Resolution
Protocol or referred externally where appropriate.

Breaches

A breach of this protocol may result in:

« informal action

* training or mediation

« referral under the Councillor Code of Conduct
« disciplinary action for officers

This protocol does not replace statutory or contractual procedures.

Review

The Council will review this protocol periodically.

Any amendments must be approved by Council.
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PONTYPRIDD TOWN COUNCIL

STRESS MANAGEMENT POLICY

This policy sets out how Pontypridd Town Council will prevent, manage and reduce
work related stress.

It reflects good practice used by Town and Community Councils across Wales and
aligns with health and safety duties.

The Council recognises that unmanaged stress affects wellbeing, performance and
service delivery.

Purpose

The Council is committed to promoting mental wellbeing at work and will take
reasonable steps to prevent stress and support staff who experience it.

Stress will be treated as a health and safety issue, not a personal failing.

What is work related stress?

Work related stress occurs when the demands of work exceed a person'’s ability to
cope.

Stress is not the same as pressure. Reasonable pressure can be positive. Prolonged or

unmanaged pressure is harmful.

When this policy applies

It applies to:

« all employees of Pontypridd Town Council
« full time and part time staff

» permanent and fixed term staff



it applies to work undertaken on Council premises, remotely or at external locations.

Legal duties

The Council has a duty to:

+ assess risks to health, including stress

+ take reasonable steps to reduce those risks

+ consult with employees on health and safety matters

Employees also have duties to take reasonable care of their own health and that of
others.

Principles

You must manage stress through:

« early identification

* open communication

* reasonable workload management
« fair and supportive management

« timely intervention

The Council will act proportionately and reasonably.

Common causes of work related stress
Stress may arise from:

+ excessive workload or unrealistic deadlines
« lack of role clarity

» change without support



* poor communication

« conflict or poor working relationships

* bullying or harassment

* lack of control over work

« lone working or high public contact roles

Stress can also be affected by factors outside work.

Responsibilities

Employees

You must:

* raise concerns about stress early

« engage in discussions about workload and support
« follow safe working practices

« make use of support offered

Line managers

You must:

» monitor workload and working hours
« hold regular one to one meetings

* encourage open discussion

« identify early signs of stress

« take concerns seriously

« take reasonable steps to reduce stressors
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* keep appropriate records

Chief Executive / Town Clerk

The Chief Executive / Town Clerk wili:

» ensure this policy is implemented consistently

* ensure stress risk assessments are carried out where required
* support managers in managing stress

* review trends and learning

* report relevant issues to the Staffing Committee where appropriate

Recognising signs of stress

Signs may include:

» fatigue or low energy

» changes in behaviour or mood

* increased absence or lateness

« reduced performance or concentration

« irritability or withdrawal

+ physical symptoms such as headaches or sleep problems

A single sign does not confirm stress. Patterns matter.

Risk assessment

The Council will carry out stress risk assessments where:

* stress is reported
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* sickness absence is stress related
« workload or roles change significantly

Risk assessments will focus on work factors and practical actions.

Managing workload
Managers must ensure:

» workloads are reasonable
» priorities are clear

+ deadlines are realistic

« staff take breaks and leave
« overtime is monitored

You must not routinely rely on excessive hours to deliver services.

Support and adjustments

Support may include:

» temporary adjustment of duties

+ flexible working arrangements

« prioritisation of work

« additional supervision

s training or development

« referral to occupational health where appropriate

Adjustments will be considered on a case by case basis.
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Sickness absence reiated to stress
Stress related absence will be managed sensitively.
The Council will maintain appropriate contact during absence.

Return to work discussions will focus on support and prevention.

Bullying and harassment
Bullying and harassment are known causes of stress.
Concerns must be addressed under the Dignity at Work Policy where appropriate.

The Council applies zero tolerance to bullying and harassment.

Confidentiality

Discussions about stress will be treated sensitively.

information will be shared only where necessary to provide support or meet legal duties.

Raising concerns

You should raise concerns with:

* your line manager

« the Chief Executive / Town Clerk
« a trade union representative

If you feel unable to raise concerns with your manager, you may approach the Chief
Executive / Town Clerk directly.

Training

Managers will receive guidance on managing stress and wellbeing.
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Employees will be encouraged to develop resilience and healthy working practices.

Review
The Council will review this policy periodically.

Any amendments must be approved by Council.
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PONTYPRIDD TOWN COUNCIL

TRAINING AND DEVELOPMENT POLICY

This policy sets out how Pontypridd Town Council will plan, deliver and review training

and development.
It supports effective governance, high quality services and staff wellbeing.

The policy operates alongside the Council’s approved Training Plan, which sets out
priority learning needs and budgets.

Purpose
The Council is committed to investing in training and development.

Training will be used to ensure staff and Councillors have the skills, knowledge and
confidence to carry out their roles effectively.

Training supports service delivery, compliance and continuous improvement.

Scope

This policy applies to:

» all employees of Pontypridd Town Council

+ all Councillors of Pontypridd Town Council

» temporary staff where appropriate to the role

Different training requirements apply to different roles.

Principles
Training and development will be:

« aligned to Council priorities and the approved Training Plan
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« groportionate to role and responsibility
« planned and budgeted

» fair and consistent

* regularly reviewed

Training is an investment and it should deliver value.

Training plan

The Council has approved a Training Plan.

The Training Plan:

« identifies statutory, mandatory and priority training
« aligns training to Council objectives and risks

« sets budget provision

« supports workforce planning and succession

You must have regard to the Training Plan when approving or requesting training.

Mandatory training

Mandatory training is training required by law, regulation or Council policy.
This may include:

* health and safety

« safeguarding

+» data protection

+» equality and dignity at work

+ financial and governance training



» code of cenduct training

You must complete mandatory training when required.

Role specific training

Role specific training supports effective performance.
This may include:

» professional qualifications

» technical skills

* management and leadership development

« specialist operational training

Role specific training must relate directly to duties.

Councillor training

Councillors are expected to undertake training relevant to their role.
This may include:

+ induction training

+ code of conduct training

« governance and finance

» committee specific training

« chairing and decision making

Failure to attend required training may be taken into account when allocating roles or
responsibilities.



Responsibilities

Employees

You must:

* engage positively with training

+ identify development needs through appraisal
* apply learning in the workplace

« share learning where appropriate

Line managers

You must:

- identify training needs through supervision and appraisal
« support staff development

* ensure training requests align with the Training Plan

* monitor impact of training

The Chief Executive / Town Clerk

They will:

+ oversee implementation of this policy

* manage the training budget

+ approve training in line with the Training Plan
« ensure statutory training is delivered

« report training activity to the Staffing Committee and Council as required
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identifying training and/or development needs

Training and/or development rieeds will be identified through:
+ appraisal and supervision

* service planning

« legislative or regulatory change

= audit or inspection findings

* new projects or responsibilities

Not all development needs require formal training.

Types of training

Training may include:

« formal courses

» workshops and seminars

* e-learning

+ coaching or mentoring

« shadowing or peer learning

« conferences and briefings

The Council will select cost effective options where appropriate.

Approval of training
Training requests must be approved in advance.
Approval will consider:

« relevance to role
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« alignment with the Training Plan
» cost and budget availability
* service impact

Attendance at training during working hours is subject to operational needs.

Funding and costs
The Council will fund approved training costs.
This may include course fees, travel and accommodation where agreed.

Where training leads to a qualification or significant investment, the Council may require
a training agreement.

Evaluation

You must evaluate training to ensure it is effective.
Evaluation may include:

» feedback from attendees

« evidence of learning applied

* service improvement outcomes

Learning will inform future training plans.

Records

The Council will keep training records.
Records will be used to:

* monitor compliance

» plan future training
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» demonstrate governance and workforce development

Records will be held securely.

Equality

Training opportunities will be offered fairly.

The Council will make reasonable adjustments to support access to training.

Review
The Council will review this policy periodically.
The Training Plan will be reviewed regularly and updated as required.

Any amendments to this policy must be approved by Council.
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PONTYPRIDD TOWN COUNCIL

FREEDOM OF INFORMATION AND ENVIRONMENTAL INFORMATION POLICY

This updated policy replaces the draft reviewed in May 2024 but not adopted.

It reflects current Information Commissioners Office (ICO) guidance for Community
Councils, Welsh sector practice and the Council’s capacity.

1. Purpose

We are committed to openness and accountability.

You have a right to access recorded information held by the Council under:
* Freedom of information Act 2000
« Environmental Information Regulations 2004

Requests for personal information are dealt with under Data Protection legislation, not
Freedom of Information (FOI).

2. Scope
This policy applies to recorded information in any format:
* paper records
- emails and correspondence
» policy documents
« contracts and financial records
« drawings, photographs and plans
« social media posts and messages created in the course of council business
« information received from third parties

The Council will not create new information in order to answer a request.
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3. Publication Scheme

The Council maintains an ICO-approved Mode! Publication Scheme for town and
community councils.

We will publish:
* meeting agendas and minutes
* policies and governance documents
+ audited accounts and financial statements
« basic Councillor details
* land and asset information
« tenders, procurement notices and awarded contracts
+ grants and community funding
The website is the main publication platform.

Charges for printed or large volume copies will be at the Chief Executive's discretion but
no more than 1p per page for black/white and 2p per page for colour copies.

4. Making a request
Freedom of Information requests must:
* be in writing
+ include the requester’s real name
« describe the information clearly
- provide an address for reply
Requests do not need to mention the Act.

Environmental Information Requests (EIRs) may be made verbally or in writing.
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5. Timeframes
The Council will respond within 20 working days.
Complex environmental requests may take up to 40 working days.
The time limit pauses if clarification is requested.
6. Advice and assistance
We will heip applicants to:
* clarify unclear requests
« narrow broad requests
« understand the categories of information held
If a request exceeds the cost limit, we will explore alternative formats or reduced scope.
7. Fees
Access to information is normally free.
We may charge for:
« photocopying
* printing
* postage
* large document packages
* specialist formats
We will not charge for time spent considering exemptions or preparing responses.
8. Third party information
We may consult third parties where disclosure affects them.

Commercially sensitive information will be considered under lawful exemptions.
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9. Personal data

Personal information about council staff, volunteers or members of the public will not be
disclosed unless:

* the law allows it

« there is a clear lawful basis

« disclosure is necessary and proportionate
Subject Access Requests follow the separate Data Protection Policy.
10.Refusing a request
We may refuse a request if;

* the cost exceeds legal limits

» the request is vexatious

* the request repeats a previous resolved request

+ disclosure would breach data protection law

* an exemption applies
When refusing, we will issue a refusal notice explaining:

* the reason

+ the exemption relied upon

* how to request an internal review
11.Unacceptable behaviour
We will not tolerate:

« abusive or aggressive communications

* repetitive requests with no new purpose

« personal campaigns against councillors or staff
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+ requests designed to disrupt Council business
Vexatious decisions wili be evidence based, not personal.
12.Record keeping
We will:

» log all FOI/EIR requests

» record deadlines

+ track communication

« securely store response files

The Council will maintain accurate records in line with its Document Retention Policy.

13.Responsibilities

All Councillors and officers share responsibility for locating and supplying information.

Key roles:
» Councillors. Ensure compliance and support transparency.

» Demaocratic Services Manager. Manages FOI/EIR process under Clerk
direction.

» Town Clerk. Logs requests, directs searches and issues responses.
The Clerk will also conduct internal reviews when requested.

14.Internal Review

If an applicant challenges a response, the Clerk will complete a review within 20
working days.

Where necessary, a senior Councillor and/or panel may assist.

If you remain dissatisfied, you may contact the ICO.
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15. Environmental Information
Environmental Information includes:

* air, water, soil, noise, biodiversity

« plans affecting land or natural resources

* emissions and waste

* policies or actions affecting the environment
EIR is broader than FOI.

We will default to disclosure unless an exception applies and the public interest
supports withholding.

16.Preservation and deletion

The Council will not delete, destroy or alter records to avoid release.
Retention decisions follow the Document Retention Policy.
17.Equality and accessibility

We will make reasonable adjustments for disability or language needs.
Requests may be responded to in Welsh or English where practicable.
18.Review

This policy will be reviewed every three years or earlier if legal or sector guidance
changes.
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PONTYPRIDD TOWN COUNCIL
DATA PROTECTION POLICY

1. Purpose
Pontypridd Town Council collects and uses personal information about residents,
Councillors, volunteers, staff and contractors. This policy protects those individuals. It
ensures the Council meets its legal duties under the UK General Data Protection
Regulation and the Data Protection Act 2018.
The Council will:

« collect only what is needed

« use information lawfully and fairly

* keep information secure

+ delete or archive information when it is no longer needed

* respect individual rights

2. Roles and responsibilities

The Council is the data controller. The Town Clerk is responsible for day-to-day
compliance. All Councillors and staff must follow this policy.

3. Lawful basis for processing
The Council will process personal data only when one of the following applies:
« consent has been given
« it is necessary to carry out a public task
* it is required by law
« it is needed to perform a contract
« it protects vital interests

« it is in the public interest



Council business is normally carried out on the lawful basis of public task or legal
obligation. Consent will only be used when no other lawful basis is available.

4. How personal data is used
We hold data to:

» respond to enquiries

» manage allotments, bookings, events and community facilities

« deliver projects and administer grants

* meet employment, payroll and pension duties

* manage procurement and contracts

* manage civic functions

« fulfil legal obligations such as HMRC, insurance and audit
Data must never be used for political purposes or personal advantage.
5. Special category data
Some information is more sensitive. For example:

* health

« disability

« ethnicity

« religious belief

« trade union membership
Special category data will only be collected when necessary and where an additional
legal condition applies. Examples include employment law requirements or
safeguarding.
6. Data minimisation
We will only coliect what is relevant and adequate.

We will avoid duplicates and remove old information as soon as it is no longer needed.
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7. Storage and security
Paper records:
* locked cabinets
« controlled access
* no unattended papers in public areas
Digital records:
* secure servers or authorised cloud services
 password protection
« no use of personal email or private messaging for Council business
» shared drive permissions based on role

Councillors must not store Council files on personal devices without password
protection.

8. Sharing data
We may share data with:

* public bodies when required by law

« contractors delivering a service

* police or safeguarding agencies

« payroll, pension, insurance or audit services
We will never sell personal data.

Any contractor handling data must sign a written agreement confirming confidentiality
and compliance.

9. Retention and disposal
We retain information only for as long as necessary.

Retention follows the Council's Document Retention Policy.



Records are reviewed and securely deleted or archived.
10.Rights of individuals
You have rights. You may:

« access your data

* correct errors

* request deletion where appropriate

« object to processing in limited cases

* request restriction of use

* request data portability in employment or contract contexts
Requests will be answered within one month.
11.Subject Access Requests
You may ask for copies of the personal data held about you.
Requests must be made in writing.
We may ask for proof of identity.
We will not disclose data about other individuals in response.
12.CCTV and photography
CCTV footage is personal data.
Where CCTV exists, signage will be displayed.

Images will be stored securely and deleted within set time periods unless required for
legal reasons.

Photography at events:
+ consent will be requested

« individuals may opt out
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- images will not be published in a way that identifies a child without parental
consent

13.Breaches
A breach is the loss, alteration or unauthorised access to personal data.
All breaches must be reported to the Clerk.

Serious breaches will be reported to the Information Commissioners Office(ICO) within
72 hours.

Individuals may also be notified if there is a high risk to their rights or freedoms.
14.Reviewing this policy

The Clerk will review this policy every three years or earlier if legislation or guidance
changes.

15. Complaints
If you are unhappy with how your information has been handled:
« contact the Town Clerk in writing

« you may then contact the Information Commissioner’s Office if unresolved

7



Drug, Alcohol and Substance Abuse Policy
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PONTYPRIDD TOWN COUNCIL

DRUG, ALCOHOL AND SUBSTANCE MISUSE POLICY

This policy reflects current good practice used by Community Councils in Wales.
It promotes a supportive approach but protects staff, the public and the Council.
1. Purpose

The Council must provide a safe workplace.

Working while impaired due to alcohol, drugs or other substances risks injury,
reputational damage, poor service and safeguarding concerns.

This policy aims to:
« support staff who have a substance misuse problem
- set clear standards of behaviour at work
« protect colleagues and the public
« ensure fair and consistent management
2. Scope
This policy applies to:
+ all employees
* agency workers
* volunteers

« contractors working on behalf of the Council

Councillors are expected to model the same standards. Where a Councillor reports for
duties under the influence, complaints will be handled under the Code of Conduct.



3. Definitions

« Substance misuse. Any use of alcohol, illegal drugs or medication that impairs the
ability to work safely and effectively.

* Dependency. A psychological or physical reliance.

* Prescribed or over-the-counter medication. Medicines that may lawfully be taken
but can impair judgement or performance.

* Inappropriate use. Using a substance in a way that impacts work, safety or public
trust.

These definitions replace the previous lengthy diagnostic-style list and focus on
practical workplace impact.

4. Standards at work
You must not:
« report for work impaired by alcohol or drugs
» consume alcohol or illegal drugs while on duty

* possess, supply or distribute illegal substances on Council premises or during
Council duties

* misuse prescribed or over-the-counter medication
Any breach may result in disciplinary action up to dismissal for gross misconduct.
Alcohol at official functions may be permitted with prior consent of the Chief Executive /
Town Clerk and only in moderation. No employee should return to work impaired after
such events.
5. Medication and fitness to work

Some medication affects reaction time, alertness or coordination.

You must notify your manager confidentially if prescribed medication may impair your
work.

The Council may seek Occupational Health advice and adjust duties temporarily if
required.
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6. Early support
Substance misuse can be an iliness. The Council encourages early disclosure.
Employees may voluntarily request support at any time.
Support may include:
« referral to Occupational Health
» external specialist services
« temporary adjustment of duties

* counselling

Voluntary disclosure will be treated confidentially. No disciplinary action will follow solely

because a member of staff requests help.
7. Management action
Managers must act if they believe a member of staff is impaired at work.
Action may include:
+ immediate removal from duty
« arranging safe transport home
« referral to Occupational Health
» formal investigation

Managers must not ignore concerns. They must treat the matter sensitively and record
actions taken.

8. Substance misuse identified through misconduct

Where an incident involves health and safety or brings the Council into disrepute,
disciplinary action may be taken.

Support may continue alongside disciplinary processes.

Repeated breaches after treatment may result in capability or disciplinary procedures.
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9. Drivers and use of Council vehicles

If duties include driving, any impairment is unacceptable.

Driving under the influence of alcohol, drugs or medication that impairs ability will lead

to removal from driving duties and may result in dismissal.
Employees must inform the Clerk immediately if they lose their driving licence.
10.Contractors and third parties
Contractors must work safely.
If a contractor is suspected of being under the influence:
* work will be stopped
+ they may be removed from site
« contracts may be reviewed or terminated
11. Confidentiality
Medical or support information will be treated confidentially and stored securely.
Managers may only share information when:
* health and safety requires it
* legal duties apply
» Occupational Health needs it for assessment

12. Safeguarding and public-facing roles

If impairment affects safeguarding or public service, immediate action is required.

Employees may be suspended from duties pending assessment.

13.Return to work

After treatment or occupational health advice, a return-to-work plan may include:
* phased return

* temporary duty restrictions
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* foliow-up reviews

Where reasonable adjustments cannot make a role safe, redeployment may be
considered.

14.Refusal of support

If an employee refuses to acknowledge a problem or withdraws from treatment,
performance standards still apply.

Failure to improve may trigger capability or disciplinary procedures.
15.Education and awareness
The Council will provide:
+ access to information on support agencies
+ induction awareness
* signposting to medical guidance
16.Review

This policy will be reviewed every two years or sooner if legislation changes.
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Summary of the Local Resolution Protocol
Workshops — Autumn 2025

Executive Summary

This summary brings together the feedback from workshops held on 26" and 27t
November, and 3 December 2025 looking into the operation of the Local
Resolution Protocol (LRP) in community and town councils.

A range of key challenges were identified and a number of suggestions proposed
to improve the process for local complaints handling.

Section 1 captures the feedback on discussions about behaviour-based issues.
Section 2 captures the feedback on discussions about process-based issues.

Betow is an overview of the main challenges and suggestions proposed during
the workshops.

The key challenges

+ Many councils struggle to distinguish between robust political debate and
inappropriate behaviour, and there is low engagement with existing
behavioural tools such as the Code of Conduct, civility pledges and
training.

¢ The Declaration of Acceptance of Office is often signed and forgotten, with
little effect on members’ behaviour.

« There is often a reluctance to tackle cultural and behavioural issues
directly, with some adopting a "tick-box" approach to pledges about civility
and respect.

¢ Clerks often face bullying, harassment, and feelings of isolation due to a
lack of support.

¢ The Ombudsman process is widely viewed as slow and ineffective, while
the LRP is not utilised enough.

e Although many councils have adopted the LRP, its actual use is
inconsistent, with some clerks unaware of its existence and numerous
complaints being escalated to the Ombudsman unnecessarily.

e Barriers to the use of the LRP include low confidence, unclear
expectations, and lack of enforcement.
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There are concerns about the impartiality of chairs and clerks in handling
complaints in which they are involved, leaving counciliors and the public
without effective recourse.

Clerks often feel unprepared to handle complaints due to limited training,
unclear roles, and limited working hours. Confidence and experience
among clerks vary, and support from councils is inconsistent.
Complainants often have unrealistic expectations about what outcomes
are possible.

The suggestions for change

Improving standards and outcomes in local councils through stronger
leadership, formalised behavioural expectations, and enhanced training
for all members and clerks.

Mandatory induction and refresher training.

Embedding behavioural requirements in Standing Orders.

Making declarations of office more formal with annual reaffirmations.
Visible culture statements.

Early intervention in conflicts.

Encouragement of positive engagement among councillors.

Specific measures to support clerks such as peer networks, clearer
communication, accredited training, and welfare initiatives.

Stricter and more consistent complaint resolution processes, including —
- set timeframes

- mandatory use of the Local Resolution Process

- independent panels for addressing conflicts of interest

- better management of complainant expectations

- mandatory training, and

- sanctions for non-compliance with the protocols.

A full summary of the questions asked during the workshops and the feedback
received is below.
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SECTION 1: BEHAVIOUR-BASED ISSUES
1. Understanding Appropriate Behaviour

Questions:

» How confident do you think members are in knowing what constitutes
appropriate behaviour in their roles? Do members recognise when
behaviour is inappropriate — or verging on the inappropriate?

¢ Would strengthening the Declaration of acceptance of office help reinforce
behavioural expectations?

e What types of training {e.g. workshops, online modules, peer-led sessions)
would be most effective in promoting civility and respect?

¢ What is the level of familiarity with the Civility and Respect pledge, and
would adoption and implementation support understanding behaviour?

¢ How can we get people to reflect on their own behaviours?

e What could help members feel confident in calling out inappropriate
behaviour?

Understanding Appropriate Behaviour - feedback:

Ongoing confusion among members about what constitutes appropriate
behaviour, especially distinguishing robust debate from disrespect.

Political speech and personal comments often blur boundaries; Ombudsman
sometimes dismisses complaints as ‘hustle and bustie of politics'.

Tolerance for questionable behaviour in some councils; banter and informal
norms carried over from previous work cuitures.

Definitions of inappropriate behaviour are inconsistent; clearer and more
prescriptive guidance is needed, particularly around member-to-member and
member-to-clerk interactions.

Personal factors like mental health and neurodiversity can shape how
behaviour is perceived, and upcoming guidance aims to address these
nuances.

Solutions suggested: Chairs leading by example, enforcing standing orders,
reading Nolan Principles, recording meetings for accountability, and
mandatory induction/refresher training.

Challenges: Resistance to training, rural councils struggle with digital access,
behavioural expectations often ignored despite signing declarations.

There is a perception that while the code of conduct contains the necessary
standards, the challenge is ensuring councillors take it seriously and that
there are meaningful consequences for breaches.

6



¢« Some members mimic adversarial styles seen in parliamentary settings,
which can spill over into council meatings and create tension, especially for
clerks as employees.

e Early intervention and escalation routes, such as the model LRP or
Ombudsman, are inconsistently applied, leading to frustration among staff
and councillors.

¢ There is a need to embed civility and respect as part of council culture, not
just as a compliance exercise or “tick-box”.

¢ Research integrating behavioural science theories into councilior training,
aiming to tackle entrenched attitudes and enhance engagement and
behavioural standards.

« Civility and Respect Pledge Implementation: Awareness and adoption of the
Civility and Respect Pledge are variable. Some councils have adopted it with
minimal discussion, while others use it as a basis for team building or as a
cultural anchor, but concern remains about it becoming a “tick-box” exercise.

o Training Pathways and Induction: There is consensus on the need for both
initial and refresher code of conduct training for all councillors, with ideas
including embedding training in standing orders, developing separate courses
focused on behaviour, and formal officer-led induction processes.

Declaration of Acceptance of Office — feedback:
Current Practice:

» Every councillor must sign the declaration before participating in council
business.

¢ Itinciudes a commitment to abide by the Code of Conduct.

e Often treated as a simple signing exercise and filed away without much
emphasis.

Issues ldentified:

¢ Signing process lacks meaning; councillors may not fully absorb the
responsibilities.

o Behavioural expectations are not reinforced through the declaration.

o Some councils report that members ignore the Code of Conduct despite
signing the declaration.

o Mixed views exist on strengthening the declaration; some see it as a potential
nudge towards improved behaviour, while others feel it is redundant if the
code of conduct itself is not respected or enforced.

Suggestions for improvement:

€7



Make the signing process more formal and ceramonial to emphasize
importance.

include Nolan Principles and explicit behavioural expectations in the
declaration.

Consider annual reaffirmation of the declaration linked to refresher training.
Read the declaration aloud in meetings and have it witnessed by other
councillors.

Align declaration content with induction sessions for new members.

Explore adding references to social media guidelines and civility pledges.

Concerns Raised:

Without enforcement or cultural change, strengthening the declaration may
have limited impact.

Some participants felt that simply signing does not change behaviour;
processes and training need to reinforce it.

2. Denial of Culture Issues / Lack of Engagement

Questions:

» Would having a shared identification or acknowledgment of behavioural
issues within individual community town councils support a positive
culture?

e Would developing and agreeing on a vision or culture statement help
foster accountability?

* How might mandatory and refresher training be received by members?

¢ [f training is mandatory what approaches to sanctions could be taken?

¢ How might involving political parties (where relevant) help reinforce
behavioural standards?

Denial of Culture Issues / Lack of Engagement ~ feedback:

Councils often avoid addressing poor behaviour or cultural issues, creating
cycles of conflict and animosity in meetings.

Suggested interventions: Vision or culture statements displayed in meeting
rooms, reminders at start of meetings, informal opportunities for councitlors to
meet outside formal sessions, and leadership by example.

Encouraging quieter members to speak and complimenting contributions to
foster positive culture.

Civility and Respect Pledge Implementation: Concerns around superficial
adoption suggest low engagement with deeper cultural change.

5
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Deeper dive into solutions to combat denial and lack of engagement -
feedback:

Vision and Culture Statements

« Develop and display shared vision or culture statements in meeting rooms.
¢ Use cards or posters as visible reminders of expected behaviours.
e Regularly review and align these statements with council plans.

Reading Behavioural Principles

« Read out Nolan Principles or a civility statement at the start of meetings.
¢ Some councils already do this, but participants noted it can become routine
and lose impact unless reinforced meaningfully.

Leadership by Example

« Chairs should model respectful behaviour and enforce standing orders.
o Actively intervene when behaviour crosses boundaries.
¢ Compliment positive contributions and encourage quieter members to speak.

Recording Meetings

e Recording meetings (e.g., via Zoom) was highlighted as highly effective for
accountability.
o Councillors tend to moderate behaviour when meetings are recorded.

Informal Engagement Opportunities

¢ Organize informal sessions or workshops where decisions are not made.
¢ Allow councillors to discuss agenda items before formal meetings to reduce
tension and animosity.

Training and Induction

¢ Mandatory induction and refresher training on Code of Conduct and meeting
etiquette.
Include real-life anonymized examples to show impact of poor behaviour.
Ideas around embedding training in standing orders, formal induction
processes, and refresher training all contribute to addressing disengagement
with standards and culture.

Annual Reaffirmation of Commitment

7
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Strengthen the Declaration of Acceptance of Office by making it more formal
and requiring annial reaffirmation,
Link reaffirmation to training sessions for added emphasis.

3. Intimidation and Welfare of Clerks

Questions:

¢ Have clerks experienced intimidation or felt unsupported during
complaints processes?

o What helped if they have?

e Would clearer support mechanisms from Monitoring Officers or Standards
Committees improve clerk welfare, especially when they are the
complainant?

¢ What kind of ongoing welfare support would be most helpful for clerks
during prolonged complaint resolution periods?

Intimidation and Welfare of Clerks — feedback:

4.

Clerks frequently experience bullying and harassment from councillors,
sometimes chairs, leading to stress and resignations.

Isolation and lack of supporit exacerbate vulnerability; difficulty contacting
monitoring officers noted.

Proposed solutions: Peer support networks, clerk-only forums, toolkits for
complaint handling and recruitment, assertiveness/confidence-building
training, and clear duty of care obligations for councils toward clerks.

Clerk Welfare and Intimidation: Clerks often experience intimidation and lack
of support during complaints processes. Rapid intervention and external
support from organisations such as One Voice Wales and SLCC are seen as
crucial, and there is a call for robust support mechanisms and timelier
complaint resolution.

Mentoring and buddying systems for clerks are recommended to build
confidence and ensure continuity, with backup arrangements such as shared
mailboxes encouraged to avoid single points of failure.

Mentorship from experienced clerks or neighbouring councils is valued, but
care should be taken to avoid overextension, as seen in cases where clerks
serve multiple councils.

Delays in Complaint Resolution

Questions:

e How have you successfully addressed reasons for delays in progressing
complaints?

e What practices should be considered to support timely participation and
reduce stalling or refusal to engage in the process?

7

20



+ Nhai machanisims or incentives could encourage timely and constructive
engagement where tners is reluctance?

Delays in Complaint Resolution - feedback:

®

Ombudsman process seen as slow and ineffective for minor disputes;
complainants lose confidence.

Local resolution underused, causing escalation of low-level issues to
Ombudsman.

Suggestions: Set timeframes for responses, treat refusal to engage as
disciplinary, encourage informal resolution early (e.g., coffee conversations),
and Ombudsman requiring evidence of LRP attempt before accepting
complaints.

Timeliness of complaint resolution is a concern, with participants advocating
for measures to reduce the duration and stress of investigations.

Complaint Timeliness and Monitoring Officer Role: Delays in Ombudsman
investigations and limited capacity among Monitoring Officers are major
concerns. Suggestions include the use of regional monitoring officers or
intermediary support to bridge the gap for town and community councils.

SECTION 2: PROCESS-BASED ISSUES

1. Inconsistent Use of Local Resolution Process (LRP)

Questions:

« From your experience, have you seen the Local Resolution Process (LRP)
being used consistently across cases?
o Would making LRP mandatory improve fairmess and consistency?
o What difficulties could there be in implementing this?
e What kind of training would help ensure LRP is understood and applied
correctly?

Inconsistent Use of LRP - feedback:

Many councils adopt LRP but fail to implement it, some clerks unaware of its
existence.

Examples: Councils with 14-16 complaints to Ombudsman without using
LRP.

Barriers: Lack of confidence, unclear expectations, absence of enforcement.
Ideas for improvement: Make LRP mandatory, link to audits, Ombudsman to
insist on LRP before investigating, and provide sanctions for non-compliance
(e.g., suspension).

!



Concerns: Mandatory use without enforcement or support may be ineffective;
small courncils lack capacity.

There is a call for richer guidance and more detaiied flowcharts, with explicit
examples, to assist inexperienced clerks and chairs in applying the LRP
effectively.

Practical people-management experience is considered as important as
formal qualifications for clerks in handling complaints and conflict.

2. Independence of Chair and Clerk

Questions:

e What are your thoughts on introducing a panel with varied composition
help support or improve the complaint-handling process?

¢ What difficulties could arise if a panel were to be made up from more than
one community town council?

o What other practical implications should be considered around
establishing panels?

¢ What alternative approaches could help address limited ability or
independence in progressing complaints?

Independence of Chair and Clerk - feedback:

Chairs and clerks are often involved in the complaints, undermining
impartiality, example of collusion leaving members and public with no
recourse.

If both chair and clerk are implicated, other councillors have no clear route for
resolution. Political affiliations or persconal relationships can influence
decisions.

Only chairs and clerks can contact advisory bodies like One Voice Wales,
leaving others without support.

Proposed solutions: Independent panels (regiona! or cross-council), use of
Standards Committees or monitoring officers for mediation, and extemal
mediators via One Voice Wales (cost implications noted). Consider formal
guidance on escalation routes when chair/clerk are conflicted.

Standards Committees: Suggested as a practical option since committees
already deal with ethical issues. It could involve one or two trained members.
Standards Committee members felt this would be positive.



Issues Smali councils lack capacity; monitoring oificers overstretched;
confidentiahty concerns when regional coliaboration suggested. Cost
implications highlighted of external mediation.

Role of External Mediation and Independence. Independence of complaint
handling is a recurring concern, with debates around the feasibility of
involving Standards Committees, county councillors, or external mediation
panels. Each option presents challenges regarding independence, capacity,
and privacy.

Concerns exist over the privacy of individuals when expanding panels or
involving external mediators, highlighting the need for appropriate information
boundaries.

3. Clerk Confidence

Questions:

e What helps clerks to feel equipped and confident to handle complaints?

e Would practical guidance, case studies, or visits from Monitoring Officers
or Standards Committees help build confidence?

¢ What else should be considered to support clerks in handling the process?

Clerk Confidence - feedback:

Some clerks feel ill-equipped to manage complaints and enforce protocols;
underlying causes include limited training, unclear role expectations, and
isolation.

Not all clerks are equal in terms of confidence levels and experience.

Clerks often work very limited hours (e.g., 10-20 hours/month), making
additional duties unrealistic.

Support from principal councils and Monitoring Officers is inconsistent across
Wales.

Examples: New clerks can be overwhelmed by audit process and lack of
guidance.

Recommendations: Mandatory training for clerks (e.g., SLCC-accredited),
role-play and scenario-based workshops, clear communication channels with
monitoring officers.

Provide clerks with toolkits and confidence-building training for initial
complaint handling. Assertiveness and mediation skills suggested.

Mentoring and buddying systems for clerks are recommended to build
confidence and ensure continuity.

Mentorship from experienced clerks or neighbouring councils is valued, but
careful boundaries are needed to avoid overextension.

10
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e Piactical people-managament experience helps clerks navigate conflict and
complaints, contributing o greater confidence.

4. Unsatisfactory Outcomes of LRP

Questions:

¢ What do you think about giving complainants the opportunity to express
what resolution they are seeking right at the start of the process (e.g.
apology, training)?

¢ What are your thoughts about asking both parties about their willingness
to resolve before the process begins improve outcomes?

¢ How can we better align the process with the expectations of those
involved?

Unsatisfactory Outcomes of LRP - feedback:

« Complainants are often unclear on what resolution is possible; expectations
mismatch reality (e.g., requests for suspension when only apology possible).

¢ Suggestions: Manage expectations early, check in throughout process,
encourage willingness on both sides; without cooperation, resolution unlikely.

¢ Observations: Informal approaches are often more effective than formal LRP
for minor disputes; cultural issues and egos are often the root cause.

¢ Sanctions and Enforcement: There is strong support for statutory mandatory
training with possible disqualification for non-compliance. The effectiveness of
mandatory measures is seen as limited without meaningful sanctions.

¢ Independence concerns and inconsistent application of the LRP also
indirectly contribute to unsatisfactory outcomes.
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Minutes of Area Committee Meeting 28 January 2026

ONE VOICE WALES

RCT, Merthyr & Caerphilly Area Committee meeting held online at 7pm on Wednesday
28 January 2026.
Minutes

Present: Members
Councillor Allun Warren Gilfach Goch Community Council
Councillor M Courtney-Solbach Hirwaun Community Council
Councillor Rob Smith Llanharan Community Council
Councillor Mal Davies Llantrisant Community Council
Councillor Lynda Davies Pontypridd Town Council
Councillor Sally Davies Risca Town Council
Councillor Ceirion Skym Tonyrefail Community Council
Councillor A Broughton-Pettit Van Community Council
Councillor Elliot Wigfall Ynysybwl & Coed y Cwm CC
Present: Clerks
Bob Campbell, Clerk Risca Town Council
Michelle Moore, Clerk Van Community Council

Apologies for Absence: Members
Bargoed Town Coungil
Councillor Catrin Moss Gelligaer Community Council

One Voice Wales: Officers in attendance
Maria Mulcahy: South Wales Development Officer

RMCAC 2026/01 Welcome by Chair

Due to the Chair and Vice Chair not being present Clir Mal Davies
chaired the meeting and welcomed members.

RMCAC 2026/02 Apologies for Absence
Apologies for absence as set out above.
RMCAC 2026/03 Declarations of Personal Interest
There were none declared.
RMCAC 2026/04 To receive a presentation -

Apologies had been received from Emma Wools — South Wales Police
and Crime Commissioner.

Unfortunately, due to late notice it was not possible to arrange for another
speaker.
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Minutes of Area Committee Meeting 28 January 2026

RMCAC 2026/05 To approve the minutes of the meeting held on 15 October
2025

It was Resolved that the minutes are approved.

RMCAC 2026/06 Matters arising in respect of the above minutes, not otherwise on the
agenda.

It was Resolved that there were no matters arising that are not
otherwise on the agenda.

RMCAC 2026/07 Cwm Taf Morgannwg University Health Board
Stakeholders Group — Report from Clir Deenik

Unfortunately, Clir Deenik was unable to attend the meeting.

It was Resolved that Maria would ask Clir Deenik for a written report
so that it can be passed to members.

RMCAC 2026/08 Developments in Relation to Charters/Devolution of
Services/Asset Transfers

Caerphilly CBC — Due to Welsh Government wishing to standardise
Charters in Wales to ensure consistency and clarity, Caerphilly CBC
will not progress the revised charter. The three bodies invoived in
standardizing the Charters are One Voice Wales, Welsh Government
and Rhondda Cynon Taff.

Members raised queries relating to why RCT are involved as the
Caerphilly Charter had been referenced in previous updates and
instrumental in setting up the Charters. RCT member felt the revised
Caerphilly Charter is better than the RCT Charter. Clir Davies would
like to see a copy of the Caerphilly Charters.

RCT CBC - No updates
Merthyr Tydfil CBC — No representatives present

It was Resolved MM would establish position, and she also asked the
Risca Town Clerk to send her a copy of the Caerphilly existing and
draft charters which had been prepared.

RMCAC 2026/09 Councillor Training programme and Consultancy Services
Details of the training programme for January to March 2026 have been

circulated to all councils via their clerks, chairs and area committee
representatives.
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Welsh Government have provided additional funded free places on the
six core modules as well as two free places on a selected number of
additional modules.

Consultancy service is aiso available to members.
It was Resolved that this information be noted.
RMCAC 2026/10 Development of Good Practice Guidance

Since the last meet the following Practice Development notes have
been published-

PDN 19 - Copyright

PDN 20 - Participating in webinars

PDN 21 — Annual Meetings

PDN 22 - Member Induction

It was Resolved that the information is noted but can also be found on
the One Voice Wales website .

RMCAC 2026/11 To receive the draft minutes of the National Executive
Committee held on 12 December 2025.

Clir Davies (Area rep on NEC) gave a brief overview of meeting and
focused on the concern that not enough representatives are attending
the regional and NEC meetings.

It was Resolved that the information is noted.

RMCAC 2026/12 To receive the draft minutes of the Larger Councils Committee held on
23 October 2025

Maria advised that an email has already been sent to member
councils inviting the chairs and clerks of councils that are going to be
affected by the boundary reviews to one of the webinars that are being
arranged in conjunction with SLCC to provide important information
about the implementation process that will take place over the period
up to the May 2027 elections.

Members present advised that they had attended the first webinar and
found it very useful.
Members raised the following concerns:
¢ Who is going to pay the costs involved in the boundary
reviews?
¢ How much information and assistance will be given to non-
member councils?

Chair advised that it is a benefit of membership to have assistance
such as webinars

It was Resolved MM would make enquiries into the concerns raised

/09



Minutes of Area Committee Meeting 28 January 2026

RMCAC 2026/13 Guest speakers for Future Meetings.

¢ Deryck Evans — Audit Wales
*  Warm Wales

The South Wales Police and Crime Commissioner
Mick Antoniw MS

Andrew Morgan —Leader of RCT & Chair of WLGA

Members considered proposals for guest speakers at future
Meetings and preferably, they would like a speaker to talk
about Al at the next meeting.

It was Resolved the information be noted

RMCAC 2026/14 Upcoming Conferences and Events:

1. 21 January 26 - One Voice Wales Annual General meeting. MM
reported that the AGM took place and was quorate.

2. 1 July 2026 — One Voice Wales National and Awards
Conference - MM advised that details will be sent out shortly

3! 30 September 2026 — Innovative Practice Conference

MM also advised that the joint One Voice Wales and Planning Aid Wales

Conference “Improving our local places — Welsh case studies and
planning updates” will be taking place online on 19th March 2026

It was Resolved that the information is noted.
RMCAC 2026/15 One Voice Wales Cost of Living Crisis Project Update

Members discussed the importance of the work that the Cost-of-Living
Crisis are doing.

It was Resolved that the information update be noted

RMCAC 2026/16 One Voice Wales Local Places for Nature

Maria gave an update of the Local Places for Nature work which

included:

o Biodiversity packages which have been delivered

. A new member of their team is due to start shortly.

° The 3" reporting round for Section 6 is now complete, and all

councils should have completed their 2025 section 6 report.

information relating to the Teams work can also be found on the One
Voice Wales website.

It was Resolved that the information is noted.
RMCAC 2026/17 Correspondence and Consultations

4
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Minutes of Area Committee Meeting 28 January 2026

MM gave a summary of the information that had been circulated by
One Voice Wales since October. Main points —

o Majority of information is now being sent out to members via
the bi-monthly ebulletins. Only information that is time sensitive
is being send out in individual emails

e Wales Regional Energy Strategic Plans (RESP) - It is
important that councils engage in the wider consultation
process.

o Equality and Diversity — A new page has been created on the
One Voice Wales website, visit: Equality and Diversity - One
Voice Wales

¢ A Civility and Respect Pledge (Wales) will be taunched shortly.
It was Resolved that the information is noted.
RMCAC 2026/18 Statutory Consultation on Rhyswg Wind Farm

It was Resolved that the information be noted as members are aware
of it and it is up to individual councils whether they reply to the
consultation.

RMCAC 2026/19 Welish Government Elections Newsletter — Autumn Edition
It was Resolved that the information is noted.
RMCAC 2026/20 Welsh Governance guidance on procurement.

It was Resolved that the information is noted.

RMCAC 2026/21 Matters for Referral to the NEC

¢ Possible referral relating to Charters
o Cost of boundary reviews

It was Resolved that Maria advise the OVW CEO of members
concerns as updates on these matters may already be included on
the NEC agenda

RMCAC 2026/22 News and Reports from Councils

Councils were invited to give a brief description of initiatives that were
being planned or had been implemented: Examples reported are set
out below

Risca Town Council
e The Councils Christmas event and switching on the lanterns
went well.
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RMCAC 2026/23

RMCAC 2026/24

Minutes of Area Committee Meeting 28 January 2026

¢ Council wishes to know whether any councils in other areas
have had to have safety reports including electrical and safety
certificates etc in place for hanging Christmas festive lanterns?

Members discussed matter and are aware that Local authorities
are requesting annual checks and testing as it is important to
ensure safety of the public, contractors, volunteers etc.,.

Vann Community Council

The Community Centre are organising a St Davids Day event. The
council did not apply for the Welsh Government funding as they were
unaware of it in time to make an application. Council would like to know
if this is going to be annual funding so that they can start preparing
application in advance.

Pontypridd Town Council

The council hold their Ponty and Bloom initiative every summer. They
must get similar permissions to displaying Christmas lights etc.
Through experience they have found that the safety checks etc have to
start earlier to make sure that all the necessary health and safety
conditions are addressed and in place for the permission to be given.
Authorisations must be renewed on an annual basis.

Llantrisant CC

e The council held their Christmas on the Hilltop which included
a Christmas tree festival and concert. Despite the weather
washing out a lot of what they tried to do it went really well.

¢ The council have taken over the running of the community centre
which is now the councils asset. It's been quite successful in the
first 8 to 12 months and the member will keep the committee
updated

It was Resolved that the information be noted but MM will make
enquiries into the Welsh Government fund to see if it will be offered on
an annual basis.

Any Other Business at the discretion of the Chair
It was Resolved that there was no other business.
Date of Next Meeting
It was Resolved that the next meeting will be held in Pontypridd at

7pm on Wednesday 8 April 2026. Clir Lynda Davies has offered to
book venue.
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