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Trade Union Consultation Meeting 

Wednesday, 14 April 2021, 10.30am, Skype 

Decision Notes and Actions Arising 

 

Attendees LBE Trade Unions Apologies 

 Julie Mimnagh, Chair 

Iona McKinnon  

Note taker  

Presenting Officers 

Irene Papasavva 

Barbara Thurogood 

Stephanie Bairardo 

Flora Stevens 

 

 

John Colquhoun (GMB) 

Paul Bishop (Unison) 

 

 

 

 

Terry Smith (Unite) 

Tracey Adnan (Unison) 

Anna Woodcock (GMB) 

Denise Handscomb-Teagle (GMB) 

Christine Sesstein (Unison) 

Nadine Clark  

  OWNER 

1 Domestic Abuse Workplace Policy  

 

Irene Papasavva/Julie Mimnagh presented 

The Domestic Abuse Workplace Policy shows the individual, internal and external 

support available, it also provides useful links to relevant internal documents and 

external organisations. As well as highlighting clear roles and responsibilities for 

managers, the Domestic Abuse Coordinator, the wider Domestic Abuse Team and 

HR. This policy also reassures individuals of their right to privacy and to make a 

disclosure in a safe environment. 

There are two quick reference guides that offer practical guidance for managers and 

explains how an individual can report domestic violence and abuse. IP explained that 

when this policy is launched, there will be briefing sessions and training to develop 

appropriate awareness. Through ILEARN there’s also an online resource that both 

managers and staff can use. 

The GMB Work to Stop Domestic Abuse Charter is also supported and incorporated 

in the policy. IP explained that they are also looking at external organisations for 

support and potential accreditation. 

JC suggested that the policy should include a list of examples that could potentially 

be put in place to support victims of domestic abuse so that employees are fully 

aware of the available support and resources. JM explained that this is included in the 

policy, such as variants to work patterns, but IP will look back to see whether this 

needs to be made clearer. 
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JC also mentioned that the time off related to domestic abuse seems a bit vague and 

suggested that the phrasing should be adjusted to reassure staff. IP will look into this. 

 

Any comments should be sent to IP and Jemima Paddon. 

TU’s had no further comments and welcomed the new policy 

2 2020 Gender Pay Gap Report  

 

Julie Mimnagh presented 

Enfield wants a workforce that reflects the diverse community which the council 

serves. The council is committed to addressing inequality and aims to promote fair 

and equal treatment of all staff regardless of their gender or ethnicity. 

Across the council, more women are employed than men. However, at Director/ Chief 

Ex level there are more men than women. Although, due to recruitment activity, this 

has become more evenly split.  

The mean average pay gap based for all directly employed staff as of 31st March 

2020 was 2.6% in favour of men and the median rate was 3.1% in favour of women. 

Ideally, Enfield would like to see both the mean and median as close to 0 as possible. 

To continue narrowing the gap, the Fairer Enfield Policy shows the councils 

commitment to equality, diversity and inclusion. All new starters in the council must 

complete the Equality and Diversity in the Workplace eLearning course.  

A few years ago, recruitment processes were looked into and name-blind recruitment 

was introduced for all posts, including senior posts. So, when applications are first 

submitted equality data is not included to make them as balanced and fair as 

possible. There’s also a requirement that all interview panel members complete the 

Recruitment & Selection training within the last 3 years or attend a refresher course. 

Part of the Recruitment and Selection training includes unconscious bias training and 

highlights the importance of diverse interview panels. Interview panels are always 

diverse in both gender and ethnicity.  

The Career Returner Programme which launched in 2017 recruits’ candidates into 

vacant positions which the council are struggling to recruit into. Candidates must have 

had a two-year career break and prior to this break had a professional career. In the 

first year, there were 6 returners which were all women, in the second year 15 and in 

the third year there were 5 returners, 4 of these were also women. Out of all the 

people who joined, twenty-two were offered and accepted ongoing employment, 

seventeen of which are remaining. 

Over the coming year, an unconscious bias workshop will be rolled out, the mentoring 

programme will be revamped and launched, and the threshold 1-day career 

development workshop which supports BAME women on their individual career 

paths. There will also be a fourth Career Returner Programme and the Women into 

Leadership Board will be continuing their work, providing networking sessions and 

events. The Inspirational and Aspirational Leadership Programme has recently 
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commenced, and this will support staff to progress within their careers and open up 

more development opportunities. 

There were no questions. 

3 2020 Ethnicity Pay Gap Report  

 

Julie Mimnagh presented 

Although it is not a statutory requirement to publish the ethnicity pay gap, the council 

believes this is an important tool to help tackle inequality and embed a diverse and 

inclusive culture. The report shows the pay gaps in regards to different ethnic groups. 

Table 2 highlights the mean and median hourly rates of pay which have been broken 

down into different ethnic groups. Table 3 shows the mean percentage difference of 

pay for all non-white staff (not including Greek or Turkish) which as of March 2020 

was 9.5% and the median was 3%. Table 4 in the report shows that this has 

decreased since 2018/19 however more work needs to be done to address this pay 

gap. 

The Council is working to address equality within the workplace in several ways. The 

Fairer Enfield Policy sets out the council’s vision for inclusion and equality and 

highlights that Enfield is committed to increasing the representation of black and 

ethnic minorities in leadership positions across the council. The Ethnic Minority 

Network Group has worked to put on several events and conferences to support staff. 

They have run the focus groups down at Morson Road Depo and as a result, there’s 

been a clear action plan to tackle issues that were raised. They have also developed 

the BLM Kickstart conversations to raise awareness around this and white privilege, 

working closely with Children Services and Morson Road. 

The Enfield Career Returner Programme showed that as well as predominately 

women taking career breaks, a high proportion are from an ethnic minority 

background. When the programme launched in 2017 50% of successful applications 

were from an ethnic minority background, in the second cohort there was 60% and in 

the third background, there was 75%. JM explained that the retention levels have 

been really good, 71% of those currently employed through this programme are from 

an ethnic minority background. 

Again, all new starters must complete the Equality and Diversity in the Workplace 

eLearning course, this provides practical advice on challenging unlawful 

discrimination and raises awareness of equality and diversity within the workplace. As 

also mentioned above the Recruitment and Selection Training is mandatory for all 

recruiting managers and panel members to ensure fairness and limit any biases.  

As also stated in the Gender Pay Gap Report, as part of the Council’s Equality, 

Diversity and Inclusion Programme, Unconscious Bias Workshops will be rolled out 

this year, the Mentoring Programme will be updated and revised, the Black on Board 

Programme has been launched which is designed to train and mentor BAME 

candidates to take on board positions, as well as the Threshold one-day career 

development workshop for BAME women. There will also be continuous work with the 

Ethnic Minority Group, a fourth Career Returner Programme and the Inspirational and 
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Aspirational Leadership Programme has begun and will be rolled out throughout the 

coming year. 

JC commented that he believed the workforce to be more diverse than 53% white. JM 

explained that the Enfield data is from the last National Census and the Enfield data 

may have changed from that period to now.  

4 SEN & EPS service – Additional posts  

 

Barbara Thurogood /Stephanie Bairardo/ Flora Stevens presented 

London Borough of Enfield, SEN & EPS service has collaborated with the CCG, 

BEMHT and wider stakeholders under the guidance of the Schools forum to develop 

a funding bid to reduce the number of EHCP’s requested in the London Borough of 

Enfield and has further discussed with schools and other relevant stakeholders the 

need to provide preventative work around communication and interaction and mental 

well-being to enable children to have support pre statutorily and to improve their 

access to the curriculum.  This project aims to stem the EHCP process and yet 

increase the support to vulnerable children by enabling them to have more immediate 

access to speech and language services. 

 
Further the increase in staffing will enable schools to become more specialist in 

supporting children with communication needs thus being able to have the skills 

necessary to meet children and young people’s needs by enabling them to have more 

immediate access to professional services without the need for an Education, Health 

and Care, Plan.  The following posts will be created: 

• Speech and Language Therapist x 2 

• Occupational Therapist x .5 FTE 

• Educational Psychologist x .05 FTE 

• Assistant Psychologist x .5 FTE 

• Manager x. 05FTE  

• SLC Hub Support Officer x1 FTE 

• Specialist Communication Teachers x 2FTE   

BT explained that some roles still need to go through a final evaluation and then 

these will be advertised. PB asked why the report has come to this meeting without 

job evaluations being done. FS explained that the job evaluations for Salisbury have 

been completed by Peter Nathan. PB suggested that BT should go back to PN and 

ask him what the system is as he cannot be doing all the evaluations/ gradings 

himself. BT explained that the Speech and Language roles have been agreed upon 

by Health so the grades for these roles have been confirmed. The Educational 

Psychologist role is based on the current grading of EP within Suzy Francis’ team as 

there is already a job description/ grade for this post.  

SB talked through another post that will be created. This will address the overspend 

of the High Needs Block and Dedicated Schools Grant. The council could buy an 

external system to address this, but there is in-house expertise to design a system. 

This has already gone through Schools Block for consultation and it’s currently going 

 



 

 

Author Nadine Clark Classification official all staff Date of First Issue 8 June 2020 

Owner Julie Mimnagh final  Doc Number: v2 Page 5 of 6 

 

through a trial period. SB explained that they have identified that a big piece missing 

within Enfield is being able to track and evaluate performance against KPI’s. As a 

result, there has been a High Needs Tracking and Monitoring Officer post created. It 

has been put through and evaluated at MM1 due to the level of work and skillset 

which is needed, in terms of needing someone who understands how funding works 

in schools and as part of the High Needs Block. They did consider officers having 

accountability themselves for allocating the funding, but SB highlighted having one 

person trained along with SB will make this a much fairer system. 

JM asked TU members to look at the report and provide feedback by Tuesday 

20th April. 

5 Covid-19 Absence Recording  

 

Julie Mimnagh presented 

There will be two sickness codes, one will be for short term covid and the other will be 

for long covid.  

JM explained that self-isolation is not classified as sickness, and it will continue to be 

treated as an infectious disease. Someone who has to self-isolate will be treated as 

paid leave where they can’t work. From May 1st, where someone is sick and/or tests 

positive for Covid-19, this will count towards normal sickness. JC asked what the 

rationale is for starting this from May 1st. JM explained absence levels are relatively 

low due to Covid-19, but as the council will soon be moving to ‘business as usual’ and 

coronavirus is unlikely to go away, it’s important to start setting up the processes now. 

JC asked if there was another spike of Covid-19, would this be reviewed. JM clarified 

that this would be the case. 

PB asked what other authorities are currently doing. JM believes that several other 

authorities have always treated covid as sickness and those who haven’t are looking 

to do the same as Enfield. JC explained that Newham treated covid the same way 

Enfield have but are now having discussions around long covid. 

 

6 Notes of previous meeting, 31 March 2021  

 

There were no outstanding matters 

 

 

 

7 Any other business  

 

 

PB asked if there has been an update on Culture Services. JM explained that 

following the last meeting it was agreed that MB will pull together an FAQ which will 

be published and has agreed to have meetings every week during the consultation 

period and smaller sub meetings. JM will seek an update from MB. 

 

 

 

 Next meeting 

 Wednesday, 28 April 2021 10.30am 
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Skype meeting 

  


