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Subject: Update – Employee Code of Conduct Status: Publication

Report to: Audit and Governance Committee

Cabinet Member: Cabinet Member for Corporate 
Services and Regulation

Date: Monday 21st March 2016
 

Report of: Assistant Director (Legal, Governance 
& Workforce)

Author Email:  David.Wilcock@Rochdale.Gov.UK

Author: David Wilcock

Tel: 01706 924710

1 Purpose of Report

1.1 To apprise Members of the Audit & Governance Committee of the current 
position on implementation of the revised Employee Code of Conduct.

2 Recommendations

2.1  To note the update on the implementation of the Employee Code of Conduct.

3 Background

3.1       Last summer the Monitoring Officer conducted a complete review of the 
Council’s Constitution to ensure that it was fit for purpose and that the Scheme 
of Delegation to Officers accurately reflected the published changes to the 
Council’s Senior Management Team on 14th September 2015.  

3.2 As part of the constitutional review exercise, it became apparent that the 
Council’s Code of Conduct for Officers had not been reviewed since 2002 and 
there was a need for a fundamental review of the Code. The Monitoring Officer 
and officer colleagues prepared a simplified Code, in a user- friendly format 
which addressed the Nolan Principles, Equality Act duties, political neutrality, 
personal interests and outside commitments, electronic communications, 
information security.  

3.3 On 7th December 2015, the Audit & Governance Committee approved the 
amended Employee Code of Conduct and authorised the implementation of the 
same. The revised code has now been incorporated into the Council’s 
published Constitution, and included in HR Policies and Procedures published 
on the Council’s intranet and in the Council’s Policy Centre.  Employees were 
informed of the requirements of the revised Employee Code of Conduct by a 
global email circulated on Thursday 3rd March 2016 with a link to the Employee 
Code of Conduct a copy of which is appended to this report (Appendix 1).

4          Alternatives considered

Not applicable.

Page 74

Agenda Item 9



5          Financial Implications

Not applicable.

6  Legal Implications

6.1 The Monitoring Officer has the legal responsibility to keep the Council’s 
Constitution under regular review and suggest appropriate amendments to the 
Constitution as and when required.

7 Personnel Implications

7.1      The revised Employee Code of Conduct was approved following consultation 
with the unions.

8 Corporate Priorities

8.1         The proposals within the body of this report are consistent with the Council’s
              Corporate Priorities.

9 Risk Assessment Implications 

9.1 There are no specific risk issues for members to consider arising from this 
report.

10 Equalities Impacts

10.1 Workforce Equality Impacts Assessment

There are no significant workforce equality issues arising from this report.

10.2 Equality/Community Impact Assessments

There are no significant equality/community issues arising from this report.

Background Papers
Document Place of Inspection

Code of Conduct Number One Riverside
Procedure for handling complaints Number One Riverside 
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Foreword
Our role is to 
provide the highest 
standards of conduct 
in supporting and 
improving the lives 
of people who live 
and work within this 
borough.

To ensure we have the respect and 
confidence of those we serve and work 
with, we have provided this Code of 
Conduct for all employees under contract 
with the council. 

It outlines the standards of behaviour 
and attitudes that are expected of you in 
responding to issues that arise on a day-
to-day basis.

I hope you find this to be a valuable 
guide to support to you in your role and 
in delivering a service that makes a 
difference to people’s lives. 

Steve Rumbelow

 
 
Chief Executive
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Code of Conduct

1. Introduction and consequences 
of breaching the Code 
The general public including service users are 
entitled to expect the highest standards of conduct 
from all employees who work for local government. 
The Code of Conduct for employees sets out how 
you should respond to issues that commonly arise 
during your employment and seeks to protect 
you from accusations of bias, undue influence and 
impropriety. The aim of the Code is to enhance and 
maintain the integrity (real and perceived) of local 
government and for this purpose the Code demands 
very high standards of personal and professional 
conduct from employees, both in the course of 
undertaking their duties and responsibilities and 
when acting as a private individual.

The Code of Conduct and all related policies and 
documents referred to are available for information on 
the council’s intranet or through your line manager.

The Code of Conduct has been subject to 
consultation with the relevant Trade Unions and 
Teachers Association and is incorporated into 
contracts of employment. 

All employees of the council are expected to inspire 
public confidence by giving the highest possible 
standard of service to the authority and the public. 
Where it is part of their duties employees are 
expected to provide impartial and accurate advice 
to councillors and fellow employees. Employees are 
expected, through agreed procedures and without 
fear of recrimination, to bring to the attention of the 
appropriate level of management, any deficiency 
in the provision of service to the public or others. 
Employees must report to the appropriate manager 
any impropriety or breach of procedure.

Failure by an employee to observe the standards 
set out in this Code is a serious matter and any 
breach may mean the employee is liable to 
disciplinary action which may include dismissal.
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2. Scope and status of the Code 
The Code covers all employees under a contract of employment with the council. The 
Code is incorporated into your contract of employment and any breaches will be dealt 
with under the council’s Disciplinary Procedures where appropriate. For the avoidance 
of doubt, if unclear about any requirement or obligation under the Code of Conduct, 
you should seek advice from your manager.

Employees are defined as all those working under a contract of employment including 
secondees and employees TUPE’d into the council. Casuals / agency workers / locums 
/ temporary workers and all those acting on behalf of the council in any capacity are 
also covered by this Code and subject to its provisions.

The Code also applies to school-based employees who are employed by the council 
it does not apply to school-based employees who are employed by the School 
Governing Body.

The Authority means Rochdale Borough Council.

Activities carried out by employees acting as members or directors of companies or 
voluntary organisations including unincorporated associations are covered by this Code.
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3. General principles 
The Rochdale Way sets out the values that are at the heart of 
how we approach all of the work we do. The council’s Values 
can be found on the Intranet. The council intends to monitor and 
review the values and behaviours in light of emerging issues 
and feedback from stakeholders.      

You must follow the fundamental principles listed below;

Valuing our people 
We respect others points of view and give them freedom to use 
their initiative. We encourage all team members to participate 
fully and we recognise and acknowledge when work is done well.

Focusing on customers 
We treat our customers fairly, and listen to their needs. We 
keep them informed, manage their expectations and deliver the 
services they need.

Acting with integrity 
We’re open and honest with each other and our customers, and 
respect that people have different opinions and points of view. 
We take responsibility for our actions and hold our hands up 
when we make mistakes.

Using time and money wisely 
We work as a team to plan activities that achieve our goals and 
we ensure tasks are allocated to the right people. We share good 
practise with others and continually make every effort to improve 
the way we work.

Working together 
We work as a team to create a fun and friendly environment 
where all staff can work closely with their colleagues and 
our partners. We work together to achieve the best possible 
outcomes for our customers. 

Always learning and improving 
We’re always looking for new ways to improve the services 
we deliver to our customers. We create an environment which 
enables learning and encourages and supports challenge. We 
support people to take risks and learn from our mistakes.

The council positively encourages you to participate in public 
duties and be involved in voluntary or community work. You 
must be mindful of the provisions of the Code and the impact 
that outside commitments can have on your employment with 
the council.

You must co-operate with any checking process where posts 
are identified as requiring disclosure of criminal convictions, 
particularly where the position has been identified as involving 
a degree of risk or where there is a legal requirement to do so.
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4. Standards of service 
In carrying out your duties you must act 
with professionalism. You must follow 
the council’s Values and Behaviours at 
all times, including when acting either 
as a formal representative of the council 
or as a private individual, in this regard 
you should not engage in any actions or 
activities which could bring the council’s 
reputation into disrepute. 

The council standards of service delivery 
are based upon treating our customers 
fairly, and listen to their needs. We 
keep them informed, manage their 
expectations and deliver the services 
they need.

First impressions count and there is a 
general expectation that employees 
dress appropriate to the nature of their 
duties and responsibilities. The council 
values and welcomes the ethnic diversity 
of its workforce and therefore expects all 
employees to recognise and respect this 
in terms of dress.  

Where there is a clear business, service 
or health and safety reason appropriate 
dress codes may be introduced following 
consultation to suit the service needs and 
meet public expectations. Uniforms must 
be worn where required and provided.

Personal protective equipment must be 
worn where it is appropriate to do so or 
if directed by the manager or health and 
safety advisor. 
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It is generally accepted that open 
government is best. The law requires 
that certain types of information must 
be available to members, auditors, 
government departments, service 
users and the public thereby promoting 
increased transparency and participation 
in the council’s decision making processes. 
The council proactively publishes a 
considerable amount of information 
and makes other information publicly 
available. The authority may in its 
discretion decide to be open about other 
types of information. Employees must 
be aware of which type of information 
they are handling and act accordingly, 
for example by not restricting access to 
documents open for public inspection or 
by disclosing restricted or confidential 
information. If in doubt advice must be 
sought from your manager.

The council complies with the legal 
requirements in relation to openness 
and transparency in that non personal 
data and information held by the council 
should be made freely available for the 
public to see and use. The requirement to 
publish data is captured in the following; 
Transparency Code 2015, Localism 
Act 2011, Protection of Freedoms Act 
in addition the council is publishing 
a number of data sets in line with the 
Transparency Code. 

Employees should not use any 
information obtained in the course of 
their employment for personal gain or 
benefit, nor should they pass it on to 
others who might use it in such a way.  

Any particular information received by 
an employee from a councillor which is 
personal to that councillor and does not 
belong to the authority should not be 
divulged by the employee without the 
prior approval of that councillor, except 
where such disclosure is required or 
sanctioned by law.

You must ensure that the council’s 
information assets are managed securely 
and protected against loss, damage and 
unauthorised disclosure. People related, 
confidential and other commercially 
sensitive information must only be 
disclosed lawfully and with appropriate 
authorisation. You must not prevent 
another person from gaining access 
to information to which the person is 
entitled to in law.

5. Disclosure of information and information security 

You must not disclose any of the 

following information;

a) Personal data about an 
individual, including employees, 
protected by the Data 
Protection Act 1998

b) Information given in confidence 
where there is a legitimate 
expectation that confidentiality 
will be respected

c) Commercially sensitive 
information about the council 
and / or any third party

d) Confidential or exempt 
proceedings in council, Cabinet 
or Committee meetings and 
any reports or other documents 
connected with them

The above does not limit your 
rights under the council’s 
Whistleblowing Policy.
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6. Intellectual property 
The council owns and will retain its rights to ownership of all intellectual property (in 
materials such as literature, artwork, computer programs, inventions) created by you;

• In your course of normal duties with the council

• In the course of duties specially assigned to you as an employee

• Using council resources without special payments or arrangement with the 
council – unless a written agreement to the contrary has been made between you 
and the council

Generally any inventions, drawings, writings and digital developments created or 
made during the course of employment are the intellectual property of the authority.

You are not entitled to use, sell or otherwise exploit the rights to any such 
intellectual property without written permission from the council. Any such 
infringement may also be a criminal offence.

The council’s ownership of intellectual property rights made during your 
employment shall continue after the termination of your contract of employment.

7. Electronic communication 
You must ensure that you follow the council’s Information Security Policy in 
relation to the use and storage of computers and the proper management of 
information. Electronic communication systems such as iPhones and iPads (any 
portable communication device) telephones, emails and the intranet must be 
used in compliance with existing policies and procedures governing their use 
which can be found on the intranet or are available from your manager. 
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8. Political neutrality
Employees serve the authority as a 
whole. They must assist and advise 
all councillors and not just those 
of the controlling group and must 
ensure that the individual rights 
of all councillors are respected. 
Certain employees are the holders 
of politically restricted posts and 
will have been informed of the 
restrictions which are incorporated 
by statute into their contracts of 
employment, in addition to the 
consequences of their posts being 
so designated. If any such employee 
has any query about the political 
restrictions which apply to them they 
must consult their manager or seek 
advice from Human Resources. 

Subject to the authority’s Protocol 
on Relations between members 
and employees, employees may 
also be required to advise specific 
political groups or attend political 
group meetings. This request should 
usually come via a director level 
instruction. They must do so in a way 
which does not compromise their 
political neutrality. Such neutrality 
does not mean that you cannot be 
a member of a political party (with 
the exception of any employee who 
holds a politically restricted post) 
however political party activity 
is discouraged e.g. canvassing, 
because it undermines the ethos 
of political neutrality of local 
government officers and confidence 
in the service.  
 

 
 
Any employee who is concerned 
about the best way to act in order to 
preserve political neutrality is advised 
to speak to their manager or to contact 
the Governance Unit in the Resources 
Directorate. 
 
Employees, whether or not politically 
restricted, must not allow their own 
personal, political or professional 
activities or opinions to interfere or 
conflict with their work in any way 
and must ensure that you are able 
and seen to remain unbiased in the 
performance of your duties. If you 
are a member of a profession, you 
are expected to uphold the standards 
of performance and conduct set by 
the professional body and the Code 
of Conduct. However it is noted that 
there can be exceptions to this where 
there is legislative authority to do 
so. If you believe a conflict exists 
between your official role and the 
standards of your profession you 
must raise your concerns with your 
manager.

Branch officials and stewards of a 
trade union should ensure that when 
they make public comment, it is clear 
that it is on behalf of the union they 
represent and not the council.  

Political assistants appointed on fixed 
term contracts in accordance with 
the Local Government and Housing 
Act 1989 are exempt from this aspect 
of the standards.
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9. Relationships 
Councillors 
The council has adopted Protocols that govern the member / employee relationship. The 
Protocol covers employee contact with Elected Members on matters relating to any personal 
issue or staffing proposal during the formal consultation process. The Protocol states clearly 
that this does not prevent an employee from raising on a personal basis, and in his / her 
own time, a matter with his / her ward member. In addition the Protocol deals with employee 
attendance at public meetings. Councillors (members) and employees are referred to the 
Protocol on Member and Employee Relations which is part of the authority’s Constitution.   

Mutual respect, courtesy and co-operation between employees and councillors is essential 
to the efficient functioning of the authority. Close personal familiarity or personal animosity 
between individual employees and councillors may damage the relationship and prove 
embarrassing to others and should be avoided. Neither party should seek to take unfair 
advantage of their position or seek to exert undue influence on the other party. Where you 
or members feel that they have not been treated with courtesy or respect by the other party, 
they are entitled to raise the matter with the appropriate director, the monitoring officer or 
the chief executive.   

The local community and service users 
Employees should be familiar with the Rochdale Way and always remember their 
responsibilities to the community they serve and ensure courteous, respectful, efficient and 
impartial service delivery to all groups and individuals within that community.

You should avoid unnecessary personal familiarity in the course of your work and should not 
use your position to either take unfair advantage of members of the public who use council 
services or allow yourself to be unduly influenced by customers. Your professional integrity 
must be maintained at all times. 
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Contractors and suppliers 
All council contracts and orders must be awarded to deliver value for money for the council 
through a fair and transparent procurement process in line with Contract Procedure Rules.  
In connection with the procurement of works, goods or services you must not seek or receive 
any gift or personal inducement.

All relationships of a business, domestic or private nature with external contractors, or 
potential contracts, should be made known to the appropriate manager. To do otherwise 
may be unlawful. Orders and contracts must be awarded on merit by fair competition 
against other tenders or quotes and no special favour should be shown to businesses run by, 
for example, friends, partners or relatives. No part of the community should be discriminated 
against. It is not always lawful to give preference to local and / or national suppliers and 
specific procurement advice must be sought

Employees who engage or supervise contractors or have any other official relationship with 
contractors and have previously had, or currently have a relationship in a private or personal 
capacity with contractors, should declare that relationship to their line manager or other 
appropriate senior person.

Managers and other employees 
If you have a supervisory or managerial role you have a responsibility for the performance 
of your staff. Employees at all levels can expect to be directed in their work and held 
accountable for their performance by their manager. You must treat each other with mutual 
respect and dignity in the workplace, this includes the council as a workplace and any 
other partner organisation the council conducts business with. In addition you must take 
care to ensure that you do not through your actions, words or behaviour do anything to 
undermine the respect and dignity or cause others to think less or be disrespectful of any 
individual or group. Through the Dignity at Work Policy and Procedure you must strive to 
create a working environment where harassment and bullying are eradicated and diversity 
is embraced. If you are subject to discrimination or harassment at work, this should be 
reported to your manager at the earliest opportunity. 
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10. Employment matters 
Employees involved in recruitment 
and appointments should ensure 
that these are made on the basis of 
merit and in accordance with the 
council’s Recruitment and Selection 
Framework. It may be unlawful or 
discriminatory for an employee 
to make an appointment which is 
based on anything other than the 
ability of the best candidate to 
undertake the duties of the post. 
In order to avoid any possible 
accusation of bias, employees should 
not be involved in an appointment 
where they are related to an 
applicant or have a close personal 
relationship outside work with him or 
her and should declare their interest

Similarly, employees should not 
be involved in decisions relating 
to discipline or, promotion or pay 
adjustments for any other employee 
who is a relative, partner, close 
personal friend etc.

11. Outside commitments 
and employment
Employees in posts on Grade 8 or 
equivalent salary and above have 
conditions of service which require 
them to obtain written consent to 
take any outside employment. All 
employees should be clear about 
their duties and should not take 
outside employment paid or unpaid 
which conflicts with the authority’s 
interests or makes use of information 
to which he or she has access by 
virtue of his or her job. Use of office 
or other facilities to undertake 
outside work is strictly not permitted.
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You should not subordinate your duty to your private 
interests or put yourself in a positon where duty and private 
interests conflict.

Employees must declare to an appropriate manager any 
financial or non-financial interests that they consider 
could bring about conflict with the authority’s interests, for 
example acting as a school governor at a school maintained 
or supported by the authority or involvement even on a 
voluntary basis with organisations receiving grants or funds 
from the authority or with any organisation or pressure 
group seeking to influence the authority’s policies including 
planning decisions. In particular employees must notify 
their line manager if they have any involvement with an 
external organisation or private business which is bidding 
for formal contracts with the authority and / or supplies 
the authority with goods and / or services or is engaged in 
work which is in direct competition with the authority.

Employees must notify the authority via their line manager 
of any other job they have with another employer, any 
other work undertaken for an external organisation whether 
regularly or occasionally and any external work undertaken 
on a self-employed basis. Employees do not need to notify 
shareholdings in companies.

Employees must declare to an appropriate manager the 
membership of any secret society by which is meant 
any lodge, chapter, society, trust or regular gathering or 
meeting which is not open to the public without formal 
membership which involves an obligation to make a 
commitment (with or without an oath) of allegiance and 
which includes a commitment (whether by oath or not) of 
secrecy about rules, membership or conduct of that secret 
society. 

If you have been appointed by the council to another 
body you must comply with this Code of Conduct where it 
conflicts with any other legal obligation to which that body 
may be subject.

If you hold a politically restricted post you must complete 
the Register of Interests on appointment. The Register is 
maintained by the monitoring officer in accordance with 
the council’s Constitution. 

Where you are a consumer of council services for example 
a claimant of benefits or a user of other services, the council 
expects you to conduct yourself with the highest standards 
of probity and behaviour. 

12. Declaration of personal interests
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13. Equality issues 
Employees must ensure that all the authority’s policies relating to equality issues 
in so far as they apply to colleagues, the public, partnership organisations and 
councillors are complied with and should be particularly aware of the provisions 
of the Equality Act 2010. The council’s Equality & Diversity Policy is available on the 
Intranet or can be obtained from HR.

14. Separation of roles during tendering for 
contracts   
Employees involved in the tendering process and dealing with contractors must be 
clear about the separation of client and contractor roles within the authority. Senior 
employees who have both a client and contractor responsibility must be aware of 
the need for accountability and openness and have recourse to their line manager 
if they have any doubt about how to resolve any conflict which arises.

Employees in contractor or client units must exercise fairness and impartiality when 
dealing with all customers, suppliers, other contractors and sub-contractors.

Employees who are privy to confidential information on tenders or costs for either 
internal or external contractors should not disclose that data or information to any 
unauthorised party or organisation.

Employees contemplating the establishment of a social enterprise or some similar 
method of alternative service provision should, as soon as they have formed any 
definite intent, inform the appropriate senior manager and withdraw from any 
relevant contract awarding process.

Employees should ensure that no special favour is shown to current or recent 
former employees or their partners, close relatives or associates in awarding 
contracts to businesses run by them.

15. Corruption
It is a serious criminal offence for employees to corruptly receive or give any gift, 
loan, fee, reward or advantage for doing or not doing anything in their official 
capacity or for showing favour or disfavour to any person in their official capacity.

Under the prevention of corruption legislation it is presumed or deemed by the 
courts that any gift, money or other consideration received by an employee as 
an inducement or reward has been received corruptly unless the employee in 
question can prove otherwise. The authority has an Anti-fraud and Corruption 
Strategy, including an Anti-bribery Policy, which is available to view on the intranet.
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16. Use of financial resources 
Employees must comply with the authority’s financial regulations, contract procedure 
rules and standing orders (where applicable) in order to ensure that they use public 
funds and the resources and assets of the authority in a responsible and lawful manner. 
They should strive to ensure value for money to the authority and the local community. 
Any concerns must be expressed immediately to the employee’s line manager or 
another senior manager.

17.  Gifts and hospitality 
Employees must comply with the Gifts and Hospitality Policy and should only accept 
modest i.e. under £25.00, offers of hospitality if there is a genuine need to impart 
information to the host or other guests or to represent the local authority in the 
community. Offers to attend purely social or sporting functions should be accepted 
only when these are part of the life of the community or where the authority 
appropriately needs to be represented. The acceptance of all such offers of hospitality 
must be authorised by the employee’s manager and recorded. Completed forms under 
the Gifts and Hospitality Policy should be submitted to the council’s monitoring officer. 
The Gifts and Hospitality Policy can be viewed on the Intranet.

When hospitality has to be declined those making the offer should be courteously but 
firmly informed of the procedures and standards operating within the authority.

Employees should not accept significant personal gifts from contractors and outside 
suppliers although the authority allows employees to keep insignificant items of token 
value such as pens, diaries, etc. Tender documentation will normally be drafted to 
exclude any offers of gifts or hospitality whatsoever.

Acceptance by employees of hospitality through attendance at relevant conferences 
and courses is acceptable where it is clear the hospitality is corporate rather than 
personal, where the authority gives consent in advance and where the authority is 
satisfied that any recruitment, tendering, purchasing or contracting decisions are not 
compromised.

As a general rule employees should refuse hospitality where any suggestion of 
improper influence is possible especially when hospitality is offered by a person or 
body having or seeking business of any kind with the authority or seeking a decision 
from the authority.
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18. Sponsorship –  
giving and receiving 
Where an outside organisation wishes 
to sponsor, or is seeking to sponsor an 
activity run by the authority whether 
by invitation, tender or negotiation 
or voluntarily the same guidelines 
concerning acceptance of gifts or 
hospitality apply.

Where the authority wishes to sponsor 
an event or service no employee or any 
partner, spouse, relative or close personal 
friend of an employee may benefit from 
such sponsorship without full disclosure 
to and approval from the employee’s 
manager. Similarly, where the authority 
through sponsorship, grant aid, financial 
or other means, gives support in the 
community, employees should ensure 
that impartial advice is given and that 
there is no conflict of interest involved.

Manager’s specific responsibility - The 
director must maintain a Register of 
Interests, including, gifts and hospitality.  
Any attendance at an event where 
hospitality is provided should be 
considered prior to approval to attend 
being granted.   

19. Health, safety 
and wellbeing 
including Smoke 
Free Policy 
You have a personal and legal 
responsibility under the Health 
and Safety at work Act 1974 
for yourself, your colleagues 
and visitors to the council’s 
buildings or premises. You are 
required to comply with the 
council’s Health and Safety 
Policy which is available 
on the intranet or can be 
obtained from your manager. 

Working Safely – Any activity 
that represents a significant 
risk to the health, safety or 
well-being to you or other 
person must have been 
subject to a written risk 
assessment.

The council has a policy on 
smoking at work a copy of 
which is available on the 
Intranet or from HR. 
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20. Contact with the press or media 
Unless specifically nominated by the chief executive or 
the director of the service concerned employees are not 
permitted to give reports or speak to the press and media 
on matters relating to their employment with the authority, 
the authority’s business or decisions of the authority. In 
the main, the chief executive, directors and the media and 
communications unit are responsible for dealing with the 
press and media. Employees with this responsibility must 
guard against declaring a view which is contrary to the 
position or policy adopted by the authority and which may 
be deemed to be critical of those decisions or policies. 
Special arrangements apply during pre-election periods and 
specific guidance is issued prior to elections.

Employees should not make comment on social media 
sites as an individual regarding the position of the 
authority or their views of the council in such a way that 
they can be identified as an employee of the council. 
Employees should consult the IT Acceptable Use Policy 
which is available on the Intranet.

In the event of an industrial dispute an elected representative 
of the trade union or unions in question may be called upon 
to comment in the press or media and if the trade union 
representative is also an employee of the authority he or she 
is entitled to comment as to the factual issues.

21. Whistleblowing Policy

Where you become aware of any deficiency in service 
provision, impropriety, fraud, customer abuse, breach of 
procedure or maladministration you have a duty to report 
this to the appropriate level of management.

If you become aware of any activities that you believe to be 
illegal, improper, unethical or inconsistent with this Code, 
you must report the matter in accordance with the council’s 
Whistleblowing Policy. This is available on the intranet. 

Complaints from non-employees or members of the public 
will be dealt with in relation to the Code of Conduct and will 
be dealt with through the council’s Complaints Procedure. 
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Employees of Rochdale Borough Council are required to observe the 
following in addition to the terms and conditions outlined in their 
contract of employment: 

1. Adhere to the council’s rules and regulations as detailed in the Code of Conduct   
 relating to:-

 a) Introduction and consequences of breaching the Code of Conduct 
 b) Scope and status of the Code 
 c) General principles 
 d) Standards of service 
 e) Disclosure of information and information security 
 f) Intellectual property 
 g) Electronic communication 
 h) Political neutrality 
 i) Relationships 
 j) Employment matters 
 k) Outside commitments 
 l) Declaration of personal interests 
 m) Equality issues 
 n) Separation of roles during tendering for contracts 
 o) Corruption 
 p) Use of financial resources 
 q) Hospitality and gifts 
 r) Sponsorship – giving and receiving 
 s) Health, safety and wellbeing including Smoke Free Policy 
 t) Contact with press or media 
 u) Whistleblowing Policy

Will you please sign indicating your agreement to the provisions of the Employee Code 
of Conduct as outlined above and return one copy of this statement to:

Human Resources Service 
Floor 2, Number One Riverside 
Smith Street, Rochdale, OL16 1XU

I confirm that any matters not clear to me have been satisfactorily explained.

Name:

Service:

Signed: Date:

Countersigned by: Date: 
(line manager)

Employee Code of Conduct
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Get in touch

Human Resources Service

 HRAdvisoryTeam@Rochdale.gov.uk

 01706 925 632

Write to: 
Floor 2, Number One Riverside 
Smith Street, Rochdale, OL16 1XU 

rochdale.gov.uk
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Subject: Member’s Code of Conduct: Update 
on current complaints 

Status:  For Publication

Report to:  Audit & Governance Committee Date: 21st March 2016  

Report of: David Wilcock - Monitoring            
Officer/ Head of Legal & Governance Reform

Author:  Elizabeth Cunningham - Deputy 
Monitoring Officer

Author Email: 
elizabeth.cunningham@rochdale.gov.uk 
Tel: 01706 924712

1. PURPOSE OF REPORT 

1.1 To provide an update for Members of the Audit & Governance Committee in 
relation to complaints made pursuant to the Member’s Code of Conduct. 

2. RECOMMENDATIONS

2.1 To note the contents of the report.

3. MAIN TEXT INCLUDING ALTERNATIVES CONSIDERED/ CONSULTATION 
CARRIED OUT

3.1 Under the requirements of the Localism Act 2011 the Council adopted a 
revised Code of Conduct in July 2012. 

3.2 The Localism Act placed the Council under a duty to promote and maintain 
high standards of conduct for its members and co-opted members and to adopt 
a Code of Conduct that is consistent with the seven Nolan principles of 
selflessness: integrity: objectivity: accountability: openness: honesty and 
leadership.   

3.3 The Council adopted a revised Code of Conduct together with a new process 
for handling complaints relating to the Code of Conduct. The new 
arrangements are required to be as proportionate and cost effective as 
possible. With this in mind, the Monitoring Officer will review a complaint and 
following consultation with the Independent Person(s), decide whether the 
complaint merits a formal investigation or another course of action. Emphasis is 
now placed on securing mediated outcomes wherever possible. 

3.4 Formal investigation is reserved for the more serious cases where an informal 
resolution is not considered appropriate.   Only those cases where there is 
clear evidence of a serious breach of the Code of Conduct are therefore likely 
to result in a formal investigation followed by a hearing before a panel of 
Members and a formal sanction. 

3.5 The adoption of the new procedure is expected to reduce the time taken to deal 
with complaints. 
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3.6 Where a complaint is received about a Member, the Member is invited to 
comment at the earliest opportunity (within 5 working days) so their views are 
available when the Monitoring Officer, following consultation with the 
Independent Person, makes a decision as to how the complaint will be dealt 
with.

3.7 Under the Council’s Constitution, the Audit & Governance Committee is 
responsible for monitoring the operation of the Members’ Code of Conduct. 
This report is intended to provide an overview of the complaints received in 
terms of numbers, brief details and outcomes.

3.8 A summary of the complaints received is attached at Appendix 1.  

Alternatives considered

3.9 Not applicable. 

Consultation proposed/undertaken

3.10 Not applicable. 

4. FINANCIAL IMPLICATIONS

4.1 Not applicable

5. LEGAL IMPLICATIONS

5.1 There are no significant legal issues arising from this report. 

6. PERSONNEL IMPLICATIONS

6.1 None

7. CORPORATE PRIORITIES

7.1 The Localism Act imposes a duty on the Council to promote and maintain high 
standards of conduct for its members and co-opted members.

8. RISK ASSESSMENT IMPLICATIONS 

8.1 There are no specific risk issues for members to consider arising from this 
report.

9. EQUALITIES IMPACTS

9.1 Workforce Equality Impacts Assessment
There are no workforce equality issues arising from this report.

9.2 Equality/Community Impact Assessments
There are no significant equality/community issues arising from this report.

Background Papers
Document Place of Inspection
Code of Conduct Number One Riverside
Procedure for handling complaints Number One Riverside 
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Subject: Scheme of Delegation Status: For Publication

Report to: Audit and Governance Committee Date: Monday 21st March 2016
 

Report of: Assistant Director – Legal, 
Governance and Workforce

Author Email:    mark.hardman@rochdale.gov.uk

Author: Mark Hardman

Tel: Tel: 01706 924704

1 Purpose of the report

1.1      To confirm the Scheme of Delegation to Officers as it relates to the initiation of Traffic 
Regulation Order procedures.

2 Recommendations

2.1 That the Scheme of Delegation to Officers as it relates to the initiation of Traffic 
Regulation Order procedures be amended accordingly

3 Background

3.1 The Scheme of Delegation to Officers provides for the “Initiation of the Traffic 
Regulation Order Procedures, on all category of highway, for all types of traffic 
regulation order” to be delegated to Director of Neighbourhoods in consultation with 
the Portfolio Holder for strategic roads or the Township Chair and local ward 
Councillors on non-strategic roads.

3.2 It has recently been drawn to my attention that the delegations as listed omit reference 
to off street car parking locations, even though the off street element is suggested at 
by the inclusion of the words “for all types of traffic regulation order”.  It is my 
interpretation that these words are indicative of the delegation covering all traffic 
regulation orders, whether on the highway or not.  I also consider that the appropriate 
level of delegation be to the Director of Neighbourhoods in consultation with the 
Portfolio Holder, as the fee levels for car parks are established by the Cabinet through 
the annual consideration of discretionary fees and charges process.

3.3 It is therefore recommended that the Scheme of Delegation to Officers be amended 
accordingly for clarification purposes.

Alternatives considered
None

Consultation undertaken/proposed
 Not applicable

4 Financial Implications
None
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5  Legal Implications
None, beyond the consideration given above.

6 Personnel Implications
None

7 Corporate Priorities
Not applicable

8. Risk Assessment Implications 
None

9. Equalities Impacts

9.1      Workforce Equality Impacts Assessment

There are no workforce equality issues arising from this report.

9.2      Equality/Community Impact Assessments

There are no equality/community issues arising from this report.

There are no background papers to this report
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