Date: 21st April 2023

NOTICE OF ORDINARY BOARD MEETING

In accordance with Schedule 1 of the Local Government Act 1985, Notice is hereby given that the next Board Meeting of Port St Mary Commissioners will be held in the Board Room at the Town Hall on Wednesday 26th April 2023 at 7.30 p.m. Private session of Port St Mary Commissioners will be held following conclusion of the Public Board Meeting.

1. Only business of a formal nature as defined in the Agenda for the meeting which is set out below, may be discussed as defined in Port St Mary Commissioners Standing Orders governed by Section 27 of the Local Government Act 1985 [as amended by Section 8 Local Government Act 2006]. All Commissioners are urged to attend and bring with them their copy of Standing Orders.





Hayley Kinvig
Clerk 












PORT ST MARY COMMISSIONERS
ORDINARY BOARD MEETING
26th APRIL 2023
AGENDA – OPEN SESSION

	Item Number
	Item
	Action Required

	1.
	OPENING OF THE MEETING

	1.1
	Welcome, Apologies & Declarations
	As required by Board members

	2.
	MINUTES

	2.1
	Minutes of the Ordinary Meeting held on the 21st February 2023
	For Board approval 

	2.2
	Minutes of the Ordinary Meeting held on the 29th March 2023
	For Board approval

	3.
	MATTERS ARISING

	3.1
	Matters arising from previous meetings 
	Clerk to provide necessary updates

	4.
	MOTIONS – None

	5.
	FINANCE 

	5.1
	Invoices for payment in April
	For Board approval 

	6.
	PROJECTS

	6.1
	PSM Events 
	For Board discussion & approval

	6.2
	Town Branding Project
	For noting

	6.3
	Highways
	For noting 

	6.4
	Coronation Mugs
	For Board discussion

	6.5
	Amenities
	For noting 

	7.
	HOUSING

	7.1
	Housing Officers Report
	For Board discussion 

	7.2
	Tenant Arrears Report
	For Board discussion

	8.
	PUBLIC CORRESPONDENCE & COMMUNICATIONS - None

	9.
	PLANNING MATTERS

	9.1
	Planning Applications
	For Board discussion 

	9.2
	Planning Approvals
	For Board discussion

	9.3
	Planning Appeals
	For Board discussion

	10.
	POLICY & RESOURCES

	10.1
	Capability Procedure 
	For Board discussion & approval 

	10.2
	2023 Meeting Dates
	For noting

	11.
	PUBLIC CONSULTATIONS 

	11.1
	Invitation for Local Authority input to the work of the Isle of Man Electoral Commission
	For Board discussion & response

	12.
	INVITATIONS - None

	13.
	ANY OTHER BUSINESS OF AN URGENT NATURE
(BY PERMISSION OF THE CHAIR)


























PORT ST MARY COMMISSIONERS 

MATTERS ARISING & PUBLIC CORRESPONDENCE REPORT

Matters Arising 
General Bylaws – the draft is currently with the Attorney General’s Office for further comment.   
240L Bin Town Hall – the bin has been ordered and will be fitted once received.
Brig Lily Memorial – the quote from the contractor has been accepted. 

Public Correspondence 
N/A

Item 4
PORT ST MARY COMMISSIONERS

MOTIONS

There are no motions to bring to the Board’s attention.
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Item 6.1-6.5
PORT ST MARY COMMISSIONERS

PROJECTS UPDATE
	6.1
	  Events 
Christmas Carol Service – The date of 12th December has been confirmed, confirmation of availability is awaited from Rushen Silver Band.
Civic Service – The Clerk will be meeting with the Reverend during the week commencing 24th April 2023 and a verbal update will be available at the meeting. 
MQ3 – a service will be held at 2pm on Monday 29th May 2023 and refreshments will be served at the Town Hall afterwards.  

	6.2
	 Town Branding 
 Amendments to the map design are ongoing with the Department. 
 Highways have provided legal requirements for letter sizing on the welcome   
 sign, which has been ordered and will be fitted upon receipt.


	6.3
	 Highways 
 High Street
 Signage has been ordered and will be installed according to Highways 
 Regulations. 


	6.4
	Coronation Mugs
Three hundred bone china mugs have been ordered and an application to assist with the cost has been submitted to the Domestic Events Coronation Fund. 
The Chairman and Clerk will be attending Scoill Phurt Le Moirrey on the 5th May to present the mugs.

	6.5
	Amenities
The Expressions of Interest to replace the playpark flooring have been issued. 
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Item 8
PORT ST MARY COMMISSIONERS

PUBLIC CORRESPONDENCE & COMMUNICATIONS


There is no public correspondence or communications to bring to the Board’s attention.

Item 9.1
PORT ST MARY COMMISSIONERS

PLANNING MATTERS

9.1 Planning Applications
9.1.1 23/00448/B – Sydney House, Athol Street for the installation of replacement front timber door to composite door with top-light into existing aperture. 
9.1.2 23/00333/B – Sea Song (formally Sea Brow) Clifton Road, for variation of condition 1 of PA18/01241/B, for extension to existing dwelling and garage and installation of flue, to increase the period of permission by two years. 
9.1.3 23/00353/B – Ivydene, Shore Road, Underway for removal of roof covering, removal of flat roofed dormer to the front elevation, replacement slate roof covering and three roof windows to the front elevation.
9.1.4 23/00342/B – Thie ny Marrey, 8 Perwick Road for erection of a replacement dwelling with integral garage, associated landscaping and adjustment of the vehicular entrance. 
9.1.5 23/00218/B – Ridgeway, Plantation Road for installation of replacement roofs to dwelling. Amended plans submitted showing type of roof tile to be used as modern concrete interlocking tile. DEFA reports the new detail is for information only. 
9.2 Planning Approvals
9.2.1 23/00131/C – Flat 3, Waverley House, Bay View Road for additional use of existing residential property as self-catering tourist accommodation.
9.2.2 23/01552/D – Bayqueen, The Promenade for creation of an illuminated site sales board. Conditions to note: The approval is for a limited period of 32 months from the date of approval and should only operate outside of 22:00 – 06:00.
9.3 Planning Appeals
9.3.1 Appeal against the approval of 22/00834/B – Orrysdale, Four Roads for the erection of a two-storey extension to rear and installation of roof dormers to front and rear. 
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Item 10.2
PORT ST MARY COMMISSIONERS

MEETING DATES FOR 2023 

	2023 Meeting Dates

	26th April 2023
	

	10th May 2023
	AGM Only 

	24th May 2023
	

	14th June 2023
	Second meeting – may not be required

	28th June 2023
	

	12th July 2023
	Second meeting – may not be required

	26th July 2023
	

	9th August 2023
	Second meeting – may not be required

	23rd August 2023
	

	13th September 2023
	Second meeting – may not be required

	27th September 2023
	

	11th October 2023
	Second meeting – may not be required

	25th October 2023
	

	8th November 2023
	Second meeting – may not be required

	22nd November 2023
	

	13th December 2023
	



Item 11.1
PORT ST MARY COMMISSIONERS

CONSULTATION


Sent: Wednesday, March 22, 2023 12:33 PM
Subject: Invitation for Local Authority input to the work of the Isle of Man Electoral Commission
 
Dear Colleague
 
Please find attached correspondence sent on behalf of the Isle of Man Electoral Commission.
 
Any assistance that is possible to this work of the Commission would be most welcome and serve to help the Commission in formulating its final report. Responses can also be returned by replying to this e mail.
 
Yours sincerely
 
Electoral Commission Coordinator
 
Cabinet Office l Isle of Man Government l 3rd Floor Government Office l Bucks Road l Douglas l Isle of Man l IM1 3PN l
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Item 12
PORT ST MARY COMMISSIONERS

INVITATIONS


There are no invitations to bring to the Board’s attention.

Item 13
PORT ST MARY COMMISSIONERS

ANY OTHER BUSINESS OF AN URGENT NATURE


Requests to include in the meeting any other business of an urgent nature must be raised with the Chairman before the meeting.  Requests will be considered by the Chairman and authorised for inclusion if appropriate.
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Breakdown by type of expense (rates and housing) Breakdown of invoices by supplier (rates and housing) Breakdown of invoices for Housing only

Nominal code Nominal description Amount (£) Supplier Amount (£) Supplier

Amount by 

property (£)

 Total by 

supplier(£)

5050 Printing & Stationery 220.50 B&Q 149.00

Heattech 68.25

5060 Photocopying 172.23 BHX 140.10 7 CB 68.25

5130 Maintenance 35.00 Colas 181.30

Manx Glass 334.56

5140 Computer Expenses 1,263.41 Cooil Bros Ltd 10.20 3 SMA 280.80

5151 Town Hall expenses 1,612.44 Countryside Maintenance Ltd 301.26 7 PR 53.76

5152 Town Hall Cleaning 969.86 Harbour Marine Services Ltd 191.91

Manx Utilities 29.32

5170 Office Expenses 59.10 Heattech 68.25 8 SFA 29.32

5190 Advertising 284.98 IOM Newspapers 284.98

Richard Taylor 2,580.00

5210 Refuse Expenses 9,516.82 Island IT 1,263.41 8 SFA 2,580.00

5260 Gardens and Flowerbeds 58.62 J Qualtrough 99.55

SCS 1,660.24

5267 Gardening - Machinery 2,069.26 Jackoson's Engineering 24.62 10 PR 91.73

5605 Golf - Tennis Courts 380.80 Manx Gas 1,612.44 11 PR 110.10

5720 Plaques & Flags 104.28 Manx Glass 334.56 6 TP 1,026.12

5900

Public Lighting - Street Lighting 

Power & Cyclic Maintenance 2,264.44 Manx Utilities 2,293.76 8 SFA 432.29

6020

Sundry - Store

648.73 Onchan Commissioners 9,295.58

4,672.37 4,672.37

6060 Sundry - Fuel Costs 458.53 PSM Lines 380.80

6100 Housing Repairs 4,680.22 Queen of Clean 150.00

24,799.22

Richard Taylor 2,580.00

Rick Buckley 35.00

Riley's 1,803.94

SCS 1,660.24

Signrite 80.40

Southern Civic Amenity Site Board 243.92

Spar 458.53

Torden Stores 59.10

TT Shirts.com 104.28

Viking 172.23

WDS 819.86

24,799.22
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Housing Officer’'s Report to Port St Mary Commissioners

26" April 2023

Subject

Information

March
Summary of
Housing Works
& Repairs

e 1 responsive repair was carried out by DLO in March
19 responsive repairs were carried out by contractors in March:

e 7 Boiler related issues
e 5 Plumbing repair

e 1 Electrical issue

e 5 Window/Door repair

e A repair was carried out on a stairlift

Void Properties

No properties were handed back in March.
Two properties were being prepared for allocation in March.

Allocations

There were no allocations in March.

Fixed Term

No fixed term tenancies or temporary licences were renewed in

Tenancy & March.

Temporary

Licences

Southern e One housing application was processed at this office in March.
Shared e There are currently 125 applicants on the waiting list.
Housing e 24 applicants have selected Port St Mary in their area

choices, 11 have chosen ‘all Island’ and 34 have selected ‘all

Waiting List South’.

Links Avenue
Project

A meeting with the government QS was postponed until 4™ May.

1. There is one tenant wanting to transfer to a one bed bungalow
after retirement in April 2022. Not urgent.

2. One tenant from a different housing authority requests a
transfer to a two bed property in Port St Mary or Port Erin, as
current home is no longer suitable.

3. One family from another housing authority wishes to transfer
to a three bed house in PSM (this is on hold until further
notice)

4. One tenant in a three bed house needs to transfer to a level
access property.

Transfer
Waiting List

Out of Hours There were no callouts in March.

Callouts
Tender for An advertisement will shortly be in the newspaper seeking
Contractors expressions of interest for contractors. Expressions of Interest to be

received by 12" May 2023. Closing date for Tenders is 26" May
2023.
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PORT ST MARY COMMISSIONERS
Tenancy Arrears Report for the April 2023 Meeting

Week 3 2023 /24 commencing 17 April 2023

Management Summary

Unpaid rents have increased in the period from 24,881.80 to £26,657.94, an increase of £1,776.14 or
7.14%. As with Christmas, this is a post-holiday increase and follows the same pattern as the prior
year. A detailed analysis follows.

The first graph shows the rent arrears by sector over the last 12 months. As in previous months, all
arrears are housing related:
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Tenancy Arrears Report for the April 2023 Meeting
Week 3 2023 /24 commencing 17 April 2023

(Continued)

Number of Debtors and Actions Taken

The second graph shows the number of debtors by debt level:
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Below is a detailed analysis of the arrears and the separate action being taken for each tenant.

Uncontrolled debt

There are currently 5 tenants with uncontrolled debt. The Finance Officer has started the small claims
process with regards to tenants 1 and 3 and will keep the Clerk and Board updated on progress.

Tenant 1 — Arrears £2,842.83 (no movement since previous report)

Request for judgment of an instalment order granted by court, payments of £100.00 per month
to be received from 14t September 2020. Finance officer has communicated payments are to
be received no later than the 23 of each month, tenant has defaulted on court order and further
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small claims court proceedings for the full amount are being initiated. No further update
available since last report.

Tenant 2 - Arrears £10,817.21 (decreased by £986.18 since previous report)

There had been confusion between the tenant, new employer and the Coroner regarding the
Attachment of Earnings. The Finance Officer has been speaking to all parties and is attempting to
ascertain what each party has paid. There is a missing payment from the Coroner which is being
chased and the tenant is being liaised with regarding the remaining arrears. A further update will be
provided at the next meeting.

Tenant 3 — Arrears £863.34 (previous tenant)
This amount was previously removed from the report at the request of the Board. Small Claims

procedures are being initiated.

Tenant 4 - Arrears £581.77 (previous tenant)
Historic arrears. Former tenant was in contact with the Authority but their whereabouts are now

unknown and they have ceased contact.

Tenant 5 - Arrears £2,392.72 (decreased by £50.00 since previous report)

The tenant has experienced difficulties obtaining the correct wage from their employer, a matter that
is being resolved. The tenant will make a lump sum payment as soon as they receive the correct
wage from their employer and has agreed to pay between £50 and £100 extra on the 11t of each
month. Unfortunately, this hasn’t happened again, and the tenant has been written to once more.
Small claims proceedings are being initiated.

Controlled Debt

The following tenants have controlled debt but due to the amounts, are being brought to the Boards
attention:

Tenant 6 — Arrears £941.95 (decreased by £29.78 since previous report)
The tenant was paying rent weekly and working to reduce arrears. The tenant has contacted the

Authority and a payment plan is now in place.

Tenant 7 — Arrears £578.54 (decreased by £145.14 since previous report)
The tenant is adhering to their payment plan.

Tenant 8 — Arrears £608.54 (decreased by £142.24 since previous report)
Tenant has agreed with the DHSS to pay an extra £15 per week to assist in clearing arrears. Tenant
is adhering to the agreed plan.

Tenant 9 — Arrears £2,104.03 (increased by £230.98 since previous report)
The tenant has contacted the Authority and agreed to make a lump sum payment before the end of

April.

Tenant 10 — Arrears £982.52 (increased by £52.64 since the last report)
The tenant had been written to and direct debits have resumed. The tenant has been in touch with
the Authority and has agreed a new payment plan.

Tenant 11 - Arrears £840.02 (new addition to report)
The tenant has agreed a payment plan.
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Tenant 12 - Arrears £777.51 (new addition to report)
Tenant pays a lump sum approximately every six weeks and clears their arrears. The tenant has been

written to.

Tenant 13 - Arrears £644.12 (new addition to report)
The tenant has been written to.

Tenant 14 - Arrears £620.00 (new addition to report)
The tenant has agreed a payment plan.

Tenant 15 - Arrears £584.80 (new addition to report)
The tenant has been written to.

Tenant 16 — Arrears £477.14 (new addition to report)
The tenant has been written to.

Two tenants from the previous report have cleared their arrears and been removed from
the report. Six tenants have been added to the report and have been written to or liaised
with.
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PORT ST MARY COMMISSIONERS

CAPABILITY PROCEDURE
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INTRODUCTION & DEFINITION

1.1

1.2,

1.3.

1.4.

1.5.

Port St Mary Commissioners is committed to supporting and developing its employees
in a fair and equitable manner to ensure that they are able to fulfil their roles and
responsibilities to a standard of competence.

Capability relates to the skills, aptitudes, mental or physical health or attendance
at work of an employee and should not be confused with the disciplinary procedure
which deals with an employee’s conduct. A clear distinction must be drawn between
lack of skill or ability and misconduct. The latter normally involves a measure of
wilfulness for which some form of action under disciplinary procedures may be
appropriate.

At each stage of the capability procedure managers should give consideration to
flexible working or offering a voluntary downgrading if this can be accommodated.
Equally employees may also consider requesting flexible working or voluntary
downgrading.

There may be occasions when some or all of the procedure is undertaken by another
appropriate manager, for example during absence or if the specific circumstances of
the case warrant it.

Where an employee’s poor performance is related to a qualifying disability under the
Equality Act 2017, the employer has a duty to make reasonable adjustments in the
workplace and reasonable adjustments to the role. The employer must also not
discriminate. Further guidance can be found in Annex A.

SCOPE

2.1.

2.2.

2.3.

2.4

The capability procedure applies to individuals employed under the following terms
and conditions:

e Public Services Commission Civil Service
e Public Services Commission Manual And Craft Workers

The capability procedure applies to all employees including those on probation, casual
and relief who are employees, but does not cover agency staff.

The Commissioners privacy notice describes how personal information about an
employee is collected and used during and after their working relationship within Port
St Mary Commissioners and what legal basis there is for gathering and retaining that
information in accordance with the Data Protection Act 2018 including the general
data protection regulation. For further details about the information collected and
retention periods, please refer to the Clerk or privacy notice which is incorporated in
to this procedure by reference.

This procedure will be reviewed every two years.
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PURPOSE

< |

The purpose of the capability procedure is to:

a) Assist and encourage employees to achieve and maintain the required standards of
job performance/attendance.

b) Address unsatisfactory performance/attendance and allow employees the
opportunity to improve.

c) Ensure issues in relation to performance and attendance are dealt with efficiently
and that clear outcomes are identified at all stages.

d) Ensure a consistent, fair approach for employees who experience difficulties in
performing the duties required of their post or attaining the standards required.

RIGHT TO BE ACCOMPANIED

4.1

4.2

At each stage of the formal procedure the employee should be advised of their right to be
accompanied by a work colleague or trade union representative.

There is no right to be accompanied by a legal representative other than in cases where the
allegation is such that in addition to the risk of dismissal, the employee would also be at risk
of being prohibited from working within their profession or with young or vulnerable people.

STAGES

5.1.

Prior to commencing capability stage 1 the employee must receive feedback from their
manager setting out concerns about performance and/or attendance and have an informal
discussion on how this can be improved. This should be followed up with an email or letter so
that both parties are aware of the expected level of performance with a review date. The
following stages of the capability procedure are intended to be used when the informal
discussions does not lead to the employee improving performance or attendance to an
acceptable level.

STAGE 1

6.1

6.2

When a manager believes that an employee’s performance and/or attendance falls below the
standards expected or they are experiencing difficulties with certain areas of work, the
manager should invite the employee to a formal meeting to have a discussion that will
consider the factors which may be contributing to the performance and/or attendance issues.
If the reason for capability is attendance then this process can still be commenced if the
employee is absent from work and they fail to engage with the process, but this should not be
undertaken if the employee is medically certified as unable to engage with the process.
Particular care needs to be taken if the reason for this relates to a mental or physical condition
that may be defined as a disability as set out in the Equality Act 2017.

The purpose of this discussion is to establish the likely reasons for the poor
performance/attendance and to:-

a) Establish the type and level of support the manager can provide.

b) Confirm the standards of performance/attendance expected.

q
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6.3

6.4

6.5

6.6

c) Discuss which areas of performance/attendance the employee needs to improve.
d) Assess whether training or retraining is necessary.
e) Assess whether adaptations to the workplace may be required.

f) Identify whether the employee might appreciate some closer supervision and support or
mentoring.

g) Assess whether welfare (union) support may be necessary.

h) Determine, where relevant, whether any stress management risk assessments may be
necessary

i) Identify the improvements required and agree an action plan as per 6.4
j) Explain the action that could be taken if there is no improvement.

Managers should also consider making a private occupational health referral in conjunction
with the employee and allow time to consider any recommendations made by the
occupational health adviser, which may include suggestions for reasonable adjustments to the
role and/or workplace. Occupational health cannot legally advise if an employee has a
disability within the meaning of the Equality Act 2017.

The manager should subsequently confirm support and the outcome to the employee, in
writing, and that the manager will monitor performance during the review period against the
agreed action plan.

Where the employee meets the standard(s) required within the timescale set, the capability
procedure should cease and the employee will be given both written confirmation and in any
other form required by the employee that:

a) no further action will be taken at this time;
b) their performance/attendance shall be monitored in the normal way.

If after the agreed review period the employee has not shown sufficient improvement, the
manager may progress to Stage 2.

STAGE 2

7.1

7.2

7.3

If performance/attendance remains unsatisfactory, a further review meeting should take
place - normally no later than 3 months after the first stage. The employee should be invited
in writing to a capability meeting for which a minimum of 7 working days’ notice should be
given.

It is the employee’s responsibility to arrange for a work colleague or trade union
representative to attend with them, should they wish to be accompanied, and to ensure that
the person they choose to accompany them is available to attend meetings. If their chosen
companion is not available on the proposed meeting date, the employee can propose an
alternative time provided that it is reasonable and preferably within 7 working days of the
original scheduled date, having regard to the availability of the other parties involved.

At this meeting the manager should allow a positive and constructive discussion at which the
manager will give a full explanation of the performance/attendance issues. The meeting
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7.4

7.5

7.6

7.7

7.8

should also consider factors from the employee which may be contributing to the employee’s
poor performance/attendance and consider options for addressing the issues, such as
occupational health advice.

Following the stage 2 meeting, regular monitoring and assessment should be undertaken over
a predetermined period; this will be dependent upon individual circumstances and may also
involve further meetings to support and discuss progress. The review period may be
determined by workflow cycles. The employee should be advised that help and
encouragement will be given.

Where the employee meets the standard(s) required within the timescale set after the stage
2 meeting, the capability procedure should cease and the employee will be given both written
confirmation and in any other form required by the employee that:

a) no further action will be taken at this time;
b) their performance/attendance shall be monitored in the normal way;

c) it would be expected that the improved performance/attendance would be sustained and
if standards failed to be maintained within an agreed period the procedure will recommence
at stage 2.

Where an employee fails to meet the standard(s) required at the end of the agreed timescale
set, consideration should be given to:

a) Medical advice/treatment where performance attendance issues relate to ill health.
b) More intensive advice if the reasons for the problem or the solution are not clear.

c) Whether all reasonable adjustments have been made if the issues relate to illness or
disability.

The employee must be made aware that failure to improve within a specified time period may
justify dismissal on the grounds of capability. The agreed course of action and the
consequences of failure to improve must be confirmed in writing to the employee as soon as
possible after the meeting.

If no alternative option is suitable the employee should be informed of this and given written
notification that the matter will progress to Stage 3 of the capability procedure.

STAGE 3

8.1

8.2

If, despite encouragement and assistance, sufficient improvement has not occurred and is
considered unlikely, a stage 3 capability hearing will be convened usually from end of stage
2.

The employee should be notified in writing (and in any other form required by the employee)
that they are required to attend a stage 3 capability hearing, for which a minimum of 7
working days’ notice should be given. The letter should specify the areas of
performance/attendance which remain unsatisfactory. Additionally, the notification should
state that the possible outcome could be dismissal and the employee will be given an
opportunity to put forward their case/views at the hearing.
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8.3

8.4

8.5

8.6

The manager should prepare a detailed capability report and provide the employee with all
relevant and supporting documentation and a copy of the report at least 10 working days prior
to the hearing. The report must also be forwarded by the manager to the chair of the hearing
panel.

The hearing panel will be the same as that which is defined for gross misconduct cases within
the Grievance Policy for Port St Mary Commissioners.

The role of the hearing panel will be to take into consideration the facts contained within the
report, including any alternative options that were considered to manage and support the
employee.

Following the capability hearing, the hearing panel, can take one of the following courses of
action:-

a) A decision to take no further action.

b) Allow further time for improvement (with a final warning). If the panel is of the view that
further time is required, it should notify the employee of the performance/attendance
improvements still required, including targets and timescales. If the standard(s) are met
during this extended time period, no further action should be taken, apart from monitoring,
to ensure such improvements are sustained for a period no more than 6 months. If the
standards are not met or the improvements are not sustained for the 6 months’ the procedure
may re-commence at stage 3.

c) The employee may be offered other options, for example, suitable alternative roles within
the Local Authority, if opportunities are available, ‘flexible working’ or a voluntary downgrade
if these can be accommodated. If a suitable option is available, then the offer shall be made
in writing, explaining why it is being made, the possible consequences of refusing it, and giving
the employee reasonable time to consider the offer and to discuss it with their work colleague
or trade union representative. Where no alternative role can be found, or if the employee
refuses the offer, the panel should consider one of the other options available at this stage.

d) Dismissal with notice or pay in lieu of notice. If it is determined that dismissal is appropriate,
this decision will be confirmed in writing within 5 working days of the hearing stating the
employee’s right to appeal and to whom the appeal should be addressed. The employee shall
be informed that the appeal must be lodged in writing within 5 working days of the date of
the dismissal letter and must state the grounds on which the appeal is made. When a dismissal
is proposed the panel should consider whether adequate evidence has been presented that
alternative employment is not available or appropriate.

APPEALS AGAINST DISMISSAL

9.1

9.2

Employees who have been dismissed following a stage 3 capability hearing have the right of
appeal. The purpose of the appeal hearing is to review the decision made at the stage 3
hearing.

The following are examples of grounds for appeal:
a) The original hearing was in some way procedurally unfair.

b) The penalty of dismissal was excessive in relation to the performance/attendance issue.
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9.3

c) New information of a material nature has come to light after the original hearing.
d) There was a failure to make reasonable adjustments for a disability

The appeal process is that which is defined for the gross misconduct procedure.

| 10.

PROCEDURAL MATTERS

10.1

10.2

10.3

104

The capability procedure could be implemented at stage 3 immediately depending upon the
seriousness and circumstances of a case; under certain circumstances, bypassing earlier
stages can be justified. The following may be examples where progression to stage 3 could be
justified

a) Being long term absence (with no prognosis for return to work).

b) Position of authority (where the poor performance could, given the seniority of the
individual, have potentially severe effects on the team /Local Authority).

c) Where there is a sudden and unexpected deterioration in the employee’s ability to fulfil the
role (despite reasonable adjustments having been implemented in the event of an employee’s
disability where applicable).

d) The actual or potential consequences of single errors are so serious that the submission of
a capability report must be contemplated.

e) Instances where external factors make employment unsustainable e.g. additional
qualification requirement, loss of registration/licence.

At each stage of the capability procedure, consideration should be given to whether the failure
to meet standard(s) required in relation to unsatisfactory performance and/or poor
attendance is related to other factors such as a disability, as defined by the Equality Act 2017
or acute or sudden personal/domestic difficulty and if so, whether any reasonable
adjustments could be made to the requirements of the job or other aspects of the working
arrangements to support the employee. The reasonable adjustments if they can be
accommodated, should, be made as soon as practicable. A failure to comply with the duty to
make reasonable adjustments is unlawful where the employee has a disability.

Where the employee requests ill health early retirement, this should be handled in accordance
with the employee’s sick pay provisions within their terms and conditions for which there is a
separate appeals procedure. Any request would be managed concurrently with the capability
procedure and does mean the procedure would be suspended, depending on the merits of
each case, whilst the ill health retirement application was in progress.

Sometimes an employee may raise a grievance, or a complaint connected to the case during
the course of a capability procedure. In these circumstances the case should continue in
parallel and any issues should be raised through either the grievance or fairness at work
procedures. If the grievance or fairness at work complaint is upheld, then the capability
process may take this into consideration. In some cases the grievance may recommend that
the capability process is not progressed and where the grievance/fairness at work/capability
are running concurrently, any dismissal should not occur before any outstanding grievance or
complaint connected to the capability is concluded. This only applies where there is a direct
link between the capability and the grievance/complaint.
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il PRIVACY NOTICE

The Port St Mary Commissioners privacy notice describes how personal information about an
employee is collected and used during and after their working relationship within the Local
Authority and what legal basis there is for gathering and retaining that information in accordance with
the Data Protection Act 2018 including the general data protection regulation. For further details
about the information collected and retention periods, please refer to the Commissioners privacy
notice which can be found on the following link;

http://www.portstmary.gov.im/privacy-polic
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Annex A

’ AVOIDING DISCRIMINATION WHEN HANDLING CAPABILITY ISSUES

This section provides guidance for managers to avoid discriminating unlawfully when handling
capability issues in the workplace.

’ A. CAPABILITY PROCEDURES AND CRITERIA

The procedures must be applied fairly, in accordance with employment law, and avoid unlawfully
discriminating directly or indirectly against people with protected characteristics.

As a reminder, the nine protected characteristics under equality legislation are:
e disability,

e pregnancy and maternity,

e age,

e religion or belief,

e race,

e marriage and civil partnership,

e gender reassignment,

® sex,

e sexual orientation.

B. CAPABILITY PROCEDURES AND DISABILITY

Under the Equality Act 2017 a person has a ‘disability’ if they have a physical or mental impairment
that has a substantial and long-term adverse impact on her or his ability to carry out normal day-to-
day activities.

A disabled person is discriminated against if she/he is treated unfavourably because of something
arising in consequence of their ability, and the person discriminating cannot show that the treatment
is a proportionate means of achieving a legitimate aim. There is also protection for direct and indirect
disability discrimination.

The Equality Act 2017 requires the employer to make ‘reasonable adjustments’ where:

e an employer’s provision, criteria or practices put a disabled person at a ‘substantial disadvantage’
compared with a person who is not disabled;

e an employer’s premises have physical features which puts a disabled person at a substantial
disadvantage;

e a disabled employee will be put at a substantial disadvantage if they are not provided with an
auxiliary aid. A person with a disability may be discriminated against if they are treated less favourably
due to their disability when compared to someone without a disability. This is direct discrimination
can never be justified.

10
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A person with a disability may be discriminated against because an apparently neutral practice,
provision or criterion has the effect of treating the disabled person less favourably putting them at a
particular disadvantage when compared to a person without a disability. This is indirect discrimination
which may be objectively justified if it can be shown that the difference in treatment was a
proportionate means to a legitimate aim.

A disabled person may also be discriminated against if they are treated unfavourably because of
something arising in consequence of their disability. There is no requirement to compare the
unfavourable treatment to another person. This is discrimination arising from a disability which may
be objectively justified if it can be shown that the difference in treatment is a proportionate means of
achieving a legitimate aim.

A legitimate aim is the reason behind the discrimination. The reason must not be discriminatory itself
and it must be a genuine or real reason. An example of a legitimate aim may be health and safety of
individuals, the efficient running of the service or the requirements of the business. Costs alone are
not a legitimate aim.

The method of achieving the legitimate aim must be proportionate, which means it must be
appropriate and necessary and that there are no other less discriminatory ways of achieving the same
aim.

The Equality Act 2017 requires the employer to make ‘reasonable adjustments’ where:

® a provision, criteria or practices put a disabled person at a substantial disadvantage compared with
a person who is not disabled;

e premises have physical features which puts a disabled person at a substantial disadvantage;

e a disabled employee will be put at a substantial disadvantage if they are not provided with an
auxiliary aid.

As an employer, you should ensure that you have first considered the legal duty to make reasonable
adjustments before using the capability procedure. If despite the reasonable adjustments, a disabled
employee is not performing then you should implement the procedure.

There will be ‘absence triggers’ that may initiate this procedure. You should first consider whether
those ‘absence triggers’ should be modified to become a ‘reasonable adjustment’ in the particular
circumstances of the individual with a disability. What is ‘reasonable’ can depend on the alteration
being sought by the disabled employee for an ilness linked to their disability. An employer is not
expected to make unreasonable adjustments to its sickness absence policy and ‘absence triggers’ for
a disabled employee. You should be cautious however as disputes over sickness absence linked to
disability might be considered as discrimination arising from disability, where the employee only
needs to evidence unfavourable treatment because of something connected to their disability. It is
advisable to seek further guidance.

C. CAPABILITY PROCEDURES AND PREGNANCY AND MATERNITY

Action under the capability procedures should only be taken against a pregnant employee or
employee on maternity leave if the action is about a matter that has nothing to do with her pregnancy
or maternity. Action must not be taken if this relates to the employee’s performance which has been
poor because of pregnancy related illness or another reason related to her pregnancy or maternity.

11
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If the performance in unrelated to the pregnancy or maternity, managers should ensure that the
employee is well enough to attend meetings, and if not, timescales may need to be extended to
accommodate specific circumstances e.g. maternity leave.

The employee may assume that you are taking action because she is pregnant or on maternity leave.
You must show that this is not the case, and give clear examples of the reasons that are not connected
to the pregnancy or leave.

D. CAPABILITY PROCEDURES AND AGE

The Equality Act 2017 protects the rights of people who share the protected characteristic of ‘age’ or
‘perceived age’. A reference to age includes a particular age, an age range and an age group. However,
there is no single age where someone becomes an ‘older worker’. It is important with older workers,
not to assume that performance deteriorates with age. Performance should be managed in the same
way for every employee.

The public services commission does not have a set compulsory retirement age, (except for some
specific exceptions due to the requirements of the role), meaning employees can retire when they

wish.

If there is a performance issue, the manager and the employer must give the employee a fair chance
to reach and maintain an acceptable standard, no matter what their age. Only if the employee fails to
improve after reasonable steps have been taken to help them, can the employer consider dismissing
them for under-performance. And the manager and the employer must ensure the dismissal for
under-performance is based on relevant facts. Under the legislation there is now no set ‘retirement
age’ for most employment groups, meaning that employees can retire when they wish. It is important
that managers do not use ‘capability’ as grounds for dismissing older workers, and if performance is
an issue, it must not be connected to the person’s age. Managers should consider the full range of
remedial options and reasonable adjustments which may include reduced or flexible working.

‘i CAPABILITY PROCEDURES AND RELIGION

Employees are protected from discrimination because they have a religion or a religious or
philosophical belief. This also includes a lack of religion or belief. An employee may observe particular
practices connected to their religion or belief.

For example, some followers of a religion may fast which could reduce their job performance during
this period. Managers are advised to make allowances where the employee has advised of their
religious belief and there is no justification for not accommodating the employee’s needs. Criticising
the employee’s productivity or performance at this time could be discriminatory.

F. CAPABILITY PROCEDURES AND RACE

With an increasingly diverse workforce, staff of different nationalities, ethnic or national origins will
be employed. As a result, there may be employees for whom english is not their first language.

Therefore, managers should consider assistance to those whose english skills are limited and find
difficulty in communicating in english in an emotive situation such as a capability hearing. For
example, an employer may wish to provide an interpreter.

12
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GUIDANCE NOTES

Capability can manifest itself where:

i. an employee is efficient whilst at work but fails to give satisfactory performance because of frequent
or continuous absences (possibly arising from minor non recurrent ailments?);

ii. an employee fails to carry out the duties of their post in a satisfactory manner;
iii. performance deteriorates so that it no longer adequately meets the required standard for the post;

iv. during an employee’s probationary period it becomes clear that they are unsuitable for continued
employment.

POTENTIAL REASONS FOR SUBSTANDARD PERFORMANCE/ATTENDANCE

Where unsatisfactory performance/attendance stems from the introduction of new technology, re-
organisation or changing patterns of work, the Manager should take appropriate steps, where
practicable, to help the employee concerned to acquire any new skills that may be required.

RECENT PROMOTION

Where the employee has been promoted recently and is having difficulty in coping with the duties at
the higher grade, they should be assured that appropriate assistance and encouragement will be given
through training or other means to enable them to reach an acceptable level of performance within a
specified period. However, if this is not possible Stages 1-3 of this capability procedure (Sections 6 —
8) should be followed as appropriate.

The Line Manager may need to consider whether a change of duties is desirable or possible, or if
circumstances allow for a reversion in grade. If alternative work is offered and accepted, the new
standards of performance should be explained and the employee informed that their performance
will be monitored closely.

PERSONAL OR DOMESTIC DIFFICULTIES

The possibility that a personal or domestic difficulty lies at the root of poor performance/attendance
should be taken into consideration. Thought should be given to agreeing with the employee the most
appropriate course of action to remedy the situation. This might include support from a private
Occupational Health Adviser. However if it is not possible to resolve the issue, poor
performance/attendance will still be addressed through these capability procedures.

ALCOHOL OR DRUG ABUSE

On rare occasions, poor performance/attendance may be attributable to the effects of alcohol or drug
abuse and a course of action designed to assist the employee who may be suffering in this way should
be adopted. This does not prevent capability procedures from being followed. Factors likely to
constitute early warning signs include absenteeism, changes in personality, irritability, slurred speech,
impaired concentration and memory, deterioration in personal hygiene, anxiety and depression.

1 A minor ailment is a less serious medical condition that does not require lab or blood tests. E.g. rashes, coughs, coldsores, hayfever
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Managers should seek advice from an Occupational Health Service. It may be appropriate to follow
Disciplinary Procedures if an employee wilfully does not follow instructions given by a manager.
Alcohol and drug abuse can afflict any employee regardless of status and seniority and the employee
concerned should be encouraged to seek help and medical treatment.

PROTECTED CHARACTERISTICS

The procedures must be applied fairly, in accordance with employment law, and avoid unlawfully
discriminating directly or indirectly against people with protected characteristics. These are listed at
the back of the policy.

The Equality Act requires employers to remove disabling barriers by making reasonable adjustments
where it is ‘reasonable’ to do so. However, it is good practice that support/reasonable adjustments
are fully considered for all employees. The requirement to make reasonable adjustments, places the
employer under a positive duty to take the initiative and consider what adjustments would be possible
and practicable to support a particular employee. Where an existing employee becomes disabled (as
defined under the Equality Act), either gradually or suddenly through illness or an accident, the
manager should consider what reasonable adjustments could be made to accommodate the
employee’s needs and facilitate his or her retention.

Where appropriate, managers should consider arranging an OH referral and/or workplace risk
assessment for further advice. The following are examples of reasonable adjustments listed in the

Equality Act which may be considered:

a) making adjustments to premises, e.g. widening doors or installing visible or vibrating fire alarms;
b) allocating some of the disabled person’s duties to someone else;

c) transferring him/her to fill an existing vacancy (redeployment);

d) altering her/his working hours;

e) signing him/her to a different place of work;

f) allowing disability leave during working hours for assessment, tests, treatment, etc;
g) giving or arranging training (on or off the job);

h) acquiring or modifying equipment;

i) modifying instructions, procedures, etc;

j) providing a reader, interpreter, etc;

k) provision of additional supervision, support or training. The list is not exhaustive and adjustments
could include other changes to the workplace and patterns of work.
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PROCEDURE FOR THE CONDUCT OF FORMAL STAGE 3 CAPABILITY HEARINGS

INTRODUCTION

The panel/senior manager hearing the case should introduce themselves to those present and explain
the purpose of the meeting and how it will be conducted. A note taker may be present.

LINE MANAGER’S CASE

An opening statement may be made as part of the presentation of the case. The employee and/or
their companion (who may be a work colleague or trade union representative) will have the
opportunity to ask questions of the manager. The person accompanying the employee has a statutory
right to address the hearing but no right to answer questions on the employee’s behalf. They should
be allowed to address the hearing in order to:-

e present the employee’s case;
e sum up the employee’s case;
e respond on the employee’s behalf to any view expressed at the hearing; and

e confer with the employee during the hearing.

The person accompanying the employee may not address the hearing if the employee does not wish
it and must not prevent other parties from presenting their case. The panel /senior manager hearing

the case may also ask questions.

EMPLOYEE’S CASE

The employee or their companion should present their case. The panel/senior manager may ask
questions of the employee or their work colleague or trade union representative. The line manager
may question the employee or their representative.

SUMMARY

Both the Line Manager and the employee or their work colleague or trade union representative may
make final statements summing up their cases if they wish.

ADJOURNMENT

The Line Manager, the employee or their work colleague or trade union representative may request
an adjournment of the hearing at any stage.

CONSIDERATION OF THE CASE

The panel/senior manager will adjourn the hearing and request the Line Manager, the employee and
their work colleague or trade union representative to withdraw to allow the panel/ senior manager to
consider all the evidence. The panel/senior manager will deliberate in private. The note taker and any
HR Adviser may remain present but will not be part of the decision making process. The HR Adviser
can advise on procedural matters if required. If it is necessary to recall either party in order to resolve
points of uncertainty on the information given, both parties will be recalled notwithstanding the fact
that only one may be concerned with the point giving rise to doubt.
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DECISION

Once the decision has been made the hearing should be reconvened and the employee should be
advised of the decision, the course of action to be taken and the right of appeal. For the courses of
action which may be taken refer to section 8.6 the decision will be confirmed to the employee in
writing within 5 working days of the hearing. If the decision taken by the panel/senior manager is that
the employee should be given a further period of time in which to improve their attendance or
performance, the capability action plan needs to be updated to reflect the revised targets.

APPEALS

APPEALS OTHER THAN DISMISSAL

Model procedures for use at appeal hearings other than dismissal, are provided within the PSC Civil
Service Regulations (at Annex B3) and the PSC Manual and Craft Workers MOA (at Appendix 7 (1)). The
order in which the appeal is heard is reversed, with the appellant presenting their case first. At the
appeal hearing particular attention should be paid to any new information that was not available
earlier and the parties should be given the opportunity to comment on it. It may be appropriate in
some cases for the hearing to be adjourned to allow for such information to be investigated or for the
matter to be referred back to the manager against whose decision the appeal has been lodged.

APPEALS AGAINST DISMISSAL

If the decision of the panel is that the employee should be dismissed, they have the right of appeal.
The appeal hearing should be heard by an independent panel consisting of a:

¢ Chair, who will be a member of the Board
* Management representative, who holds a management role within the Local Authority

* Independent representative, being a person occupying a senior role within another Local Authority
(in order to provide an independent prospective)

A note taker will also be present. At the Appeal Hearing, particular attention should be paid to any
new information that was not available earlier and the parties should be given the opportunity to
comment on it. It may be appropriate in some cases for the hearing to be adjourned to allow for such
information to be investigated or for the matter to be referred back to the manager against whose
decision the appeal has been lodged.
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Isle of Man Electoral

ISLE OF MAN Commission
ELECTORAL c¢/o Government Office
COMMISSION Bucks Road

Douglas

Isle of Man, IM1 3PN

Tel: +44 1624 685201

Email Jackie.Bridson2@gov.im
Website: www.gov.im

To; All Local Authorities

22" March 2023

Dear Colleagues,

Re: Local Authority input to the work of the Isle of Man Electoral Commission.

An Electoral Commission for the Isle of Man has been appointed and tasked by the following Tynwald

resolution https://www.tynwald.org.im//business/hansard/20002020/t220720.pd. The work of the
Commission will result in a report to Tynwald, no later than March 2024.

The Tynwald resolution states:
“In addition to reviewing the number and boundaries of constituencies (which will include the number
of seats per constituency) the Electoral Commission must consider and produce a report to Tynwald on
the following matters;
e Accessibility of elections to voters
The organisation of pre-election meetings
Postal Voting procedures
Proxy Voting procedures
Ability to vote at any polling station across a constituency
The feasibility of setting up one, or more, ‘All Island’ polling stations
Candidate campaign materials”

The Commission is currently in the process of collating and collecting evidence and data from as many
parties as possible in order to inform their deliberations. The Commission would extend this invite to
Local Authorities, to make any representations to the Electoral Commission.

The Commission are inviting submissions in writing. Commentary is encouraged around the areas as
identified within the Tynwald resolution. To assist such discussions, I have attached some general
questions/areas that may be helpful in formulating any response. Discussions are not limited to these
points alone. The Commission would welcome representations that raise any issues, concerns, highlight
areas of excellence or learning in order to provide helpful data and evidence to inform deliberations and

their final report.

The Commission would benefit from hearing from as many people as possible. Any participation would
be much appreciated. I would be grateful if you could submit the views of your Local Authority in writing
or email electoralcommission@gov.im or to the Electoral Commission Coordinator, 3 Floor Government
Office, Bucks Road, Douglas IM1 3PN by 4.00 p.m on Friday 30% April 2023.

Yours sincerely

Jachic Buidson

Electoral Commission Coordinator
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Electoral Commission
Questions / areas for response consideration

The Resolution
A resolution of Tynwald requires that in addition to reviewing the number and boundaries of constituencies (which will include the number of seats per
constituency) the Electoral Commission must consider and produce a report to Tynwald on the following matters:

1. Accessibility of elections to voters;

2. The organisation of Pre-Election Meetings;

3. Postal voting procedures;

4. Proxy voting procedures;

5. Ability to vote at any polling station across a constituency;

6. The feasibility of setting up one or more "All Island" Polling stations;

7. Candidate campaign materials;
and in doing so shall have due regard to the Commonwealth Parliamentary Association Benchmarks for Democratic Legislatures and to the potential costs of
its recommendations.
Points for consideratiol
As approved by a Resolution of Tynwald, the Electoral Commission will produce a report for Tynwald, no later than 18 months after appointment, detailing
their findings as a result of the following considerations, which should not be considered to be exhaustive.

Tynwald Resolution Focus Outline discussion questions Comments / Response
Area
Review the number and Should there be a change to the number of
lboundaries of constituencies?
[constituencies including * Size and population of constituencies — are current
{the number of members boundaries appropriate? Is representation fair and
lper constituency equitable?

¢ Do current constituency boundaries work — if not, why?

* Should population be the sole guide to constituencies and
boundaries? Are boundaries based on population or
electors the most equitable way to set boundaries?
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Are the size of constituencies still relevant? If not, how best]
should they be adjusted? Are the number of allocated seats|
per constituency still appropriate?

Are two seat constituencies working?

Would single seat constituencies work better than
constituencies having two or more seats?

[Accessibility of elections to
|voters

Review of the 2021 General Election and how well it
complied with the Equality Act?

Should there be any mandatory venue attributes
identified for future voting locations?

Are there any additional accessibility measures which
should be incorporated into future election planning and
administration?

Issues identified with accessibility to voting — both in
advance and at polling stations.

Barriers found and for which groups/individuals?
Examples of poor physical accessibility to polling
stations.

How might accessibility be improved?

Accessibility issues around candidature.

Comments as to groups that may not be participating in|
voting process — e.g., low levels of registration within|
minority or youth groups. How to improve this
engagement?

Do elections engage a sufficiently broad representation of
the Island community?

Views on how more groups might be encouraged to vote
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[The organisation of Pre-
[Election Meetings

Should Government be involved with/lead pre-election
meetings?

Optimum number, frequency and timing of pre-election
meetings?

Who should chair these meetings?

Where should these meetings take place (links with above
to be considered) Effectiveness of pre-election and
requisition meetings

Awareness of meetings held/attendance levels

|Alternative ta in-person
|voting — postal and proxy
\voting

Was postal voting successful during 2021 General
Election? Were the systems clear?

Understanding of electorate as to ability to

access alternative vote?

Is this facility necessary?

Could this process be improved?

Should postal votes be permitted to be counted prior to
election date?

Views on the need for verification of postal votes
Potential for fraud. Current/future risks?

Non availability of advance voting / certifying officer role
—impact?

|Ability to vote at any
polling station across a
constituency

Should the Douglas (South) pilot scheme be rolled out]
across all the constituencies?

Should live activity data be made public so voters could|
view how busy each polling station is?

Are polling districts required? Should voters be able to vote|
at any polling station within their constituency?

Should there be an all-Island polling stations for any voter|
to access?

Digital accessibility issues and inclusivity?
Benefit of options to those with accessi
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Feasibility of All-Island
|voting stations;

Should there be a facility for votes to be cast for any
constituency in various locations around the island?
Would transferring ballot boxes around the island pose
any significant risk to the integrity of the electoral
process?

ICandidate Campaign
Materials:

Could the authority to display campaign materials be
streamlined?

Is there clear and appropriate guidance on campaign
materials and their display?

Is there consistent and effective enforcement of campaign|
material rules? Problems?

Candidate manifestos

Application of rules for campaign materials

{Any other commentary?
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Inv# Date Invoice number Supplier Details Housing Net (£) VAT (£)

Total 

Cost (£)

Nominal 

code

3334 31/03/2023 SINV00444988 BHX Egan Reid A4 paper 116.75 23.35 140.10 5050

3335 05/04/2023 1363218921 B&Q 45m 4 arm rotary aireamert and size 9 black boots 130.00 19.00 149.00 6020

3336 21/03/2023 25/10/1935 Countryside Maintenance Ltd Service Kubota G21 251.05 50.21 301.26 5267

3337 17/03/2023 23003RX23001054 Colas Fire blanket 106.75 21.35 128.10 6020

3338 17/03/2023 23003RX23001083 Colas Street cleaning residue collection and disposal 13.00 2.60 15.60 6020

3339 24/03/2023 23003RX23001239 Colas Street cleaning residue collection and disposal 5.98 1.20 7.18 6020

3340 31/03/2023 23003RX23001359 Colas Street cleaning residue collection and disposal 11.70 2.34 14.04 6020

3341 06/04/2023 23003RX23001483 Colas Street cleaning residue collection and disposal 13.65 2.73 16.38 6020

3342 25/03/2023 1270250323 Cooil Bros Ltd Milk deliveries to workshop for March 23 10.20 0.00 10.20 6020

3343 16/02/2023 1636 Harbour Marine Services Ltd International One up 2.5l paint 159.93 31.98 191.91 6020

3344 11/04/2023 2259 Heattech 7 CB - boiler leaking, change condenser pipe 7 CB 65.00 3.25 68.25 6100

3345 17/03/2023 29911 Island IT Headsets and cameras and labour charge for fixing monitor 594.84 118.97 713.81 5140

3346 22/03/2023 29961 Island IT Renew ESET endpoint licence 22/04/23 to 21/04/24 217.00 43.40 260.40 5140

3347 04/04/2023 30035 Island IT Labour charge for helpdesk items 120.50 24.10 144.60 5140

3348 06/04/2023 30052 Island IT MS Office 365 business standard and exchange plan - Feb' 23 120.50 24.10 144.60 5140

3349 05/04/2023 43781 Jackoson's Engineering 41x41mm slotted channel, 3 meter length 20.52 4.10 24.62 6020

3350 31/03/2023 0001/00065947 J Qualtrough WD40, zinc spray, oil, evo sticks, flourescent starter 76.42 15.28 91.70 6020

3351 20/03/2023 0001/00063778 J Qualtrough Cable ties, various sizes 6.54 1.31 7.85 6100

3352 20/03/2023 010-127516 Manx Gas Town Hall gas supply 18/01 - 11/03 and Oct to December 22 1,535.66 76.78 1,612.44 5151

3353 10/03/2023 6405 IOM Newspapers Advert in Courier for seasonal worker x 2 weeks 237.48 47.50 284.98 5190

3354 16/03/2023 35527 Manx Glass 7 PR - remove bedroom window handle, supply and install new one7 PR 44.80 8.96 53.76 6100

3355 21/03/2023 35560 Manx Glass 3 SMA - supply and install white panel to handles on front door3 SMA 234.00 46.80 280.80 6100

3356 04/04/2023 SPI4418463 Manx Utilities Jan to March 23 public lighting repairs 1,887.03 377.41 2,264.44 5900

3357 06/04/2023 U2181711 Manx Utilities 8 SFA - electricity supply 18/01 - 04/04/23 8 SFA 27.93 1.39 29.32 6100

3358 31/03/2023 90384 Onchan Commissioners Refuse collection for Jan' to March 23 7,746.32 1,549.26 9,295.58 5210

3359 11/04/2023 400 PSM Lines Paint pickleball line markings on tennis courts 380.80 0.00 380.80 5605

3360 23/03/2023 2034 Queen of Clean Clean Board room carpet 125.00 25.00 150.00 5152

3361 31/03/2023 Rick Buckley Clean Town Hall windows in March 23 35.00 0.00 35.00 5130

3362 21/03/2023 RJT1791 Richard Taylor 8 SFA - paint bathroom and kitchen 8 SFA 2,150.00 430.00 2,580.00 6100

Sub total Pg1 16,444.35 2,952.37 19,396.72

PORT ST MARY COMMISSIONERS - Invoices to be paid in April 2023
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Inv# Date Invoice number Supplier Details Housing Net (£) VAT (£)

Total 

Cost (£)

Nominal 

code

3363 15/03/2023 00010003011851 Riley's Various seasonal flowers 29.95 5.99 35.94 5260

3364 31/03/2023 00010003013022 Riley's Parts for gardening machines 119.71 23.94 143.65 5267

3365 15/03/2023 00010003011873 Riley's New mower, kombi engine and brushcutter 1,353.62 270.73 1,624.35 5267

3366 22/03/2023 152929 SCS 11 PR - replace faulty pendant light fitting 11 PR 91.75 18.35 110.10 6100

3367 22/03/2023 152936 SCS 6 TP - carry out electrical work and fix defects 6 TP 855.10 171.02 1,026.12 6100

3368 22/03/2023 152938 SCS 8 SFA - fix faults and report 8 SFA 360.24 72.05 432.29 6100

3369 23/03/2023 152987 SCS 10 PR - replace faulty lamps and starters in bathroom 10 PR 76.44 15.29 91.73 6100

3370 23/03/2023 40747 Signrite 3mm dibond aluminium 600mm x 400mm cone sign 67.00 13.40 80.40 5050

3371 Various Southern Civic Amenity Site Board Commercial waste 184.37 36.87 221.24 5210

3372 Various Southern Civic Amenity Site Board Green waste 18.90 3.78 22.68 5260

3373 25/03/2023 202303000027 Spar Fuel for DLO vehicles for March 2023 383.15 75.38 458.53 6060

3374 27/03/2023 Torden Stores Newspaper deliveries for Jan' to March 23 59.10 0.00 59.10 5170

3375 22/03/2023 841 TT Shirts.com 22 Manx flags 86.90 17.38 104.28 5720

3376 24/03/2023 139803 Viking Meter reading for Town Hall printer for March 23 143.53 28.70 172.23 5060

3377 15/03/2023 CN-00000294 WDS Reimburse sweeping broom and wooden handle (5.46) (1.09) (6.55) 5152

3378 10/01/2023 SI-00005283 WDS 2 ply whisper toilet roll and hand towels 43.44 8.68 52.12 5152

3379 24/01/2023 SI-00006052 WDS 2 ply whisper toilet roll 15.07 3.01 18.08 5152

3380 27/01/2023 SI-00006339 WDS Jangro sacks and heavy sacks 144.47 28.89 173.36 5152

3381 30/01/2023 SI-00006437 WDS Heavy duty sacks, hand wash and urinal mat 94.78 18.95 113.73 5152

3382 15/03/2023 SI-00008843 WDS Toilet rolls, urinal screens, sweeping broom and wooden handle 63.73 12.75 76.48 5152

3383 16/03/2023 SI-00008868 WDS Dust pan and brush set 1.39 0.28 1.67 5152

3384 20/03/2023 SI-00008990 WDS Thickened bleach, disinfectant, heavy duty sacks 122.83 24.57 147.40 5152

3385 27/03/2023 SI-00009366 WDS Lemon floor gel, bin liners, hand rub 122.08 24.41 146.49 5152

3386 29/03/2023 SI-00009615 WDS Hand towels and heavy duty sacks 80.90 16.18 97.08 5152

Sub total Pg 2 4,512.99 889.51 5,402.50

20,957.34 3,841.88 24,799.22


