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Agenda item: 10  
 

 
 
Appointments Board   
 
24 October 2011 
 
Pay and Grading 
 
 
1. Summary of Report  
 
On the 11 July 2011 a report went to council regarding the Implementation of Pay 
and Grading.  The 1997 national Single Status agreement required all Local 
Authorities to implement, a single pay structure for all employees covered by that 
agreement.  The ongoing Pay and Grading process requires the Council to  
approve new operational personnel policies namely a market supplement policy, 
dismissal appeals process specific to Pay and Grading , and conditions of service 
to enable the authority to implement Pay and Grading in a fair and lawful manner. 
The proposed market supplement policy will enable the Council to apply market 
supplements in areas where it is difficult to recruit employees in a fair and 
objective manner or retain key staff.  This will help to ensure continuity in 
provision of essential services.  The proposed dismissal appeals policy will 
provide a fair process to deal with appeals against dismissal in relation to 
employees who do not agree to their new terms and conditions of employment, 
under the process of dismissal and re-engagement, in a timely fashion. 
 
 
Recommendation  
 

1. The Appointments Board is requested approve the particulars of 
employment, as set out in Appendix 1, attached herewith, subject to minor 
amendments to be approved by the Head of Human Resources and 
Development.. 

 
 
2.0  Background  
 
Single Status Agreement 
 
2.1 The 1997 Single Status Agreement requires all local authorities to implement 
a single pay structure for all employees covered by that agreement. In short, this 
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is all staff except teachers, youth workers, craft workers and chief officers. These 
staff are employed on separate terms and conditions. Schools support staff are 
also included for Community and Voluntary Controlled schools.  A key principle of 
the single status agreement is to achieve equality in pay, by objectively 
evaluating jobs and creating a pay structure based on this objective 
measurement.  Any historic inequality in pay that existed in a previous structure 
will be removed. This is measured by the gender pay gap. 
 
2.2  Since late 2008 the Council and joint trade unions have worked 
constructively to seek to achieve an agreed resolution. This joint work has 
covered: 
 
• Joint job evaluation panels for all jobs 
• Joint job evaluation quality checks for all jobs 
• Joint communications and staff briefings 
• Negotiations on revised pay structure and allowance proposals. 
 
Job Evaluation Process 
 
2.3  The Council has followed the nationally agreed NJC job evaluation process 
and used the nationally agreed job evaluation forms. The NJC job evaluation 
scheme has 13 factors to measure job tasks and responsibilities against. Post 
holders were asked to complete a job description questionnaire which collates 
relevant information to enable a post to be scored against the job evaluation 
factors. The outcome of a job evaluation is an objective job evaluation score. This 
score ranks the responsibility and scope of the  job in the hierarchy of jobs. It 
does not score the competence of the person filling the job role. All quality 
checks of job evaluation scores were also managed as per the  nationally agreed 
process. There is an agreed appeal process for reviewing job evaluation scores.  
The job evaluation process has been audited by internal audit and classed as 
having “significant assurance”.  In addition further audit work is being undertaken 
internally, and externally to validate the data used in the job evaluation process. 
 
Negotiations 
 
2.4 The management side objectives were to create a pay structure with the 
following  characteristics: 
 
• Fair affordable pay structure 
• Reduction in gender pay gap 
• Flexibility to develop pay systems to support future service delivery 
• Simplified conditions of service 
• Minimise legal challenge 
 
2.5  Joint negotiating and consultation (JNCC) meetings were held regularly with 
the joint trade unions. The law requires that where an employer proposes to 
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dismiss employees and offer re-engagement (where collective agreement to 
introduce changes cannot be reached) there is a formal statutory consultation 
period, where a section 188 letter has to be issued. This letter was issued on 6th 

September 2010 setting out the statutory minimum consultation period of 90 
days. So in other words, the Council has consulted significantly longer than the 
minimum period required by law, as it keen to persuade the Unions to accept the 
required changes by agreement. Negotiations with trade union colleagues were 
and continue to be constructive, it has not been possible to reach a collective 
agreement. As a result of this the council has had to proceed by dismissing and 
re-engaging all relevant employees to effect the new pay and grading structure 
as approved at council on 11 July 2011.  This is a substantial organisational 
undertaking, however to date 97% have already accepted the council’s new 
terms and conditions.  Negotiations are still ongoing with the trade unions in 
respect of the new terms and conditions under pay and grading which was the 
wish expressed, and minor amendments have had to be made to the terms and 
conditions since they were approved at council. The substantive terms and 
conditions now need to be approved prior to the go live date for pay and grading 
on the 1 November 2011, as we cannot have a two tier workforce with different 
terms and conditions. 
 
 
2.6  Pay and grading can only be implemented in one of three ways. Firstly, by 
way of collective agreement with trade unions , secondly through a process 
known as dismissal and reengagement, and thirdly permitting a two tier 
workforce to evolve. A collective agreement is a joint agreement between the 
Council and the signature unions following a ballot of their members. This would 
have been the ideal method to effect implementation, however, given the nature 
of single status, very few Authorities have achieved this.  It has not been possible 
to reach a collective agreement therefore the council has had to proceed through 
dismissal and reengagement. The third option would be to create a two tier 
workforce of those that accept the new changes and those that do not. It is not 
desirable to run a two tier workforce, especially where the staff who agreed 
changes may be “worse off” than colleagues who have not helped the Council 
move forward by agreeing to the same changes.  It also would expose the 
council to an ongoing risk in respect of equal pay claims.   
 
2.7  The Council has held in depth meaningful negotiations with the joint trade 
unions since early 2010 with a view to reaching agreement regarding the 
implementation of pay and grading. Unfortunately, it has not been possible to 
reach a position that the joint trade unions can recommend their members to 
accept, which as stated previously has meant that the council has had to proceed 
with the process of dismissal and re -engagement. 
 
2.8  The Council has formally written to all of its employees on the 13 and 16th 
July 2011 with their new salary details under the pay and grading scheme as 
approved by council on the 11 July 2011.  Employees were clearly informed that 
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if this offer were not to be accepted, the employee would be dismissed as of the 
1 November 2011 being the date of implementation. The Council has continued 
to consult with the joint trade unions with a view to avoiding any dismissals , and 
have continued to inform staff that dismissal would be the consequences of their 
failure to  agree to the new conditions under Pay and Grading. There is a 
statutory minimum timescale for collective consultation of 90 days before the firs t 
dismissal takes effect. Given that the Council started the consultation process in 
September 2010, the Council has done more consultation than is strictly 
required. In addition council approved offering pay protection to all employees 
who were negatively affect by the outcome of pay and grading for twelve months. 
 
2.9  Since the initial letters giving notice to terminate employment were issued to 
all employees on the 26 July 2011, the council has communicated extensively to 
make sure that employees were fully aware that if they failed to agree new terms 
and conditions of employment they would be dismissed as of the 1 November 
2011. To date about 7,700 employees have accepted the new terms and 
conditions.  Efforts are still being made to ensure that our emp loyees will still be 
given an opportunity to agree to new terms and conditions up to and including the 
1st November 2011.  The purpose of the appeals process is to ensure that our 
employees are offered a full right of appeal against dismissal, in accordance with 
ACAS procedure, as soon as possible.  It is proposed that appeals in relation to 
the Pay and Grading process would be to Executive Directors, not Elected 
Members, this is due to the potential volume of appeals and the need for our 
employees to have early access to a right of appeal.  There are no proposals to 
change the normal right of appeal to Elected Members for dismissals based on 
other reasons, for example gross misconduct.  This has been the subject of 
consultation with the Trade Unions though the Employment Relations Forum on 
the 12th October 2011. 
 
 
3.0 Equality Implications 
 
3.1 The current pay structure has led to a number of equal pay claims being 
submitted citing the pay structure and its associated allowances as 
discriminatory.  Whilst those claims are not the subject of this report, a key 
objective of the implementing a new pay and grading structure was to  reduce the 
risk of successful equal pay claims to be brought against the council, and to 
ensure that the council complies with equalities legislation. 
 
  
4.0  Financial Implications  
 
4.1 The financial implications of implementing the new pay and grading structure 
were reported to Council in July and costs have been incorporated into the 
medium term financial outlook. There are no other direct financial implications 
arising from this report. 
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.  
 
5.0  Legal implications  
 
The council needs to provide by law its employees with terms and conditions of 
employment. 
 
 
 
 
 
 
 
Signed: 
 
Bethany Evans 
Head of Human Resources and Development 
      
 
Date:  
 
 
 
 
Signed: 
 
Tony Cox 
Head of Legal and Constitutional Services 
 
 
Date: 
 


























