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Summary 
 
This report updates the Resources Committee of the key decisions which have been taken 
by the Modernising Employment Sub-Committee and of job evaluation and equal pay 
progress. 
 

 
1. Background 

 
1.1 As part of the National Agreement on Pay and Conditions of Service for Local 

Government Employees (The Red Book), the Council is required to introduce a 
new fair and non-discriminatory pay and grading structure to integrate former 
APT&C staff and former Manual Workers. 
 

1.2 The Job Evaluation scheme which was developed nationally has been used for this 
purpose and the outcomes are included in Section 3. 
 

1.3 The Council also inherited a variety of different terms and conditions of service 
from the previous Regional Council and 8 District Councils and a harmonised 
package of terms and conditions of service is proposed to address the current 
variations between Services and Areas. 
 

1.4 The introduction of a new pay and grading structure and package of harmonised 
terms and conditions of service will benefit the Council in a number of ways, 
including:- 
 

• Improved flexibility and productivity 
• Equal Pay liabilities will be addressed 
• Reduction in conditions of service grievances 
• Improved service delivery through a modernised workforce with harmonised 

conditions of service 
  
2. Introduction 

 
2.1 The Resources Committee on 28 November 2007 agreed to the establishment of a 

Modernising Employment Sub-Committee to give the Chief Executive and Depute 
Chief Executive the necessary authority to agree any amendments to the 
conditions of service package and the proposed pay structure.  The full remit of the 
Sub-Committee which was agreed by the Resources Committee on 28 November 
2007 and 16 April 2008 is attached as per Appendix1. 



 

 
2.2 The Modernising Employment Sub-Committee has met on 5 occasions since its 

establishment.  At its last meeting on 29 October 2008, key decisions were taken 
which has enabled the Council to progress the implementation of the new pay and 
grading structure and these are outlined in the sections below. 
 

3. New Pay Structure 
 

3.1 The new pay structure is attached as per Appendix 2 and this is effective from 1 
April 2008. The structure and supporting documentation has been sent to an 
External Assessor in order that the final Equality Impact Assessment can be 
conducted. 
 

3.2 The cost of implementing the new pay and grading structure is estimated at 
£7.562m in the first year (2008/09) rising to £14.524m in year 5 (2012/13). 
 

3.3 There is a funding gap of £1.581m by year 5 with a variable profile over the years. 
The profile of the gap will alter as a result of pay awards and staff turnover. The 
funding gap will be addressed through savings delivered by the budget process as 
will the incremental costs associated with job evaluation.  
 

3.4 The resulting outcomes for job holders are summarised below and which are 
broadly in line with the outcomes in other Councils. 
 

  Green Circles 53% 
  White Circles 34% 
  Red Circles 13% 

 
  

Green Circle job holders are those whose current contractual earnings are less 
than the bottom point of their new grade. They are placed on the bottom point on 
the new grade. 
 
White Circle job holders are those whose current contractual earnings are between 
the bottom and top points of their new grade. They are moved up to the nearest 
point on the new grade. 
 
Red Circle job holders are those whose current contractual earnings are more than 
the top point of their new grade. Their current contractual earnings will be protected 
at their current level for up to 3 years from 1 April 2008. 
 

4. Conditions of Service  
 

4.1 Negotiations with the trade unions on conditions of service have been continuing 
for over 2 years and a final proposal has been agreed and has been offered 
formally to the trade unions in order that they can ballot their members. A summary 
of the main proposals is attached as per Appendix 3. 
 

5. Equal Pay 
 

5.1 Equal pay signing sessions have been scheduled to take place in January and 
February at venues throughout the Council area. These sessions will cover the 
c2500 predominantly female manual workers who are covered by the equal pay 
framework which addresses the gap period from the end of the last framework (30 



 

September 2006) to the effective date of the new pay structure (1 April 2008).  In 
order to make equal payments as soon as possible, it is planned to issue cheques 
to employees once they have signed their compromise agreement at their signing 
session. 
 

5.2 There is a significant number of live employment tribunal claims from current and 
former employees split between manual workers, many of whom are covered by 
the above framework, and APT&C employees who are not covered by the 
framework.   It is clear that the current and further possible tribunal claims have the 
potential to lead to significant additional costs. At this time, no budgetary provision 
for appeals or tribunal claims has been made. In order to minimise the Council’s 
potential liability, a strategy is being developed in consultation with the Council’s 
Legal Advisers and will be reported to the next meeting of the Modernising 
Employment Sub-Committee. 
 

6. Timelines 
 

6.1 The key dates that are planned over the next few months are: 
 

 • Job Evaluation Letters to c10000 employees – week beginning 8 December 
2008  

• Equal Pay Letters to c2500 employees – week beginning 8 December 2008  
• Equal Pay Signing Sessions – during January and February 2008  
• Implementation of New Pay Structure – February 2009  
• Back Pay Paid – May 2009 
 

7. Support for Employees 
 

7.1 The next few months will be a difficult time for many employees and in order to 
address concerns and queries in an efficient and managed way, the Council has 
set up the following arrangements. 
 

7.2 A dedicated team and helpline in the Service Centre has been established which 
will enable frequently asked questions to be responded to. Different or more 
complex queries will be referred to a back office Personnel support team. A 
website has also been established which holds all relevant documents which are 
also available from the helpline team and the back office support team.   
 

7.3 Directors and senior managers have been briefed about the process and outcomes 
in order that they can be prepared to support staff.  The trade unions will also be 
advised of the main effects on groups of employees. 
 

7.4 It is important that employees direct all their queries to the helpline team in order 
that they can be logged and responded to. 
 

7.5 A transition programme has also been discussed with the trade unions (attached 
as per Appendix 4) and the Council will work with the trade unions over the next 
two years to use the programme and job redesign, wherever possible, for service 
improvements and to minimise the impact on staff. 
 

7.6 The trade unions have requested that dedicated time off be granted for a number 
of Shop Stewards to support their members during the immediate period after 8 
December 2008.  This request was considered by the Project Board who agreed 
that the Assistant Chief Executive will respond to these requests to ensure that 



 

reasonable time off is allowed, subject to the exigencies of the Service. 
 

8. Appeals Procedure 
 

8.1 An appeals procedure has been the subject of consultation with the trade unions 
since July 2008 and is attached as per Appendix 5.  While the trade unions have 
not submitted any formal written comments, the procedure does reflect some of the 
suggestions raised by them in meetings.  It is proposed, therefore, that Resources 
Committee approves the attached Appeals Procedure. 
 

9. Communications 
 

9.1 Regular meetings have been taking place with the trade unions for over a year on 
the implementation of the new pay and grading structure.  Since June 2008, a total 
of 9 meetings have taken place. 
 

9.2 Over the last year a great deal of information has been shared with the trade 
unions including: 
 

• methodology for new pay and grading structure 
• breakdown of allowances and enhancements 
• the proposed pay and grading structure 
• the transition programme 
• the appeals procedure 
• cost statement 
• rank order of jobs 
 

 The trade unions have also been provided with copies of the documentation which 
has been sent to the Equality Impact Assessor. 
 

10. Legal Implications 
 

10.1 Current Equal Pay legislation is complex and constantly changing and the expert 
advice from the Council’s External Legal Advisers has been essential in 
implementing the new pay and grading structure and responding to equal pay 
claims. 
 

10.2 One issue which was considered by both the Project Board and the Modernising 
Employment Sub-Committee was the effective start date of the 3 year protection 
period for red circle employees.  In view of recent Court of Appeal decisions, the 
strong legal advice was that this should be 1 April 2008 i.e. the effective date for 
the new pay and grading structure and this was agreed by the Sub-Committee. 
 

10.3 The Modernising Employment Sub-Committee agreed to implement the new pay 
and grading structure under the terms of paragraph 12.2 of The Red Book 
Agreement after considering the legal advice from the External Legal Advisers. 
 

11. Risks 
 

11.1 As stated in section 5.2, there is a significant number of equal pay/value 
employment tribunal claims and it is clear that the current and further possible 
tribunal claims have the potential to lead to significant additional costs. 
 

11.2 There will also be appeals against job evaluation outcomes which may lead to 



 

additional costs.  It is not possible to anticipate the level of appeals, nor likelihood 
of success at this time. 
 

11.3 As a number of employees are red circled, there is also a possibility of industrial 
action from either individual employees or groups of employees. 

  
 

12. 
 

Recommendation 
 

12.1 That the Resources Committee: 
 

 (i) notes the final pay and grading structure 
 

 (ii) notes the position in respect of settling the residual equal pay claims and 
other equal pay/value claims 
 

 (iii) notes that the conditions of service package has been offered formally to 
the trade unions 
 

 (iv) notes the key timelines 
 

 (v) notes the arrangements to support employees. 
 

 (vi) agrees the appeals procedure as per Appendix 5. 
 

 (vii) agrees that the Assistant Chief Executive should respond to requests from 
the trade unions as per Section 7.6 subject to the exigencies of the Service. 
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