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1. Purpose of the Report

Subject: CHIEF OFFICERS − NATIONALLY
NEGOTIATED CHANGES TO
CONDITIONS OF SERVICE

1.1 This report seeks agreement of the Sub Committee on changes introduced by the new Scottish
Joint Negotiating Committee (SJNC) Scheme of Salaries and Conditions of Service for Chief
Officials.

1.2 The new agreement is known as 'The Chief Officials Book'; it supersedes the previous national
agreement, and is effective from 1 April 2014. A copy of the agreement can be made available
to Members.

2. Context

2.1 The main changes of the new agreement relate to:

a)

b)

Preservation Arrangements

The previous national agreement on preservation, including salary preservation, no
longer applies. The only reference to preservation in the new agreement is the
provision for local determination of salary preservation arrangements, after 31 March
2014.

Annual Leave

Annual Leave entitlement, which was 27 days, is now harmonised with that within the
SJC Scheme for Local Government employees giving an entitlement of 20 days,
increasing to 25 days after five years service. In agreeing this change, it was
recognised that the 20/25 day entitlement is a minimum which has been improved on
locally by many Councils. The essence of the new agreement is that the entitlement
which applies to SJC employees within the Council should also apply to Chief Officials.
Furthermore, if a Council already has a locally agreed arrangement in place, then this
should continue.

C) Disciplinary Framework for Chief Executives

A new framework is introduced for Chief Executives, which allows for modifications at a
local level in relation only to timescales, disciplinary sanctions, currency of warnings
and representation to align the procedure with that applied to other Chief Officials.



d) Capability Framework for Chief Executives

A new framework is introduced for Chief Executives, which provides for modifications
at a local level in relation only to timescales, disciplinary sanctions, currency of
warnings and representation to align the procedure with that applied to other Chief
Officials.

e) Sick Pay

Employees who commence employment after 31 March 2014 will only be entitled to
receive occupational sick pay if they have 26 weeks or more continuous service as
defined by paragraph 10.1 of the national scheme at the start of the period of sickness
absence.

f) Appeals and Grievances

The previous provisions for local appeals and settlement of grievances no longer apply
and there is no longer any right of appeal at a national level. The agreement indicates
the route by which a Chief Executive should pursue a grievance within a Council. The
procedure adopted by Councils should, as far as possible, replicate the arrangements
for other Chief Officials.

2.2 Overall, the new conditions have the effect of realigning procedural terms for all Chief Officials,
and remove the previous distinction between Chief Officials and Depute Chief Officials; in this
Council the former is recognised as the Chief Executive and the Executive Directors, and the
latter as the Heads of Service; separate procedures remain for Chief Executives. In addition,
there are substantive changes in relation to annual leave and sick pay entitlements for all Chief
Officials.

3. Implementation

3.1 There is provision within all Chief Officers' contracts of employment to incorporate nationally
negotiated agreements for Chief Officials; thereafter, the employer has to notify employees
individually of the changes.

3.2 As there are changes arising from the national agreement which impact on current local
arrangements in relation to annual leave, discipline, grievance and capability procedures,
decisions on the local application of the agreement are necessary to implement these changes.

Annual Leave

3.3 Whereas the new agreement reduces the annual leave provision from 27 days to 20 days, and
25 days after five years' service, Chief Officers in the Council at present have a current
provision of 33 days, and 36 days after ten years' service, respectively. This provision derives
from the collective agreements in 1997 and in 2012 for APT&C and SJC employees
respectively, the latter introducing six floating days, which are now not distinguished from
annual leave in contracts of employment. These arrangements represent a local and
contractual agreement and, therefore, are not superseded by the terms of the new national
agreement, and not requiring any further action.

3.4 The new scheme recognises continuous service, and not reckonable service, which recognises
broken service. It is also explicit that there is no longer a preservation provision for any
detriment arising from the change in recognised service, as there was when the SJC agreement



was implemented in 1999.

3.5 In recognition that the new agreement may result in Officers with less favourable leave
arrangements as a consequence of either the reduction in leave entitlement or the withdrawal of
reckonable service recognition, or both, the guidance suggests that Councils may wish to
consider the application of flexible working hours to Chief Officers, however, it is considered that
the whole time commitment expected of Chief Officers in the Council may militate against this
being an appropriate solution to less favourable leave.

3.6 Accordingly, recognising that there is a local and contractual agreement in place, it is
recommended that the current terms of annual leave for Chief Officials remain unchanged.

Discipline Procedures

3.7 The new arrangements impact at different levels, as follows:

Chief Executive − a new discipline framework is set out in the agreement which can, if decided,
be modified at local level in respect of the areas as described in paragraph 2.1 (c). On the
grounds that these provisions in the new procedure are more prescriptive and accord with good
practice, it is recommended that no change need be made. The new agreement also provides
that the available sanctions in respect of any action against Chief Executives will be in line with
the procedure for all other Chief Officers. There is scope for a Verbal Warning as a sanction for
Heads of Service, which is not referenced in the new framework for Chief Executives.

3.8 Executive Directors − the discipline arrangements for Executive Directors are removed from the
national scheme, these arrangements having been incorporated in their contract of
employment, and a decision is required as to the arrangements which will now apply to them.
On the principle of alignment both with other Chief Officers and SJC employees, it is
recommended that the Council's Local Government Employees' (LGEs) Discipline Policy is
applied to Executive Directors. This would require a minor text adjustment to reflect that any
sanction imposed by a Chief Executive would afford a right of appeal to committee. At present,
the policy applies this right to sanctions given by an Executive Director of a Service.

3.9 Heads of Service − In accordance with the terms of the old agreement for Depute Chief
Officials, Officers in this group are presently governed contractually by the LGEs' Discipline
Policy.

−
3.10 In summary, it is recommended that the LGEs' Discipline Policy, adjusted as set out, be applied

to Directors as well as Heads of Service, and that where the terms of sanction of the new
discipline framework for Chief Executives, as defined in the new agreement, differ to those
contained in the LGEs' Discipline Policy, they should be aligned, i.e. a verbal warning will be an
option within the discipline framework for Chief Executives.

Grievance Procedures

3.11 Similarly, the new arrangements impact at different levels, as follows:

Chief Executive − The new agreement indicates the route by which a Chief Executive should
pursue a grievance within a Council, however, no procedure is prescribed, other than it should,
as far as possible, replicate the arrangements for other Chief Officers. It is recommended,
therefore, that, similar to the discipline procedure, a new procedure is developed for the position
of Chief Executive which should, as far as possible, replicate the arrangements for other Chief
Officers.

3.12 Executive Directors and Heads of Service − With the removal of the old grievance arrangements
for these Chief Officers, it is recommended that the LGEs' Grievance Policy should apply to
both groups.



4. Recommendations

4.1 The Sub Committee is requested to;

a) note the key changes introduced by the new SJNC Scheme for Chief Officials; and

b) agree the recommendations in respect of annual leave, and discipline and grievance
procedures.

Head of Human Resources
Enc

For further information on the content of this report, please contact Anne Burns, Chief HR Officer
(Operations) on 01698 302320.
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