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BOARD) SUB-COMMITTEE 

NORTH LANARKSHIRE COUNCIL 

REPORT 

Subject: PAY AND SINGLE STATUS 
EMPLOYMENT CONSULTATION 
2000 

Date: 9February2000 

From: DIRECTOR OF ADMINISTRATION 

Ref IW/MB 

1. Introduction 

1.1. 0 The purpose of this report is to advise of a consultation exercise from Cosla in relation to the 
present state of negotiations on pay for Scottish Local Government Staff (former APT & C Staff 
and former Manual Workers). 

1.2 Attached as Appendix I is a letter dated 11 January 2000 from Cosla outlining the arrangements for 
a series of roadshows to provide a briefing on :- 

The way forward for single status employment. 

Council’s affordability for a pay increase taking into account the cost of the reduction in 
the working week for manual workers from 39 to 38 hours at 1 April 2000. 

Developing an employers pay strategy that allows for the single status exercise to be 
conducted on a cost neutral basis. 

Changes to conditions of service and working practices that may offset costs. 

The possibility of re-examining the timetable for implementation of the agreement as a 
whole and the job evaluation exercise in particular. 

1.3 The letter from Cosla invites views on 5 questions relating to the percentage increase which should 
apply to Red Book employees this year, how the increase should be distributed amongst 
employees, whether the employers should seek a 2 year or 3 year deal, how the costs associated 
with single status should be dealt with, whether Councils are allocating additional resources for the 
job evaluation exercise and clarification of a realistic timescale for completion. Councils are asked 
to respond by no later than Friday 18 February 2000. 

2. Suggested Response 

Outlined at Appendix I1 is a suggested response which the Council may wish to make to the Cosla 
Consultation in reference to the questions posed within the Cosla letter. The suggested response 
has been prepared following consultation with the Director of Finance. 
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3. Recommendation 

3.1 It is recommended that the Sub-Committee authorises a response to the Cosla Consultation in terms 
of the draft response attached as Appendix 11. 

cut. Director of Administration 

Pay & single satu - S Board.dW 



11 January 2000 

To: Chief Executive 

Promoting Scottish Local Govcmmmt 

Your Ref: 

Our Ref: PEY3/2 1 

C.C. Directors of Personnel 

Dear Chief Executive 

PAY AND SINGLE STATUS EMPLOYMENT CONSULl'ATION.2000 

At the Scottish Joint Council meeting held on 6 December 1999 the Trade Union Side submitted 
their pay claim for 2000, the principle elements of which are:- 0 
0 An increase of €500 or 5% on all pay points whichever is the greater. 
0 A minimum rate of €5 an hour. 

As in previous years we intend to hold a series of roadshows similar to those conducted in previous 
pay rounds. The briefings will focus on the following issues:- 

1. The way forward for single status employment 

2. Councils affordability for a pay increase taking into account the cost of the reduction in the 
working week for manual workers from 39 to 38 hours at 1 April 2000. 

3. Developing an employers pay strategy that allows for the single status exercise to be conducted 
on a cost neutral basis. 

4. Changes to conditions of service and working practices that may offset costs 

5. The possibility of re-examining the timetable for implementation of the agreement as a whole 
a 

and the job evaluation exercise in particular. 

The briefings will again be held at various venues throughout Scotland and councils will be invited 
to attend according to their geographical location. Should the location specified not be appropriate 
then please let us know and we will accommodate your council at another venue. Once again the 
briefings will be held on a seminar type basis. Those who might be expected to attend the briefings 
would be the Leader and Chief Executive of the Council, the convener of the Finance Committee 
and the Director of Finance, and the Convener of the Personnel Committee and the Director of 
Personnel. 

WHEN CALLING PLEASE ASK FOR: Lynne Dickson 0 13 1 474 927 1 
consult2o0o 7 
iynnc Dickson 

Convention of Scottish L d  A u t h ~ ~ i t i a  
RovberyHouzc 9 H a y m ~ k e t T e m  EdinbUg EHl25x2 

Telephone OU1474 92m Fur 0131 474 9292 Interner ww~.coslg~~.uk 
DX No. ED4W Ed;lbulgh 
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A programme is attached together with details of the Trade Union Side pay claim. The briefings 
will last throughout the morning and the following dates and venues have been chosen:- 

7 Date 

25 January 

14 February 

15 February 

17 February 

18 February 

Venue 

Perth and Kinross Council 
Civic Lounge 
2 High Street 
Perth 

COSLA Offices 
Haymarket Terrace 
Edinburgh 

Glasgow City Council 
Satinwood Suite 
City Chambers 
Glasgow 

Highland Council 
The Town House 
Castle Street 
Inverness 

Aberdeenshire Council 
Woodhill House 
Westburn Road 
Aberdeen 

Councils ExDected to Attend 

Angus, Fife, Dundee City, Perth and 
Kinross, Stirling, Clackmannanshire. 

Scottish Borders, East Lothian, 
Midlothian, West Lothian, City of 
Edinburgh,.Falkirk, Dumfries and 
Galloway, South Lanarkshire. 

West Dunbartonshire, East 0 
Dunbartonshire, Glasgow, 
Renfiewshire, Inverclyde, North 
Lanarkshire, Argyll & Bute, South 
Ayrshire, East Ayrshire, East 
Renfiewshire, North Ayrshire. 

Highland, Orkney, Shetland, 
Western Isles. 

Aberdeen City, Moray, 
Aberdeenshire. 

In addition to the ,riefings at which councils will be able to express their views on the Employers' 
strategy and the issues to be taken into account in the 2000 pay negotiations, I would be grateful if 
your authority could provide a written response to the following questions. 

1. What, in your authority's judgement, is an appropriate national percentage increase for Red 
Book employees for the twelve months from 1 April 2000 taking into account the reduction 
in the working week for former manual employees to 38 hours? 

2. How should the increase be distributed amongst employees? e.g. straight percentage 
increase, flat rate etc.? 

3. Should the Employers seek a two year or three year deal (please specify which)? If so, how 
should 2nd (3rd) tranche be expressed (e.g. price inflation at the time)? 
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4. Should the Employers’ strategy ensure that any transitional costs associated with the 
implementation of the single status agreement be contained within further annual pay 
settlements, or whilst agreeing that the implementation of single status employment should 
be on a cost neutral basis is it unrealistic to expect the unions to agree to no pay increases at 
April 2000 and 2001 as a means of offsetting costs? Should cost neutrality be achieved 
through other means such as re-designing jobs and grading structures at job evaluation, i.e. 
more flexible working practices? 

5.  Is your council allocating additional resources for the job evaluation exercise and what is a 
realistic timescale within which your council would expect the timetable to be completed, 
i.e. is April 2002 still a realistic target or should the date be moved to April 2005? 

Authorities are asked to send written replies to me by Friday, 18 February 2000, but I would 
welcome views on these issues at the briefing session. 

Yours sincerely 

Dan Brown 
Head of Organisational Development 

Enc. 
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10.30 

10.45 

10.50 

11.05 

11.20 

11.40 

12.30 

PAY CONSULTATION 2000 

PROGRAMME FOR ALL BRIEFING SESSIONS 

Coffee 

Introduction to the briefing: 
Convener of the Employers Side of the Scottish Joint Council 
Councillor James Mutter 

e 
An overview of the pay and single status issues 

COSLA Vice President and Spokesperson on Personnel - 
Councillor Pat Watters 

Progress in the development of the job evaluation scheme 

COSLA Officer 

Specific issues to be addressed in the 2000 pay round 

COSLA OffcerdAdvisers to the SJC 

Open Discussion 

Closing Remarks 
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SCOTTISH LOCAL GOVERNMENT 
STAFF 

PAY 2000 

TRADE UNION SIDE CLAIM 

CLOSING THE GAP 

f500 or 5% 

€5 PER HOUR MINIMUM WAGE 
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TRADE UNION CLAIM 

This year‘s claim for staff in Scottish local government is lodged at a time of major 
change and upheaval for councils and our members who work for them. Best Value 
and the outcome of the Mclntosh review will place significant challenges before 
employees and require them to find new ways of working to meet public demand in 
many services. High levels of morale and commitment will be required if local 
government’s reforms are to be achieved and then maintained. 

Low pay and earnings among Scottish local government staff trail those in the 
private sector and other public services, including local government staff in England 
and Wales, and do not provide an auspicious backdrop to these new challenges. Yet 
this is the reality which faces many of our members in local government. The 
implications for recruitment and retention of skilled and dedicated staff at a time 
when Best Value will require continuous improvement in service provision are clear. 
And the Government’s emphasis on developing ‘cross cutting’ initiatives with other 
public bodies will highlight the relative shortfall in local government pay. 

The trade unions are therefore submitting a claim for 2000-2001 which seeks to 
redress the decline in Scottish local government pay and maintain living standards. 
We believe it to be straight forward and realistic. 

We are seeking: 

An increase of €500 or 5% on all pay points whichever is greater. 
A minimum rate of f5 an hour. 

The increases are aimed at addressing the problem of a large number of low paid 
employees in local government. And are required to help restore and maintain living 
standards of employees who have seen their pay eroded considerably in comparison 
with those in the private sector and other areas of the public sector. 

The Trade Union Side is aware that the Scottish Executive is making additional 
resources available to Scottish local government in 2000/01 and that Government 
Supported Expenditure (GSE) is up 3.6%, Aggregated External Finance (AEF) is up 
2.9% and Grant Aided Expenditure (GAE) is up 3.5%. After years of real cuts in local 
government expenditure we believe our claim for 2000/01 is affordable. 

The claim is both modest and fair. The following pages expand on the main points 
and give justification for them. It is hoped that the employers’ side will give our claim 
full consideration and respond favourably. 

2 
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NATIONAL AGREEMENTS IN THE PUBLIC SECTOR 
Average gross 
weekly earnings 
Those whose vay 
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was not affected b i  
absence Full time males on adult rates 

Local Authorities Services f 

THE PAY GAPS 

* 

0 
England and Wales 
Local authority single status national agreement 382.5 

-I 

The evidence from the 1999 New Earnings Survey, the first major independent 
survey of pay since single status, points to three major gaps. 

Scotland 
Local authority single status agreement 

The first gap is between pay of local government staff in Scotland and those in 
England and Wales. The table below shows that the average full time Scottish male 
worker is paid f17.50 per week less, compared to his colleague in England and 
Wales, and that the average full time Scottish woman worker is paid f16.00 per 
week less than her colleagues. This differential is unjustifiable. 

365.0 

Full time females on adult rates 
Local Authorities Services 
England and Wales 
Local authority single status national agreement 
Scotland 
Local authority single status agreement , 

303.7 

287.7 

England 

England &Wales 

Great Britain 

Wales 

Scotland 

448.1 
384.0 
445.1 
406.0 
442.4 
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The third pay gap the Trade Union Side would highlight is the continuing pay 
differential between men and women employed in local government. For full time 
staff men on average earn €365 per week compared with f287.7 for women - a pay 
gap of f77.30 per week. It is for this reason our claim is geared towards benefiting 
low paid women workers. 

Local government pay has been hit hard by five years of successive public spending 
restraints. This has meant that local government workers have ended up earning 
significantly below other public sector workers. 

The following table illustrates this dramatically: 

Average gross weekly earnings 
Public Private Local Ave. 
Sector Sector Government Earnings 
Index index Index 

1994 100.0 100.0 100.0 97.0 

1995 101.9 98.3 99.6 100.0 

1996 107.5 102.7 105.8 103.6 

1997 110.1 107.7 107.9 108.0 

1998 114.7 113.1 111.9 113.5 

1999 119.2 117.3 116.2 119.8 

Increase 19.2% 17.3% 16.2% 23.5% 
Sourcc: New Earnings Survey; Labour Market Trends 

Between 1994 and 1999 private sector pay increased by 17.3%. Public sector pay 
rose by 19.2% in that period, overtaking the private sector in 1999 largely due to 
substantial increases awarded by Pay Review Bodies. However in local government 
the increase of 16.2% has been lower than both the private sector and the public 
sector as a whole. This increase is below both the growth in average earnings over 
the same period, which rose by 23.5% and even below the Retail Price Index which 
went up by 17.8%. Effectively this has led to a fall in living standards for Scottish 
local government employees. 

It is not only overall earnings that have declined in relation to both inflation and 
earnings elsewhere. Over the same period, local government pay settlements have 
also fallen below both these indicators. This means that the local government pay 
points have declined in value since 1993. In 1993, 95, 97 and 98, local government 
pay increases were below the rate of inflation at the time the award was agreed. 

In 1999 the Local Government settlement was 3.3%, while inflation stood at 1.6Oh. It 
was one of the rare occasions where Local Government had settled above the rate of 
inflation in recent years. On the other hand, average earnings stood at 4.6% in April 
1999. Earnings growth has not fallen below 4.3% in 1999, and the average for the 
year (to September) has been 4.6%. Even more significantly, median earnings for 
part-time workers rose by 6% over the last year, leaving the pay of the lowest paid 

4 
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Scottish Local government 
Civil Service: 

local government workers - part-time women - lagging far behind their 
counterparts in other sectors of the economy. 

3.3% 
Retail: 

For some occupational groups in the private sector, such as finance workers and 
computing staff, the average increases in the past year have been even higher - 
almost 10%. In addition, many private sector employees have access to bonuses 
and other reward schemes which are not available to their local government 
counterparts. 

DTI 
Hydrographic Agency 
Central Office of Information 
Customs and Excise 

Comparative 1999 pay settlements 

6.9% Woolworths 
7.2% 
10% 
4% 

NHS: 
Nurses 
PAMs 

Higher Education 
New Universities APT&C 
New Universities Manual 

Finance: 
4.7% Britannia Building Society 3.71 % 
4.7% 

Motor Vehicle R&R 9.76% 
3.5% 
3.8% 

Hospitality: 
Registered Clubs 4.65% 
Scottish and Newcastle 
(bar) 7.5% 

4% 

There is also evidence that in some local labour markets, groups of manual workers 
are proving hard to recruit on local government pay rates. Development of 
information technology and related service sectors will increasingly attract 
employees away from local government. This will apply to manual workers as well as 
those in white-collar jobs. The employment histories of many women in manual jobs 
demonstrates earlier employment in administrative and clerical sectors, to which they 
will be tempted to return where local jobs offer pay and conditions in excess of those 
in local government and where the emotional demands are not so strident. 

* 

The proposed increase of 5% will not be sufficient to restore parity with comparators 
in both the private sector and public sectors. However, it will at least go some way 
towards restoring living standards. 

THE LIVING WAGE 

Scottish Local government employees deserve to be paid a ‘living wage’. At an 
absolute minimum, this means that workers should be able to afford the necessities 
of life for themselves and their families, without having to depend on government 
benefits. 

5 



12 

Recent research by the Family Budget Unit has carefully costed the minimum 
income needed by a family, Low Cost but Acceptable - A minimum income standard 
for the UK: Families wifh young children, published, reveals that families dependent 
on low pay or benefits are falling far short of the 'Low Cost But Acceptable' level, 
defined as the threshold below which good health, social integration and satisfactory 
levels of child development are at risk. The report concludes that hourly earnings of 
between f5.40 and f6.96 are needed to reach Low Cost but Acceptable levels. 

The eradication of poverty pay within the Scottish local government workforce would 
bring long term benefits for local government and local communities. The local 
council is the largest employer in many areas. The negative impact of inadequate 
income among its employees on wider policy objectives is therefore immediate and 
obvious. High levels of ill-health, social disruption and poor educational performance 
all impact directly on the cost of local government services, and local government's 
ability to raise standards. Moreover, poverty among council workers conflicts head- 
on with other aims and corporate objectives in many local authorities, such as 
economic development, job creation, anti-poverty initiatives and regeneration. 

a The establishment of a f 5  minimum is consistent with the government's aim of 
encouraging those currently not in work to move into employment. The government 
has made clear that it sees the primary and preferred route out of poverty as through 
work, and not through increased levels of social benefits. For that to happen, work 
must pay well enough to lift people out of poverty, without the need for additional 
assistance from the state. 

The Working Family Tax Credit has established a minimum requirement for family 
income of €200 a week. A full-time worker on the current local government minimum 
rate would fall well over E30 a week short of this threshold. Pay in local government 
should, at the very least, meet the standard set by the government for minimum 
family income. 

In this context a minimum rate for local government workers of €5 an hour appears 
moderate. It would, nonetheless go some way towards allowing local government 
employees to achieve a living wage through their employment, and without 
dependence on state benefit. 

RECRUITMENT AND RETENTION OF LOW PAID STAFF 

Scottish local authorities are facing growing competition for staff from a wide range 
of local employers. The introduction of the National Minimum Wage in April 1999 
boosted the wages of many workers at the low end of the pay hierarchy. The 1999 
New Earnings Survey indicates that the percentage of part-time workers earning less 
than €3.60 an hour fell from 14.0% for women in 1998 to 4.4% in 1999. That does 
not appear to be the end of the story, however. NES figures also show that a large 
proportion of those earning just above €3.60 but below f4.00 an hour in 1998, saw 
their pay rise to the €4.00 to €4.20 range as employers readjusted their pay 
structures. The sharp rise in minimum rates means that previously low paying 
sectors, such as retail and catering, now provide alternative employment for those at 
the bottom end of the local government scale. The table below illustrates the 
existence of competitive rates amongst employers found in virtually every community 
in the UK. 

6 
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Job Type 
Cleaner 

Comparison with the private sector 

Private sector companies 
British Sugar 6.65 

f per hour 

Catering 
Assistant 

Sales Assistant 

Security Officer 

Cook 

Horizon Biscuits 5.74 
Tesco Distribution 4.72- 5.74 

McDonalds 3.60 - 5.90 
Glaxo Wellcome 7.79 

Tesco 4.87 - 5.45 
Makro Self-service 4.24 - 5.1 8 
Asda Stores 4.21 -4.80 

Glaxo Wellcome 7.75 - 0.56 
Wilkinson Home & Gdn 4.69 - 5.32 
Tesco 5.80 - 6.38 

British Sugar 6.27 
Sai n s bury 4.41 -5.75 
Woolworth 4.80 - 6.50 

I I 1 
Source: Incontes Data Services, September 1999 

Competition for staff at all levels is exacerbated by a tightening labour market. 
Unemployment has been falling month by month and is currently at its lowest level in 
20 years. The economic downturn predicted for early 1999 did not materialise. Even 
the hard-hit manufacturing sector is showing signs of growth, while employment in 
the service sector has grown by 1.7 % in the last year, despite significant pay 
increases as a result of the minimum wage coming into force. Job growth in the 
service sector has been demonstrated by the creation of over 100,000 jobs in the 
distribution, hotels and catering industry over the last year. 

A serious rival for Scottish local government staff is the burgeoning callantre 
industry, which has almost doubled in size since 1997. Income Data Services reports 
that the rapid growth of call centre employment has created tight labour markets in 
cities like Glasgow with major tele-business operations, forcing companies to expand 
into new regions in search of available, skilled labour. Median starting pay in the call- 
centre industry is now €10,500 for customer service advisors, with an average 
midpoint salary of fl2,150. Pay for senior customer service advisors ranges from 
fl3,000 to f17,000, with a midpoint of f15,000. Companies with call centres are 
adding to benefits packages, as well as improving pay and career progression, in an 
attempt to attract and retain quality staff. 

SCOTTISH LOCAL GOVERNMENT FINANCE 

In recent years there have been savage cuts in local government. This year as a 
result of the comprehensive spending review there will be significant increases in 
expenditure. 

The following is an extract from Spending Plans for Scotland which was issued by 
Finance Minister Jack McConnell MSP in November 1999: 

7 
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Government Supported Expenditure (GSE) is the provision we will make for what we think 
councils need to spend on the delivery of services. It includes loan and leasing charges and 
Grant Aided Expenditure (GAE). For 2000-01 GSE will be €6,728 million, an increase of 3.6% 
over the comparable figure for this year. We will make provision within the settlement for the 
national waste strategy. Aggregate External Finance (AEF) is the total support for local 
authority current expenditure decided by Scottish Ministers. It includes: 

Revenue Support Grant 
Certain specific grants 
Income from non-domestic rates 

For 2000-01 AEF will be €5,614 million, an increase of 2.9% over the comparable figure for 
this year. Grant Aided Expenditure (GAE) is the amount we believe local authorities need to 
spend to provide a standard level of sewice. Although it is for local authorities to decide their 
own spending priorities within their expenditure guidelines, in allocating the 2000-01 GAE to 
services we will give priority to education, social work, police and fire. For 2000-01, the GAE 
total is €5,929 million, an increase of 3.5% over the comparable figure for 1999-00. 

In summary, this states that Government Supported Expenditure is up 3.6%, that 
Aggregated External Finance is up 2.9% and that Grant Aided Expenditure is up 
3.5%. This should put Scottish employers in a stronger position that in previous 
years to meet the substance of our claim. 

FUTURE PAY TRENDS 

Average earnings growth in the year to September 1999 was 4.7%. Growth in 
average earnings is expected to remain at current levels over the next twelve 
months. The average for 1999 will be 4.4% with an estimated 4.8% for the last 
quarter. An average earnings level of 4.3% is anticipated for 2000. 

COST OF LIVING 

Although forecasters expect inflation to rise gently throughout 2000 as the economy 
continues to pick up and world commodity prices rise, it will remain at historically low 
levels. The underlying rate should remain at or close to the Government’s stated 
target of 2.5%. According to the Bank of England, expectations of inflation have 
“fallen substantially”. 

The persistence of low inflation gives the employers a unique opportunity to increase 
real earnings of local government workers, and to compensate for many years of 
below inflation increases. 

8 



CONCLUSION 

1 5  

There can be no doubt that Scottish local government employees have seen their 
real earnings fall in comparison with both other employees and prices. 

Our claim seeks to close the gap between Scottish local government staff and local 
government staff in England and Wales as well as staff in the Scottish economy. It 
also seeks to close the gap between the pay of men and women. 

At the same time, while the basic lowest pay rates have been raised as a result of 
the single status agreement, the number of low paid employees has increased 
enormously, leaving huge numbers of local government workers caught in the 
poverty trap. 

Relatively low pay levels make local government vulnerable to competition from 
other employers in an increasingly tight labour market. 

In making a claim for a minimum rate of f5 per hour and an increase of f500 or 5%, 
whichever is greater, we aim to address these issues. Given the levels of low pay, 
and the fall in real earnings that local government workers have experienced, our 
claim is simple, fair, modest, and justified. We therefore ask the employers to meet 
the claim in full. 

a 

9 
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Appendix II 

Response by North Lanarkshire Council via Sounding Board Mechanism on Pay and 
Single Status Employment Consultation 2000 

The comments in this paper represent the response of North Lanarkshire Council to the 
consultation requested in a letter dated 11 January 2000 from Cosla seeking views on various 
questions posed within the consultation letter. The Council’s response to each of the 
questions posed is as follows:- 

Question 1 

What, in your authority’s judgement, is an appropriate national percentage increase for Red 
Book employees for  the twelve months from I April 2000 taking into account the reduction in 
the working week for former manual employees to 38 hours? 

Response 

Taking into account the reduction in the working week for former manual employees to 38 
hours with effect from 1 April 2000, it is considered that an appropriate national percentage 
increase for Red Book employees for the twelve months from 1 April 2000 would be 2%. 

Question 2 

How should the increase be distributed amongst employees: e.g. straight percentage increase, 
jlat rate etc.? 

Response 

It is proposed that the percentage increase awarded be distributed on a straight percentage 
basis. 

Question 3 

Should the Employers seek a two year or three year deal (please specifv which)? Ifso,  how 
should 2nd (3’9 tranche be expressed (e.g. price inflation at the time)? 

Response 

The trade union side claim is for a one year deal. Councils have been advised of a one year 
financial settlement by the Scottish Executive. Whilst it is recognised that a three year deal 
would be more compatible with the Best Value requirement for three year budgeting, against 
a background of a one year financial settlement, a one year deal is preferred this year. 
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Question 4 

17 

Should the Employers ’ strategy ensure that any transitional costs associated with the 
implementation of the single status agreement be contained within further annual pay 
settlements or whilst agreeing that the implementation of single status employment should be 
on a cost neutral basis is it unrealistic to expect the unions to agree to no pay increase at 
April 2000 and 2001 as a means of offsetting costs? Should cost neutrality be achieved 
through other means such as re-designing jobs and grading structures at job evaluation, i.e. 
more flexible workingpractices? 

Response 

The Council would endorse a strategy of achieving single status on a cost neutral basis. It is 
considered unrealistic to expect the trade unions to agree to no pay increases at April 2000 
and 2001 as a means of offsetting costs. The Council would support cost neutrality being 
achieved clearly related to other measures which will offset any additional costs. In relation 
to the specific costs associated with the reduction in the working week, provision should be 
made to offset these costs against the national pay award. 

0 

Question 5 

Is your Council allocating additional resources for the job evaluation exercise and what is a 
realistic timetable within which your Council would expect the timetable to be completed, i.e. 
is April 2002 still a realistic target or should the date be moved to April 2005? 

Response 

The Council has not yet taken any formal decision on how the job evaluation exercise will be 
resourced. Discussions are ongoing at officer level in relation to possible options which could 
minimise the additional resources required. At this stage, it is not considered appropriate to 
make an adjustment on the proposed completion timescale i.e. April 2002. The Council 
would prefer that the timescale remain as previously set out and the positionbe reviewed in 
2001 having regard to the progress that has already been made on the implementation of job 
evaluation. 

Moving the target timescale to April 2005 would undoubtedly lead to delays in the start of the 
job evaluation exercise and it is considered that this would send an inappropriate message to 
the trade unions and the workforce. It is recognised that a more systematic approach needs to 
be adopted in terms of setting grades and grading structures. The job evaluation scheme will 
enable this to be undertaken. The Council would, therefore, suggest that the overall target 
timescale be reviewed during 200 1. 




