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Introduction 

The purpose of this report is to advise of a consultation exercise from Cosla in relation to 
proposals aimed at modernising the Craft Agreement. 

Background 

The Employers' Side of the Working Group has now reached the point at which it required to 
consult authorities on the content of the discussions so far and submitted its proposals in a 
letter dated 3 May, 2005, together with supporting documentation, which are attached as 
Appendix 1 to the report. 

Considerations 

Outlined at Appendix 2 is the response from North Lanarkshire Council, which has been 
prepared following consultation with the relevant departments. In the context that a 
response was required by Cosla by 11 May, 2005, the response was submitted on behalf of 
the Council through the office of the Director of Administration. 

Recommendation 

The Sub Committee is requested to homologate the response submitted on behalf of the 
Council to the Cosla consultation on proposals for Craft Operatives. 

Director of Administration 

For further information on the content of this report please contact Iris Wylie, Head of Personnel 
Services on (01698) 302236. 

@ 
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COSLA 
3 May 2005 

Consultation: Craft Working Group Proposals 

1. 

2. 

e 

e 

e 

3. 

4. 

5. 

6. 

As part of the 2004/05 pay settlement for Craft Operatives, it was agreed that officer- 
working groups should be set up to look at modernisation of the Craft Agreement, and 
to review the pay of apprentices. It has been agreed that the question of apprentices 
should be set aside until the shape of the modernisation framework can be seen, as 
the deal for apprentices is likely to be based on whatever is put in place for Craft 
Operatives. The Group will report to the full SJNC for Craft Operatives at the end of 
May. 

The Employers have pursued the principle of single status employment with the craft 
trade unions for a number of years now but changes to conditions, a single craft rate 
and a formal joint agreement on job evaluation have proved stumbling blocks. We 
believe that this model provides the opportunity for: - 

changes in key conditions to fall into line with other groups 
all inclusive salaries to deal with the bonus issue and; 
enables authorities to assess jobs and place them on an appropriate point/range of 
points within a broad range of salaries 

The Employers’ Side of the Working Group has now reached the point at which it 
needs to consult authorities on the content of the discussions so far including the 
possibility of offering a broad band salary range on to which posts would be placed 
following evaluation and/ or in accordance with a competency based pay model. 

If we receive agreement in principal from councils to fix a salary range at national 
level, we will need to provide indicative figures for the salary range. Either way, the 
Employers’ Side has committed to providing a response on fixing a salary range at 
national level and, if a fixed range is suitable, indicative figures at the next meeting of 
the Working Group on 16th May 2005. 

By way of illustration, in one council that has modernised the Craft agreement locally 
the range on the spinal column of hourly rates is from SCP 27 (f8.15 per hour) to SCP 
64 (f14.14 per hour). It should also be emphasised that the document as a whole is 
based on agreements that are either in place or the subject of detailed negotiation with 
the unions in a number of councils. It is clear that the trade unions are keen to see a 
national agreement, however it is unlikely that will be possible if we are unable to 
reach national agreement on a salary range. In this case it is probable that the trade 
unions would continue to pursue the 37 hour week at a local level and that national 
negotiations on modernisation would stall. 

I would be grateful if you could consider the attached proposal in conjunction with the 
draft note of the last meeting, which provides some context to the documents. Also 
attached is a paper which clarifies the Employers’ position on what is meant by ‘multi- 
ski I I i ng ’. 
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7. Having considered the above explanation the attached documentation, please provide 
answers to the following: 

i. Do you agree with the principle of fixing a salary range for craft operatives at national 

ii. 

iii. 

iv. 

v. 
vi. 

vii. 

viii. 

level? 

If yes, what do you believe is an appropriate minimum and maximum salary? 

If no, do you have any proposals for an alternative solution on the question of 
salaries which might allow national negotiations on modernisation to progress? 

Do you have any specific concerns about the content of the proposed 
framework? 

Do you believe there to be omissions from the proposed framework? 

Do you believe that you will be able to implement the proposed changes 
local I y? 

What would be your timescale for introducing changes? 

The Trade Union Side are particularly keen to see the introduction of the 37 
hour working week within a fixed timescale. What is your view of this? If 
acceptable what would be an appropriate timescale? 

8. This consultation document is being issued to Directors of Personnel and we would 
ask that you consult with the appropriate Service Heads in preparing your response. 
The Working Group is tasked with reporting to the SJNC on 31 May and if its 
recommendations are accepted then all parties will consult on the final package. Due 
to the tight timescale, it is essential that we provide a full response to the trade unions 
at the meeting on 1 gfh May. Consequently this short consultation period at this stage 
is unavoidable, but we hope that you can respond in order that we can rogress this 
issue. Please send your response to Hannah@cosla.qov.uk by I I tR May 2005. 

mailto:Hannah@cosla.qov.uk


Craft Working Party - Draft Note of Meeting 25 April 2005 

The Trade Union Side gave comments as follows on the draft proposal as tabled on 11 April by the 
Employers: 

They did not disagree in principle with any of the issues in the Foreword. 
Multi-skilling - they stated that this has always been a difficult issue for them, but that they 
would be happy to talk about some minor multi-skilling, perhaps looking at formalising 
practice which may already be occurring, but could not consider extensive multi-skilling. 
Flexible Working Hours -they accepted the principle of flexible working hours within a 
specified time, such as the example of 7am to 7pm, but were unhappy about flexible 
working over 7 days and asked for this to be reconsidered. 
Overtime - there were contradictory statements in the paper. The Trade Union Side stated 
that they would be seeking premium payments for work over 37 hours and sought 
clarification of the Employers’ intention. 
Sickness absence -they would wish to see Industrial Injury Benefit paid during the first 6 
months of an absence where appropriate. 
Flexible holidays - the Trade Union Side would be happy to look at the possibility of 
introducing ‘floating’ public holidays, however they would wish to see employees suitably 
recompensed for adopting such flexibility or having public holidays added to annual leave. 
Fortnightly/monthly pay - they were happy to discuss this, however they would like 
clarification over how this might be introduced. 
Expenses -the Trade Union Side were concerned as to the effect that introducing the 
Inland Revenue rate for use of personal transport for work purposes would have on other 
existing schemes, such as in some areas where staff are provided with travelcards for 
public transport, and sought clarification over whether such schemes would be affected. 

In addition, the Trade Union Side highlighted that the introduction of the 37 hour week and the 
addressing of their concerns over the rates of pay for apprentices were priorities for them which 
they would wish to see introduced. Finally, while they were prepared to discuss the issues in the 
paper, they would wish to see what range of salaries was considered appropriate in return for 
modernisation and increased flexibility. 

The Employers responded to the points raised as follows: 

Multi-skilling - the Employers confirmed that they were not looking for the total cross- 
fertilisation of trades, and agreed to bring forward a paper for the next meeting giving 
concrete examples of the type of multi-skilling that Employers would hope to see. 
Flexible working hours - the Employers stated that they could agree that in the first 
instance flexible working would take place over a 5 day period, providing that the 
agreement also made clear that as service delivery practices develop councils can expect 
to reach local agreements to move to flexible working over 7 days. 
Overtime - the Employers clarified that they would be seeking overtime paid on the basis of 
premium payments at the hourly rate for hours worked in excess if contracted hours. This 
would be calculated on a weekly basis. 
Sickness absence -the Employers stated that they could not agree to pay Industrial Injury 
Benefit in the first six months as this would not be in keeping with the provisions for other 
groups. However, it was noted that were there to be a move to salaries rather than pay 
plus bonus, this would result in sick pay being paid on the basis of the salary rather than 
soley on pay (without bonus) as under the present conditions. 
Flexible holidays -the Employers confirmed that they would expect councils who wished to 
alter the arrangements for public holidays to compensate employees appropriately for such 
a change. 
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0 Fortnightly/monthly pay - the Employers made it clear that they would expect transitional 
arrangements to be put in place during any change to the timing of pay, as has been done 
in the past with changes to the pay cycle for other employee groups. 
Expenses - it was clarified that this had been included as an addition to what employees 
currently receive, and it was not intended that the introduction of the IR rates for business 
use of a personal vehicle would impact on any other travel schemes currently in place. It 
was noted that it was anticipated that such use would be likely to be occasional, and for the 
purposes of an individual getting from one place of work to another rather than for the 
transporting of equipment. 

0 

In additional the Employers confirmed that they were recommending that the 37 hour week be part 
of the overall package, and a move to such a working week was seen as desirable by Employers. 
They added that it would be more appropriate to discuss the package for apprentices once the 
working group was closer to agreement on the package for craft operatives in general. 

The Trade Union Side were broadly happy with these explanations, however made it clear that did 
not wish to see the watering down of the national agreement, and would want to see national 
provisions rather than having issues left to local negotiation. The Employers responded that they 
too wished to continue to see a national agreement, but that it would be one which set the 
minimum baseline level of terms and conditions, leaving the possibility of local variation within the 
parameters of the national scheme. 

The Trade Union Side were however keen to see what level of salary was being considered before 
progressing the modernisaton work any further. It was agreed that for the next meeting the 
Employers would consult with councils on the possible salary range that would be introduced upon 
agreement on other terms and conditions. A paper detailing this salary range, plus a paper 
clarifying the position on multi-tasking would be produced. The Trade Union Side agreed to bring 
forward a list of issues that they might agree to in return for the introduction of the 37 hour week, 
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Scottish Joint Negotiating Committee for Craft 
Operatives 

Proposed Terms and Conditions of Employment 

Craft Operatives 

draft proposal 29 April 2005. 



Foreword 

This Framework is a national framework designed to suit individual local authority service 
requirements. The Scottish Joint Negotiating Committee for Craft Operatives recognises 
the need for committed employees in delivering a customer-focused service which prides 
itself on continuous improvement. The importance of work-life balance, flexible working, 
affording employees dignity at work and attaining the highest standards of service 
delivery is also recognised by the organisation. The vision will be provided through a 
commitment to Best Value, by working together with all key stakeholders, other 
occupiers of buildings, management, employees & their representatives, also by working 
flexibly to remove barriers of employment status and demarcation. 

Scottish Local Authorities, in partnership with recognised Trades Unions, are totally 
committed to providing services which have a positive Health and Safety culture as a 
primary and over-riding objective. 

The Framework is based on the premise that movement in salary levels will follow the 
introduction of the modernisation programme including the achievement of appropriate 
output levels and this principle is accepted by all parties to the Framework. 

The Framework is based upon individual Councils moving towards a situation of 
individual worker self management where all-in salary levels take account of the 
administrative savings achieved by the move. The level of commitment to the agreed 
flexible working arrangements will also be reflected in salary levels. 

All parties to the Framework recognise that councils’ existing employment conditions 
offer benefits such as pensions, holiday entitlements and sick pay, and recognise the 
cost associated with these schemes. 

A modern and flexible terms and conditions package is crucial to the long term future of 
front line services, and in the context of Best Value requirements, will assist in ensuring 
job security, continuity of employment and the provision of quality of services. 

1. 

1 .I 

1.2 

INTRODUCTION 

The Partnership 
The employer and trade union representatives agree to work in partnership in 
order to develop services and deliver best value. 

The commitment to Best Value 
The employer, the employees, and their trade union representative recognise the 
mutual benefits of working together to achieve best value in our services. 
Continuous improvement will bring improved performance, better relations with 
citizens and other stakeholders, and improve long-term security of employment. 
This commitment will be evidenced through consulting stakeholders, encouraging 
feedback from those who receive our service and the positive messages we hope 
they will convey. 
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1.3 

1.4 

1.5 

1.6 

1.7 

1.8 

Modernisation 
The employer, trade union representatives and the employees agree to work in 
partnership in order to introduce modern operating methods including the use of 
new technology, which may include portable computer equipment and 
computerised communication systems. This may require the workforce to work 
with new equipment, although the timescale associated with the introduction will 
be dependant on the availability of financial resources and will be phased in by 
local agreement. 

Working together 
Joint working has long been a feature of craft operatives' relationship with the 
organisation. The revised terms and conditions recognise the important role that 
craft operatives and managers play in delivering and improving services within a 
Local Authority environment. 

Pay and Reward 
Salaries should be based on expected performance. Employees should receive a 
regular salary and managers should be able to allocate an appropriate level of 
work and monitor that work to ensure that performance meets levels of quality and 
output of a leading-class service. Salaries should be all inclusive, and take into 
account flexibility in respect of multi-skilling, with appropriate training, within areas 
of competence. 

Principles of the proposal 
All parties are committed to end the demarcation between blue-collar and white- 
collar employees. Artificial distinctions between hourly paid and salaried 
employees must be ended, not just because of equal pay legislation but because 
the principle of equity across all employees is the fair and proper course of action. 

Flexible working 
All parties recognise that working flexibly brings benefits to all - the employer can 
more effectively deliver quality services, which raises the satisfaction, status and 
reputation councils; but also employees can seek work patterns which help 
achieve their desired balance between work, and life outside work. Achieving 
work-life balance can be met through agreement between the employer and 
employees. Employees will demonstrate a flexible modern approach to their 
employment and carry out elements of multi-skilling where skills knowledge and 
health and safety permit to ensure continuity of work and improved customer 
service. Existing skills will be supplemented with training where appropriate. 

Implementation 
In the event that this Framework fails to deliver the sustained partnership between 
employees, unions and management, authorities may reserve the right to return to 
the pre-Framework position by serving three months notice. 
may also request a return to the pre-review situation in the event of an 
irretrievable breakdown in the system. The Framework will be subject to ongoing 
review by both the employer and employees representatives through regular 
discussions. 

Employees' side 
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Possible Terms and Conditions 2.0 

2.1 

2.2 

2.3 

2.4 

This Framework contains proposals that will govern agreements about terms and 
conditions of employment for all employees whose terms and conditions of 
employment are based on the national Frameworks negotiated and agreed by the 
Scottish Joint Negotiating Committee for Craft Operatives. 

The Framework is effective from 1 July 2005 however the detailed implementation 
will be subject to local determination. 

In terms of any future national agreements in respect of pay awards, it is 
confirmed that councils will be bound by these. 

The basis of the proposal is as follows: - 

Job Profile 

All employees will have a tradelskill competence suitable for the work for which they are 
employed. Employees will assist in taking jobs from inception to completion based on 
integrated and self directed work practices. 

Main duties will include: 

To participate as a member of the team in delivering comprehensive services 
to the Council. 
Manage their day to day workload in the most efficient and cost effective 
manner. 
Where applicable, measure work required to be carried out, advising on the 
scope of works and the sequencing. 
Request and organise the supply of materials, plant and transportation 
required to complete the works. 
Liase with the customers to identify, where appropriate, needs and 
requirements. 
Accurately and timeously complete and submit all paperwork required to 
support the needs of the services. 
Operate IT equipment as necessary 
Participate in all Quality initiatives aimed at providing service excellence. 
Participate in all traininglretraining requirements including elements of multi- 
skilling as deemed relevant by Management. 
Comply with all Health and Safety legislation. 
Carry out duties that may be required and instructed by Management. 

This list is not exhaustive and will be amended by agreement according to local service 
need. 

Modern Employee Practices 

As part of the Framework, modern employee practices will be developed in conjunction 
with the trade unions to improve the efficiency of service delivery. Employees will be 
given all necessary training and aptitude tests necessary to achieve the particular skills 
required. 
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2.5 PERFORMANCE MEASUREMENT AND MONITORING 

Performance will be evaluated in accordance with locally agreed criteria. For the 
purposes of illustration, the following criteria are suggested: 

9 output 
9 Efficiency 
9 Customer Care 
9 Quality 
9 Competency level 
9 Health and Safety 
P Modern employee practices 

2.6 Employee Salaries 

Salary payments will be made either fortnightly, four weekly, or monthly in arrears by 
BACS transfer. Authorities will give consideration to the need for “transitional” schemes 
which would be made available to employees on request. 

Further work required: to be developed following 
consultation with councils 

2.7 Hours of Work 

The normal hours of work will be 37 hours, however, Councils will have the ability to vary 
the normal working week up to a locally agreed maximum depending on the needs of the 
service. Any such agreement will have regard to relevant working time legislation. 

Agreement to the hours of service provision will require to be reached in each local 
authority. Normally employees will be contracted to work for 37 hours over a 5 day 
period (excluding Saturdays and Sundays), however as service delivery practices 
develop it is anticipated that local authorities may reach local agreement for flexible 
working over any 5 day period (including Saturdays and Sundays). The hourly rate of 
pay will be calculated, as part of an all inclusive salary, to reflect a flexible work pattern. 
Only hours worked, by prior agreement, in excess of the agreed working week will attract 
a premium payment rate. 

Authorities may also, by local agreement, arrange for individual employees to agree 
contracts of employment that will guarantee a working week of hours of employment that 
may be greater or smaller than the standard 37 hours. The maximum permitted hours in 
any week will be in accordance with those which have locally agreed. Payment in 
respect of all hours worked will be at the agreed hourly rate. 

Working patterns may be required involving longer or shorter weeks. In determining the 
working arrangements to suit the needs of the Authority (the latter will take into account 
the circumstances of individuals and groups of individuals) the Trade Unions will be 
constructively involved in the associated discussions. 

Rest periods will be granted according to local agreements on working hours. Such 
agreements will have regard to relevant employment legislation. 

d raft pro posa I 5 29 April 2005. 



2.8 Public Holidays 

Authorities will be free to specify, in agreement with local trade union representatives a 
mix of public holidays and floating days. The minimum number of public holidays shall 
be 4 (ie. 25 and 26 December and 1 and 2 January). Any agreement will apply from 1 
January in the year following the agreement being reached. 

Where an agreement has been reached to convert some public holidays to floating days, 
payment for work on any of the remaining designated fixed public holidays will be at plain 
time plus day in lieu or double time in complete recompense. 

2.9 Annual Holiday Entitlement 

The minimum annual leave entitlement will be 20 days increasing to 25 after 5 years 
continuous service. Any enhancement to this provision will be agreed locally. 

2.1 0 Special leave 

Any special leave will be applied in accordance with the Authority’s Special Leave Policy. 

2.1 1 Occupational Sick Pay Allowance Scheme 

Less than 26 weeks 
26 weeks to 1 year 
1 - 2 years 
2 - 3 years 
3 - 5 years 
5 years and over 

Nil Nil 
5 weeks full pay 
9 weeks full pay 
18 weeks full pay 
22 weeks full pay 
26 weeks full pay 

5 weeks half pay 
9 weeks half pay 
18 weeks half pay 
22 weeks half pay 
26 weeks half pay 

2.12 Overtime Payments 

All overtime hours will be subject to the phased introduction and integration of the 
conditions of the flexible-working scheme. 

All instructed overtime hours worked will be calculated on the individual employees 
salary paid at a premium rate. 

2.13 Expenses 

All employees in a designated post who agree to use their own vehicles for business 
purposes will be paid at the agreed Inland Revenue rate. All other expenses will only be 
paid, in accordance with locally agreed schemes and on production of receipts. 
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Craft Workinn Group - Multi Skillinn Proposal 

Plumbing 

This paper is intended to clarify what the Employers Side of the Craft Working 
Group means by ‘multi-skilling’. Multi-skilling is seen as a useful element of 
modernisation which allows for greater flexibility and improved efficiency in the 
delivery of services. The information outlined below is a non-exhaustive list of 
trade activities which could be carried out by qualified tradespersons not directly 
associated with the core trade of the task, on completion of suitable industry 
standard training. 

ESYX 04 Hot water systems 1 Leaks to supply pipes at 
baths, whb, sink (sprung 

The information outlines tasks and the associated trades, however these are 
tasks which could be delivered by any other tradesperson. Additionally, the 
information includes the relevant unit numbers, which would form the basis of any 
training requirements. 



I EB30 04 1 Installation practice 2 

EB33 04 

M R68 

Introduction to domestic 
heating systems 
Install Basic Kitchen 
Plumbing 

Trade 
Plastering 

Unit Element 
D8JY 04 Prepare and mix 

DGME 04 

D8KO 04 

D8JT 04 

materials 
Prepare background 
surfaces 
Apply materials to 
background 
Complex internal 

Trade 
Painting 

plastering and repair work 
Unit Element 
D6NA 04 Store resources ready for 

D8H4 04 
use 
Provide temporary 

discharge lamps, and 
select a suitable luminaire 
for a range of 

B5BD 04 

cou p I i ng ) 
Clear choke sanitary ware 
(bath whb, sink, wcb) 
Repairs to waste pipes at 
bath. whb. wcb sinks) 

protection to work places 
Verify tools and 

Chocked veranda gully 
Bleed Radiator. 

Trade 
Electrical 

Removing and installing 
domestic sinks, water and 
waste services, working on 
new and alteration contracts 
Task 
Minor PI as t e rwork (Cracks 
small holes etc.) 

equipment for the service 
activity 

Unit Element 
3001 7/19 Theory of alarms 
3001 7/19 Theory of alarms 

Minor Plasterwork (Cracks 
small holes etc.) 
M i n or PI ast e rwor k (Cracks 
small holes etc.) 

3001 6 

Minor Plasterwork (Cracks 
small holes etc.) 
Task 

Explain the function and 
operation of a simple 
domestic hot water 
system, electrical water 
heaters and electric 
space heaters. 

Minor painting work / painting 
after trades 
Minor painting work / painting 
after trades 
Minor painting work / painting 
after trades 

30038 
30050/1 

Task 
Replace smoke alarm battery 
S/F battery operated smoke 

Over current protection 
Circuit operation for 

alarm 
S/F fire bar 

Minor electrical work 
Repair fuses 
Close lamping 
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Our Ref: ABICT 
Your Ref: 
Contact: Anne Burns 
Tel: 01698302320 
Fax: 01698230387 
E-Mail: burnsanne@northlan.gov.uk 
Date: 11 May 2005 

Hannah Reeve 
Policy Officer 
Cosla 
Rosebery House 
9 Haymarket Terrace 
Edinburgh 
EH12 5XZ 

Administration 

John O'Hagan, Director 

PO Box 14, Civic Centre 

Motherwell MLI 1TW 

www.northlan.gov.uk 

Dear Ms Reeve 

Consultation: Craft Working Group Proposals 

Further to your recent consultative documents in relation the above subject, I attach the response for 
North Lanarkshire Council. 

Yours sincerely 

E 
irector of Administration IP 

Enc. 



Response from North Lanarkshire Council to Consultation on Craft Working Group Proposals 

North Lanarkshire Council welcomes the progress within the Craft Working Group and acknowledges 
the positive attempts within the proposed framework to modernise the national agreement. 

As a Council, North Lanarkshire has a small group of craft workers relative to the overall workforce. 
Against this background, some of the key objectives, on which the proposed framework is predicated, 
would be constrained in their applicability and there would be limited scope for achieving those 
objectives, to any significant extent, within our Council. As a corollary, there would appear to be little 
return to the Council in any perceived enhancement to rates of pay, which rely on increased flexibility 
and multi-skilling across groups. Such groupings do not exist within the Council. 

However, of greatest concern to the Council is the proposal to fix a national salary range. This 
proposal, in the context of local job evaluation schemes for Local Government Employees, runs 
contrary to what has become established as the national strategic position for pay determination. 
This proposal in particular, subject of course to the local pay model adopted, potentially creates an 
environment for equal pay challenges at a local level from employees in the aforementioned group. 
North Lanarkshire would not be distinguished from other Councils in this respect, irrespective of the 
number of craft workers employed. Accordingly, the comments from North Lanarkshire Council are 
significantly influenced by these two factors. 

The Council’s response to the questions posed is as follows: - 

Do you agree with the principle of fixing a salary range for craft operatives at national level? 

The Council is supportive of fixing an all inclusive salary range for craft operatives, which recognises 
the key tasks and skill requirements of their jobs but does not support this at a national level. The 
Council has a concern that establishing a national salary level further polarises the craft workers from 
other groups for which salaries are being determined at local level in 32 Councils, and in accordance 
with newly developed pay models, under a nationally agreed Job Evaluation Scheme. The Council 
considers that it is important that this group should not be distinguished in terms of an imposed 
national pay agreement, which raises the potential of further difficulties in implementation at a local 
level. 

If no, do you have any proposals for an alternative solution on the question of salaries, which 
might allow national negotiation on modernisation to progress? 

The Council proposes that the salary range for craft operatives should be left to determination at a 
local level, in accordance with individual pay models, and that a conservation provision similar to that 
for Local Government employees, be included in the national framework agreement. This recognises 
the commitment towards local pay determination established in Councils since 1999, and which 
applies to a significantly higher number of employees than craft workers and also allows for greater 
flexibility in terms of moving the agenda towards modernisation of the agreement. 

It is acknowledged that national pay awards would continue to apply as currently established. 

Do you have any specific concerns about the content of the proposed framework? 

Overall, the proposed framework is welcomed and the attempt to bring working arrangements into 
line with more modernised practices is supported. A number of comments are made in relation to 
specific paragraphs: 



1.5 Pay and Reward 

It is suggested that competency and performance levels in terms of outputs will influence pay levels. 
This is not the universal position for pay models being developed locally. Again, as previously 
mentioned, the scope for multi-skilling may have limited applicability to a number of Councils. 

2.4 Job Profile 

A recommendation on key elements, which should be reflected in a modernised, craft operative’s job 
description would be acceptable, and welcomed. However, the Council does not consider it 
appropriate to set down a national job profile, given the discrete environments and management 
arrangements of individual Councils, and certainly would be concerned about any qualification in 
terms of requiring an agreement to amend. 

2.7 Hours of Work 

The current conditions for Craft Workers stipulate that the working week will be worked over five 
days, including Saturdays and Sundays. The proposals are a diminution of existing provisions in 
this regard and would require Councils to seek agreement for an extension of working hours which is 
already contractually established in the existing national agreement. 

2.5 Performance Measurement and Monitoring 

The Council would question the reference to performance measurement and monitoring which 
appears to assume salary levels based on achieved competencies (see earlier comments). The 
Council would prefer to see a reference to performance measurement and monitoring in more 
general terms, which would enable Councils to adapt procedures suitable to their circumstances at a 
local level. 

2.13 Expenses 

The Council considers that the proposal would be open to varying degrees of interpretation at a local 
level and would prefer to have a more general reference to authorised business mileage attracting 
Inland Revenue rates. 

Do you believe there to be omissions from the proposed framework? 

The Council would wish to see a review of conditions in relation to continuous and reckonable service 
and conservation provisions. 

Do you believe you will be able to implement the proposed changes locally? 

The Council would not be able to implement the proposals in their entirety, as they currently stand. 

What would be your timescale for introducing changes? 

Subject to response above. 

The Trade Union Side is particularly keen to see the introduction of the 37 hour working week 
within a fixed timescale. What is your view on this? If acceptable, what would be an 
appropriate timescale? 

The Council would not have a difficulty in progressing the introduction of a 37 hour working week and 
consider that this could be achieved within the current financial year. 

I 1  May 2005 


