
NORTH LANARKSHIRE COUNCIL 

REPORT 

To: POLICY AND RESOURCES 
(PERSONNEL SOUNDING BOARD) 
SUB-COMMITTEE 

From: DIRECTOR OF ADMINISTRATION 

Subject: CRAFT MODERNISATION 
AGREEMENT: PROPOSAL 

Date: 3 AUGUST 2005 

1. 

1.1 

2. 

2.1 

2.2 

3 

3.1 

3.2 

Ref: ABET 

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. The Employers' Side of the Working 
Group had put forward proposals to Councils for consultation in May 2005. However, the 
response from Councils indicated that there would need to be a number of changes in order 
for the proposals to meet existing and future service needs. Following further discussions, 
which focused on the concerns expressed by Councils during the initial consultation, a 
revised proposal has been formed and is attached as Appendix 1 to the report. 

Background 

In the main, the proposal significantly replicates the terms of the "Red Book Agreement for 
Local Government Employees, formally APT & C and Manual Groups. The revised proposal 
provides a greater degree of flexibility and less prescription and, to that extent, affords 
greater local determination in terms of its application and implementation. 

~ The response to the consultation is attached as Appendix 2 to the report, and has been 
formulated in discussion with the relevant departments, as far as possible. 

CoSLA Response 

CoSLA requires a response to the current consultation exercise by Monday 8 August. This 
report is written against the background of departmental comments received to date for the 
purposes of the Sounding Board Meeting on 5 August. 

Any further comments will be reported to the meeting of the Sub-Committee on 5 August. 
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4 Recommendation 

The Sub Committee is requested to endorse the proposed response from North Lanarkshire 
Council to the CoSLA consultation on the Craft Modernisation Agreement, as set out in 
Appendix 2 to the report. 

Director of Administration 

Enc. 
ff 

For further information on the content of this report please contact Iris Wylie, Head of Personnel 
Services on (01698) 302236. 
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APPENDIX 1 

IMPLEMENTATION AGREEMENT 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

This provides for the implementation of the agreement between the Scottish Employers and the Trade Unions to introduce a new 
Scottish agreement in place of the current Craft Employees Scheme. 

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. 

From 1 July 2005 the Scottish agreement for former Craft employees will consist of a new handbook to be known as the Purple Book. 
It will comprise the following four parts: 

Part 1 - Principles 
Part 2 - Key National Provisions 
Part 3 - Other National Provisions 
Part 4 - Joint Advice 

The status of the provisions in Parts 2 and 3 is explained in Part 1. Part 2 contains key Scottish provisions while Part 3 contains other 
Scottish provisions which may be modified locally, by negotiation between the council and the unions. A procedure is set out in Part 1 
for dealing with local failures to agree over proposals to modify a Part 3 provision. However, the Scottish negotiators urge the local 
parties to approach such local negotiations with an open mind not determined from the outset either to veto or impose change but 
instead to negotiate with a view to reaching agreement. 

Employees within scope of the Purple Book are all employees of all Scottish Councils except those for whom other national 
negotiating machinery exists. The new Scottish agreement no longer refersto Craft Workers. All those within scope are referred to as 
“employees”. 

Where contracts of employment incorporate Scottish agreements, references to the former Craft Workers’ agreements will now be to 
the new Purple Book. Employees need to be notified accordingly, on an individual basis at a suitable opportunity. 

The new Scottish agreement does not in itself alter existing local arrangements. 

Equality of Opportunity and Equal Pay legislation suggest that there should be a significant level of alignment between the terms and 
conditions of employment of all employees of Scottish Local Authorities. 

The remainder of this circular deals with detailed transitional arrangements on: 

Pay and Grading 
Working Time arrangements 
Method and Frequency of Payment 
Bonus 

PAY AND GRADING 

10. Assimilation of existing employees to the new spinal column will be in accordance with the agreements reached in the Scottish Joint 
Negotiating Committee for Craft Operatives. (See para 1.3 of Part 3) The existing spinal column is shown in the Annex to this 
section. (Spinal column of hourly rates also to be added) 

11. The grading structures for Craft Workers will remain in effect until superseded by local arrangements. These local arrangements will 
also incorporate Apprentices. Allowances protected under this arrangement, for example tool allowance will be uprated in line with 
Scottish pay settlements. 

12. To fulfil a key objective of modernised employment practices, fair and non-discriminatory grading structures are needed at local level. 
The principles of equality demand that all employees are treated fairly and objectively. It is recommended that discussions should be 
progressed at a local level that will lead to the adoption of an agreed scheme that will be used to assess / evaluate the salary of Craft 
Workers. 

Councils should therefore review their local grading structures, including whether or not to operate a system of pay scales as opposed 
to single pay points. In conducting such a review, representatives of the recognised trade unions will be fully involved. Once such a 
review has been completed, the local grades, using Scottish spinal column points, will supersede the existing Scottish grading 
provisions. A standard protection against loss of remuneration has been agreed, for other groups of employees, and is 
recommended for use by the Scottish Joint Negotiating Committee for Craft Operatives. 

WORKING TIME ARRANGEMENTS 

15. The standard working week will be 37 hours for all full-time employees, The SJNC (Craft Operatives) recognises that the introduction 
of the 37 hour week must be achieved within the constraints imposed by the terms and conditions of existing and future contracts with 
clients. Local agreements conerning the date of implementation will therefore be required to ensure that the financial viability of 
current / ongoing/ future contracts is not prejudiced. 

The reduction to 37 hours will therefore take effect at the point when the assimilation to the new pay spine is achieved or, in 
exceptional circumstances, at the time of completion of the existing contracts. 
In implementing the provisions of the framework the local parties should endeavour to minimise costs whilst ensuring service delivery 
standards and existing levels of productivity are maintained. It is the view of the SNJC that it is in the interests of both local parties 

16. 
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that employees will maintain existing output levels where the working hours are reduced. It is the view of the SJNC that for part-time 
employees existing contractual hours should be maintained. The SNJC advises the local parties to co-operate in minimising the costs 
of reducing the working hours in order to protect jobs and services. 

From 1 July 2005 the Conditions of Service for new and existing employees will be as set out in the Purple Book. Existing grading 
provisions and pay rates for Craft Workers will continue to apply until superseded by local arrangements. 

It is recognised that some authorities have already agreed and implemented modernisation programmes. Where this is the case, 
there will be no requirement to revisit these existing / current arrangements. 

17. 

18. 

MODERNISATION OF SERVICE DELIVERY 

19. The employer, trade union representatives and the employees agree to work in partnership in order to introduce modern operating 
methods including multi tasking, 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. The corresponding 
and complimentary agreed changes in terms and conditions will be introduced on a phased basis as the new work methods are 
implemented. 

METHODS AND PERIODS OF PAYMENT 

20. 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. 

PROTECTION 

21. Protection at assimilation on to the new spinal column for all employees including bonus earners will be for three years on a cash 
conserved basis. This timescale has regard to the increased potential for equal pay claims should protection be allowed to extend 
beyond that period. 

BONUS 

22. It is important to emphasise that bonus schemes may not in themselves be discriminatory provided they meet real business objectives 
and access is available to all. Councils should therefore be free to introduce council-wide reward strategies where this is considered 
desirable (see Part 4) and following the full involvement of the trade unions. 

SERVICE 

23. Employees in post at 30 June 2005 will retain entitlement based on their service as set out in the former Craft Workers’ agreement 
operative at that date. 

SICKNESS ALLOWANCES 

24. The sickness provisions as detailed in paragraph 10 of Part 2 will apply to all employees after 1 July 2005. However, employees in 
post at 30 June 2005 will not be required to have 26 weeks continuous service in order to be entitled to the occupational sickness 
provisions. 

2 



I 

2 

€ 

10,671 
11,031 
11,409 
11,769 
12,135 
12,501 
12.927 

28 
29 
30 
31 
32 
33 
34 
35 

13,554 
13,896 
14,220 
14,466 

12 14,730 

23,034 
23,739 
24,432 
25,149 
25,857 
26,379 
27,054 
27.822 

36 
37 
38 

28,632 
29.541 

40 
41 UL,UU I I 
42 
43 
44 
45 
46 
47 
48 
49 
50 
51 

33,423 
34,173 
34,965 
35,748 
36,624 
37,461 
38,295 
39,l 62 
40,098 
40,998 



52 41,946 1 52 
53 
54 
55 
56 
57 
58 

41,946 
42,942 
43,947 
44,985 
46,083 
47,178 
48,270 

53 
54 
55 
56 

4 

42,942 
43,947 
44,985 
46.683 

S I  

58 
I 41,l 1 0  

48,270 



PART 1 - PRINCIPLES 

1. The Scottish Joint Negotiating Committee for Craft Operatives represents councils in Scotland and their Craft employees We are 
jointly committed to the local democratic control of services to the community as the primary role of local government. Our principal 
role is to reach agreement, based on our shared values on a national scheme of pay and conditions for local application in Scotland. 
The Constitution of the Scottish Joint Negotiating Committee is annexed to this Part. 

The Scottish Joint Negotiating Committee’s guiding principles are to support and encourage: 

(a) high quality services delivered by a well trained, motivated workforce with security of employment. To this end councils are 
encouraged to provide training and development opportunities for their employees; 

(b) equal opportunities in employment; equality as a core principle which underpins service delivery and employment relations; 
and the removal of all discrimination and promotion of positive action; 

a flexible approach to providing services to the communities while meeting the needs of employees as well as employers; 
and 

stable industrial relations, negotiation and consultation between councils as employers and recognised trade unions. 

2. 

(c) 

(d) 

The SJNC has a strong commitment to joint negotiation and consultation at all levels, and to this end encourages employees to join 
and remain in recognised unions. Co-operation between employers, employees and unions will help ensure the successful delivery of 
services. Councils are therefore encouraged to provide facilities to allow recognised Trade Unions to organise effectively for 
individual and collective representation. 

In addition to this Part, the Scottish framework consists of: 

3. 

4. 

PART 2 Key Scottish provisions which are for application by all Councils to all employees covered by the SJNC. They are basic 
provisions which constitute a standard throughout Scotland. 

Other Scottish provisions which may be modified by local negotiation. The party proposing change must state in writing 
what changes are sought and why and the parties must then seek to reach agreement, normally within three months. 
Where agreement is not possible, either party may refer the failure to agree to the joint secretaries (or other mutually 
agreed persons) for conciliation. 

If the conciliation is unsuccessful, the joint secretaries may recommend further procedures for resolution of the difference, 
including external conciliation, mediation or binding ACAS arbitration. The above procedures should, if possible, be 
completed normally within a further three months. 

PART 3 

PART 4 JOINT ADVICE 

This covers agreed guidance on good practice on a number of issues. 
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ANNEX - CONSTITUTION 

SCOTTISH JOINT COUNCIL FOR CRAFT OPERATIVES 

CONSTITUTION 

1 NAME OF ORGANISATION 

The Council will be known as the Scottish Joint Council for Crafl Operatives. 

2. AREA OF OPERATION 

The Council will operate in Scotland. 

3. SCOPE 

The Council will cover all employees of local government in Scotland. 

4. MEMBERSHIP 

(a) 

(b) 

( 4  

The Council will have 30 members. 70 will be appointed to represent the employers and 20 to represent the employees. 

The 10 employers' representatives will be appointed by the Convention of Scottish Local Authorities. 

The 20 employees' representatives shall be appointed as follows:- 

UCA TT f 0  representatives 
AEEU 5 representatives 
GMB 2 representatives 
TGWU 3 representatives 

If any of the bodies referred to in paragraphs (b) and (c) do not appoint the number of their representatives provided for by 
the constitution, failure to appoint will not invalidate the decisions of the Council. 

In the event of a member of the Council or any of its sub-groups being unable to attend any meeting, the body represented 
by the member will be entitled to appoint a substitute to attend the meeting. A substitute for a member of a sub-group will 
be appointed only from amongst the remaining members of the Council. 

The members of the Council shall retire on 30 September, in each year, and be eligible for re-appointment. 

If a vacancy arises, a new member will be appointed by the body who the previous member represented and will be a 
member until the end of the period for which the previous member was appointed. 

(a 

(e) 

(9 

(9) 

5. FUNCTIONS OF COUNCIL 

Scottish local government employers and trade unions plan to develop'a fair and progressive employment agenda to support 
innovative quality service delivery. This principle will underpin all of the Council's agreements and activities. 

The functions of the Council are as follows:- 

* To support and develop a national framework which will contribute to the development of a highly skilled and motivated 
workforce. 

To negotiate sustainable collective agreements on employment related matters. * 

To promote and support the application of such agreements for local government and its employees 

To promote co-operation between employers and recognised unions throughout local government. 

To support the promotion of equality and the elimination of discriminatory practices in employment. 

To support the development and adoption of local codes of practice to cover the conduct and obligations of employees and 

To support the development and implementation of training and development initiatives and to ensure their integration into 

To provide advice and assistance to councils, recognised unions and employees on employment related issues. 

To settle differences of interpretation andlor application of the national agreement that cannot be resolved locally. 

* 

* 

* 
employers. 

broader employee development strategies. 
* 

* 

* 

* To provide a national conciliation service for the resolution of disputes that cannot be resolved locally. 

* To undertake any activity incidental to the above. 
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6. SUB-GROUPS 

The Council may establish, from its own membership sub-groups as it considers necessary. Reports from the sub-groups will be 
submitted to the Council. The Council when establishing a sub-group may delegate special powers to the sub-group, in such cases 
reports to the Council will be submitted for information. 

9. 

10. 

11. 

12. 

13. 

14. 

15. 

OTHERS INVITED TO ATTEND MEETINGS 

The Council or a Sub-Group may invite any persons whose special knowledge would be of assistance to attend and speak at its 
meetings. Such persons will not have the power to vote. 

CONVENER AND VICE CONVENER 

The Council will appoint from amongst its membership a convener and vice convener who will retire in the same manner as provided 
for members in Clause 4. Convenership of the Council will be held in alternative years by a member of the Employers' Side and a 
member of the Employees' Side. 

In the absence of the convener, the vice convener shall preside at the meetings of the Council. If neither the convener nor the vice 
convener is present, a chair will be elected for the meeting. 

The convener will have a vote but not a casting vote. 

The convener and vice convener will be members of all sub-groups established by the Council 

OFFICERS 

The Council will appoint joint secretaries, and any other officers as it thinks fit. These officers will retire in the same manner as is 
provided for members in Clause 4 and will be eligible for re-appointment. 

MEETINGS 

The annual meeting of the Council will be held during the month of October. 

Ordinary meetings of the Council will be held as often as may be necessary. 

The convener will call a special meeting of the Council if so requested by either side. The notice summoning the meeting will State 
the nature of the business to be transacted and other matters shall be discussed. The meeting will take place within 14 days of a 
requisition being received by one of the Joint Secretaries. 

VOTING 

Voting at Council and Sub-Group meetings will be by show of hands or otherwise as the Council or Sub-Group determines. No 
resolution will be carried unless it is approved by the majority of the members present and voting on each side of the Council or sub- 
group. 

NOT ENOUGH MEMBERS PRESENT 

If fewer than one third of the members of the Council divided equally between the two sides are present at the start of the meeting, the 
convener will declare the meeting closed and the business then under discussion shall be the first business to be discussed at the 
next meeting of the Council. The required number of members to be present at a meeting of a Sub-Group will be determined by the 
Council. 

NOTICE OF MEETINGS 

All notices of meetings of the Council and of sub-groups will be sent by post to the respective members at least seven days before the 
meeting. 

FINANCE 

The administrative expenses of the Council (excluding expenses of representatives which shall be met by the respective Sides) and 
its Sub-Groups shall be borne equally by the two Sides. 

AMENDING THE CONSTITUTION 

The constitution may only be amended with the agreement of the Convention of Scottish Local Authorities, and the three unions 
referred to in paragraph 4(c). 
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16. ARBITRATION 

In the event of a dispute over terms and conditions of employment arising between the two Sides of the Council the dispute will, if 
requested by either Side, be referred for settlement by arbitration to ACAS. The arbitration award will be accepted by both Sides 
and be treated as though it were an agreement between the two Sides. 
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PART 2 - KEY SCOTTISH PROVISIONS 

1. EQUALlTlES 

1.1 Employees will be afforded equal opportunities in employment irrespective of disability, gender, race, religion, age, sexuality 
and marital status. 

Councils will ensure that discriminatory practices are identified and removed and non-discriminatory practices introduced in 
all areas of employment including recruitment, training and promotion. Lawful positive action initiatives should be 
considered to achieve and maintain a representative workforce. 

All councils will adopt a policy promoting equality of opportunity in employment. 

Conditions are equally applicable to all employees irrespective of hours worked. 

1.2 

1.3 

1.4 

2. OFFICIAL CONDUCT 

2.1 

2.2 

Employees will maintain conduct of the highest standard such that public confidence in their integrity is sustained. 

Local codes of practice will be developed to cover the official conduct and the obligations of employees and employers. 

3. TRAINING AND DEVELOPMENT 

3.1 Training and development to meet both the individual needs of employees and the corporate needs of councils should be 
placed firmly in the forefront of councils' service delivery plans. Employers and recognised unions shall co-operate to 
establish and implement local schemes on training and development. All training and development provision should be 
planned, delivered and monitored on the basis of equality of access for all, including part-timers. Resources for training and 
development should be shared equitably across all categories of employee and occupational groups. Employees attending 
or undertaking approved trainingland or development are entitled to payment of normal earnings, all prescribed fees and 
other relevant expenses arising. 

4. HEALTH, SAFETY AND WELFARE 

4.1 

4.2 

Councils have a duty to comply with the law governing the health, safety and welfare of employees, including the conditions 
under which they work and the provision and maintenance of necessary protective clothing. 

Employees have a duty to take care of themselves and others affected by their activity at work and to co-operate with 
employers' actions taken to meet their duties under the relevant Regulations. 

5. PAY AND GRADING 

5.1 The pay and grading of jobs must be fair and non-discriminatory, complying with equal pay legislation and associated 
Codes of Practice and it is recommended that discussions should be progressed at a local level that will lead to the 
adoption of an agreed scheme that will be used to assess I evaluate the salary of Craft Workers. 

6. 

7. 

5.2 The basic pay of each employee will consist of either a point or points on the new Scottish pay spine. If a common system 
for all employees is not adopted locally, there needs to be objective justification for any distinction between those jobs paid 
on scales and those which are paid on single pay points. 

Employees dissatisfied with the grading of their job are entitled to appeal for a reconsideration of the grading. Procedures 
will be agreed locally to deal with such appeals. While there is no general right of appeal to the SJNC where there are 
matters of dispute regarding an individual's rights under the scheme, it is agreed there will be a joint mechanism to deal with 
this. 

Local arrangements will be agreed with the recognised trade unions to recognise temporary additional duties where 
employees act up in the absence of more senior employees. 

5.3 

5.4 

MODERN EMPLOYEE PRACTICES 

During the term of this agreement a modern employees practices scheme incorporating multi tasking will be developed by mutual 
agreement with management and 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. The ability of the employer to sustain and develop the 
delivery of services that meet the demands of citizens will depend upon the modernisation of work practices and the maximisation of 
output levels. Employers and Trades Unions will work together to ensure the achievement of best value at all times. 

WORKING TIME ARRANGEMENTS 

6.1 

6.2 

The working time arrangements are as set out in paragraph 15 of the Implementation Agreement. 

Employees who are required to work non-standard patterns of work will be compensated in accordance with the provisions 
of Section 2 of Part 3. 

6.3 

6.4 

Variations to the established working week or patterns of work will be reasonable and subject to adequate notice. 

Working arrangements will comply with relevant Health and Safety legislation, including the European working time directive 
and its associated UK legislation. 
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7. LEAVE 

Public Holidays 

7.1 General and public holidays recognised by the council for its employees will be granted as holidays with pay. By local 
agreement some of these may be added to annual leave. 

Annual Leave 

7.2 

7.3 

7.4 

7.5 

7.6 

7.7 

7.8 

7.9 

Each council will fix a definite leave year. 

The minimum paid full annual leave entitlement is twenty days. An employee who has at least five years continuous service 
at the commencement of the leave year qualifies for a further five days annual leave. 

The entitlements to annual leave and public holidays as expressed above applies to five day working patterns. For 
alternative working patterns equivalent leave entitlements will be calculated. 

The annual leave entitlement of employees leaving or joining a council will be proportionate to their completed service 
during the leave year. 

Where an employee has been absent through illness for a period exceeding three months the council will have discretion to 
limit the annual leave to an amount equal to the period of actual service given during the leave year, provided the period of 
annual leave does not fall below the statutoty minimum (currently 20 days). 

Calculating Leave Entitlement 

For the purpose of calculating leave (annual and public holidays) entitlements may where necessary be expressed in hours 
over the leave year. 

Special Leave 

7.8.1 

7.8.2 

7.8.3 

7.8.4 

7.8.5 

7.8.6 

Additional Leave 

Additional leave with or without pay may be granted in special circumstances at the discretion of the council 

Public Duties 

Paid leave of absence will be granted for employees undertaking jury service and paid leave of absence, with the 
approval of the council, will be granted to employees serving on public bodies or undertaking public duties. 
Where an allowance is claimable for loss of earnings the employee should claim and pay the allowance to the 
employing council. 

Health 

Employees will be entitled to take such reasonable time off without loss of pay as is required for the purpose of 
preventative medical examination. 

Maternity Support Leave 

Maternity support leave of five days with pay will be granted to the child's father or the partner or nominated carer 
of an expectant mother at or around the time of birth. The nominated carer is the person nominated by the 
mother to assist in the care of the child and to provide support to the mother at or around the time of birth. 

Child Care and Dependants 

Councils should be encouraged to develop policies which recognise the particular requirement of employees with 
responsibilities for children and dependants. 

Adoption Leave 

Councils should introduce adoption leave for employees adopting children. 

Definition of Pay 

For the purposes of 7.1 to 7.8 above pay includes any regular payment made under the contractual provisions of an 
employee's terms and conditions of employment. 

8. PART TIME EMPLOYEES 

8.1 All employees will be treated equally regardless of hours worked including: 

(a) training and development - where part time employees should have access equal to that of full time employees 
and when on training courses outside their contracted daily hours shall be paid on the same basis as full time 
employees. 

the car allowance scheme - which applies to part time employees in full on the same basis as full time 
employees. 

(b) 
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9. TEMPORARY EMPLOYEES 

9.1 Temporary employees shall receive pay and conditions of service equivalent to that of permanent employees. 

10. SICKNESS PROVISIONS 

10.1 Sickness Allowances 

10.1.1 

10.1.2 

10.1.3 

10.1.4 

10.1.5 

10.1.6 

The provisions relating to sickness allowances which are payable by the council are set out in sub-clause 10.2.4. 
These allowances are complementary to the statute based payments which an employee may receive and are 
subject to a range of conditions, many of which are additional to those applying to the statute based payments. 

An employee is not entitled to receive sick pay under the scheme unless: 

0) 

(ii) 

(iii) 

(iv) 

(V I  

notification is made immediately to the person identified for this purpose by the council; 

further notification is made as required by the council; 

a doctor’s statement is submitted to the council not later than the eighth calendar day of absence; 

subsequent doctor’s statements are submitted as necessary; 

in cases where the doctor’s statement covers a period exceeding fourteen days or where more than 
one statement is necessary, the employee must, before returning to work submit to the council a final 
statement as to fitness to resume duties: 

(vi) on return to work the employee signs a statement detailing the reasons for absence for all absences 
up to and including seven days. 

Where, for the purpose of qualifying for sick pay under the scheme, a council requires a doctor’s statement from 
an employee, the council will, with exception of 10.1.2 iii-v above, reimburse the employee the costs of such a 
statement on the provision of a receipt. 

An employee who falls sick during the course of annual leave will be regarded as being on sick leave from the 
date of a doctor’s statement. 

Where an employee is receiving sick pay under the scheme, sick pay will continue if a public or extra statutory 
holiday falls during such sickness absence. No substitute public or extra statutory holiday will be given. Where 
an employee has exhausted sickness allowance entitlement, no payment should be made in respect of a public 
holiday occurring during the period of absence. 

Widows and married women exercising their right to be excepted from the payment of full-rate National Insurance 
contributions shall be deemed to be insured in their own right for all National Insurance benefits. 

10.2 Exclusion from Entitlement 

10.2.1 There is no entitlement to sickness allowance if an employee: 

has less than 26 weeks continuous service; 

goes sick during a stoppage of work at the place of employment due to a trade dispute, unless the 
employee has not taken part in the trade dispute and has no direct interest in it; 

on the first day of sickness has already exhausted or subsequently exhausts sickness allowance 
entitlement (see sub-clause 10.2.4); 

on the first day of sickness is in legal custody or is subsequently taken into legal custody; 

fails to satisfy or to continue to satisfy the notification or certification requirements; 

is absent on maternity leave; 

terminates or has their contract of employment terminated. 

Note: 

The provisions of this scheme cease to apply to an employee whose contract of employment is terminated in pursuance of 
the provision of the Superannuation Act applicable to the case, whether by reason of permanent ill health or infirmity of 
mind or body or by reason of age; this is however without prejudice to the right of an employee whose employment is 
terminated by reason of permanent ill health or infirmity to receive the period of notice specified in the contract of service 
where appropriate. 

10.2.2 Sick pay may be suspended if an employee abuses the sickness scheme or is absent on account of (i) sickness 
due or attributable to deliberate conduct prejudicial to recovery; or (ii) the employee’s own misconduct or neglect; 
or (iii) active participation in professional sport; or (iv) injury while working in the employee’s own time on their 
own account for private gain or for another employer. The council will advise the employee of the ground for 
suspension and the employee will have a right of appeal to the appropriate committee of the council. If the 
council decides that the grounds were justified then the employee will forfeit the right to any further payment in 
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respect of that period of absence. Repeated abuse of the sickness scheme should be dealt with under the 
disciplinary procedure. 

An employee who is paid any damages as the result of an accident will be required to re-pay any sickness 
allowance advanced, either in total or the proportion thereof represented in the amount of damages received. 
Any period of absence in such a case where a refund of the advance is made in full, will not be treated as 
sickness absence. 

Payment and Period of Entitlement 

An employee's entitlement to sickness allowance will depend on length of continuous service as follows: 

10.2.3 

10.2.4 

Service at 
commencement 
of absence from 

Full Half 
Allowance Allowance 

for for 
duty 

Less than 26 
weeks 
26 weeks or more 
but less than 1 year 
1 year but less than 
2 years 
2 years but less 
than 3 years 
3 years but less 
than 5 years 
5 years and over 

In exceptional circumstances there shall be local discretion to extend the period of full allowance or half 
allowance provided for in this paragraph. 

The period during which sick pay will be paid, and the rate of sick pay, in respect of any period of absence will be 
calculated by deducting from the employee's entitlement on the first day the aggregate of periods of paid absence 
during the twelve months immediately preceding the first day of absence except that neither the aggregate nor 
the twelve month period shall include any periods of absence on unpaid leave. The aggregate of such previous 
periods of sickness allowance shall be deducted in the first instance from the full allowance period and the 
balance from the half allowance period to which the employee is entitled in respect of the latest absence. 

Nil Nil 

5 weeks 5 weeks 

9 weeks 9 weeks 

18 weeks 18 weeks 

22 weeks 22 weeks 

26 weeks 26 weeks 

10.3 Calculation of Allowance 

10.3.1 In the case of full pay periods sick pay will be an amount which when added to Statutory Sick Pay and Incapacity 
Benefit receivable will secure the equivalent of normal pay. 

In the case of half-pay periods sick pay will be an amount equal to half normal earnings plus an amount 
equivalent to Statutory Sick Pay and Incapacity benefit receivable, so long as the total sum does not exceed 
normal pay. 

10.3.2 

10.3.3 Definition of Normal Pay 

Normal pay includes all earnings that would be paid during a period of normal working but excluding any 
payments not made on a regular basis. 

10.3.4 The social security benefits to be taken into account for the calculation of sick pay are those to which an 
employee is entitled on the basis that the employee has satisfied so far as is possible: 

(0 

(ii) the claiming of benefits; 

(iii) 

In the case of employees over 65 years of age, the full allowance shall be a sum which when added to any 
additional payment (including dependant's allowances), by way of National Insurance benefit or State pension, 
which the employee receives in consequence of being absent from duty through sickness, shall secure to the 
employee a sum equal to normal pay. 

the conditions for the reporting of sickness as required by the council; 

the obligation to declare any entitlements to benefits and any subsequent changes in circumstances 
affecting such entitlement. 

10.3.5 

10.4 Sickness or Disablement due to an Accident in the Course of Employment 

Absence in respect of normal sickness is entirely separate from absence through industrial disease or injury arising out of or 
in the course of employment with a council. Periods of absence in respect of one will not be offset against the other for the 
purpose of calculating entitlements under the scheme. 

An absence due to an accident will only qualify for payment under this paragraph when an entry in the Accident Book (Form 
81 510) approved for the purposes of the Social Security Act 1975 is appropriate and has been completed, and in the 
subsequent investigation by the council the facts so recorded are found to be accurate. 
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- Note: 

Every effort must be made to ensure that all accidents are entered in the Accident Book (Form BI 51 0) including those 
where the employee, as a result of the accident, is unable to make the entry personally. In circumstances where no entry is 
made at the time of the accident, the council should not unreasonably refuse the payment of industrial injury allowance. 
The council will still need to carry out the required investigation into the accident to establish the facts. If that investigation 
establishes that an accident took place arising out of or in the course of employment, the employee will nonetheless be 
entitled to the industrial injury allowance, despite the fact that no entry has been made in the Accident Book. 

10.5 Medical Examination 

An employee will, if required by the council at any time, submit to a medical examination by a medical practitioner 
nominated by the council, subject to the provisions of the Access to Medical Reports Act 1988 where applicable. Any costs 
associated with the examination will be met by the employing council. Where it is necessary to obtain a second medical 
opinion, it should be provided by an independent medical referee as nominated by the council. 

10.6 Infectious Diseases 

An employee who is prevented from attending work because of contact with infectious disease will advise the Head of 
Department immediately and will be entitled to receive normal pay. The period of absence on this account will not be 
reckoned against the employee's entitlements under this scheme. 

10.7 Absence Management 

An integral part of the sickness provisions includes the effective management of sickness absence. To that end Absence 
Management Guidelines will be developed and agreed locally. 

11. MATERNITY SCHEME 

11.1 

11.2 

11.3 

11.4 

11.5 

Application of Scheme 

The occupational maternity scheme will apply to all pregnant employees regardless of the number of hours worked per 
week. 

Initial Obligations on the Employee 

An employee will notify their council in writing and at least 21 days before her absence begins or as soon as is reasonably 
practicable. 

(a) that she is pregnant and indicate the expected week of childbirth (EWC) (a council can request the employee to 
produce a certificate from a registered medical practitioner or a certified midwife stating the expected week of 
childbirth); and 

if requested by the council, of the date of the beginning of her absence. ( 4  

Ante-Natal Care 

Any pregnant employee has the right to paid time off to attend for ante-natal care and must produce evidence of 
appointments if requested to do so by her council. 

Maternity Leave Entitlement 

(a) Employees who have less than one year's continuous service at the beginning of the 1 I th  week before the EWC 
will have an entitlement to remain absent for up to 18 weeks. (This is called the ordinary maternity leave period.) 

At the discretion of the council the employee may be allowed leave without pay in exces of the 18 week period. 

Employees who have completed at least one year's continuous service at the beginning of the 11 th week before 
the EWC will have an entitlement to 18 weeks' leave of absence with pay (see para 11.5 below) and to remain 
absent for up to 29 weeks from the beginning of the week in which childbirth occurs. (This is called the additional 
maternity leave period.) 

Maternity leave will commence no earlier than 11 weeks before the EWC or from the time of childbirth if that is 
earlier. 

(b) 

(c) 

Maternity Pay 

(a) Payments for employees who have less than one year's continuous service at the beginning of the 1 I th  week 
before the EWC will be the employee's entitlement to Statutory Maternity Pay (SMP). 

Payments for employees who have completed not less than one year's continuous service at the 11 th week 
before the EWC will be as follows:- 

(i) 

(b) 

For the first six weeks of absence an employee will be entitled to nine-tenths of a weeks pay offset against 
payments made by way of SMP or Maternity Allowance (MA) where eligible. 
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(ii) For the subsequent 12 weeks the employee will be paid half a weeks pay without deduction except by the 
extent to which the combined pay and SMP (or MA and any dependants’ allowances if the employee is not 
eligible for SMP) exceeds full pay. 

(iii) For employees not intending to return to work payments during the subsequent 12 weeks will be the 
employee’s entitlement to SMP. 

(iv) Payments made by the council during maternity leave under (ii) above will be made on the understanding 
that the employee will return to council employment for a period of at least three months, which may be 
varied by the council on good cause being shown and, in the event of the employee not doing so, they will 
refund the monies paid, or such part thereof, if any, as the council may decide. Payments made to the 
employee by way of SMP are not refundable. 

11.6 Right To Return To Work 

(a) An employee has the right to return to the job in which she was employed under her original contract of 
employment and on terms and conditions not less favourable than those which would have been applicable to her 
if she had not been absent. “Job”, for this purpose, means the nature of the work which she is employed to do 
and the capacity and place in which she is so employed. 

However, where it is not practicable by reason of redundancy for the council to permit the employee to return to 
work in their job as defined in (a) above the employee is entitled to be offered a suitable alternative vacancy 
where one exists, provided that the work to be done in that post is suitable and appropriate to the circumstances, 
and that the capacity and place of employment and terms and conditions of employment are not substantially less 
favourable than if the employee had been able to return to the job in which they were employed prior to their 
absence. 

However, suitable alternative employment may also be offered in exceptional circumstances other than 
redundancy (e.g. a general reorganisation) which would have occurred if the employee had not been absent, and 
necessitate a change in the job in which they were employed prior to their absence. The work to be done should 
be suitable to them and appropriate to the circumstances and the capacity and place of employment and the 
terms and conditions of employment should not be less favourable than if the employee had been able to return 
to the job in which they were employed prior to their absence. 

(b) 

(c) 

11.7 Exercise of the Right to Return to  Work 

(a) Employees who have less than 1 year’s continuous service 

An employee who qualifies for leave under paragraph 11.4(a) will notify the council at least seven days before the 
day on which they propose to return of the date of their intended return if this is before the end of the 18 weeks 
ordinary maternity leave period. If the employee attempts to return to work earlier than the end of the 18 week 
period without giving the appropriate notice, the Council may postpone her return by up to 7 days to a date no 
later than the end of (18 weeks) ordinary maternity leave period. 

Employees who have completed not less than 1 year’s continuous service 

(i) 

(b) 

Councils may write to an employee no earlier than 15 weeks after the start of the maternity leave period to 
confirm the child’s date of birth and ask whether she is still intending to return to work after the 29 weeks 
additional maternity leave period. The letter must explain how the end of the additional maternity leave 
period is calculated and state that the employee must reply in writing within 21 days of receiving the letter. 
The employee must also be informed that if she fails to respond to the letter she will not have protection 
against detriment or dismissal on grounds of taking the additional maternity leave. 

(ii) An employee who qualifies for leave under paragraph 11.4(b) will notify the council at least 21 days before 
the day on which they propose to return, of the date of their intended return if this is before the end of 29 
weeks additional maternity leave period. If the employee attempts to return to work earlier than the end of 
the 29 weeks without giving the appropriate notice, the Council may postpone her return by up to 21 days to 
a date no later than the end of the additional maternity leave period. 

., . .  

(cl  All employees 

(i) 

(ii) 

Where an employee is unable to return to work on the expected date due to sicknessi the normal notification 
and certification provisions of the Council’s sickness scheme will apply. 

If because of an interruption of work, (whether due to industrial action or some other reason) it is 
unreasonable to expect an employee to return on the notified day, they may instead return when work 
resumes, or as soon as reasonably practicable thereafter. 

(iii) If no date of return has been notified by the employee and there is an interruption of work (whether due 
to industrial action or some other reason) which makes it unreasonable to expect the employee to 
return to work before the end of the maternity leave period and in consequence they do notify a date of 

council that they intend to return at any time before the end of 14 days from the end of the interruption. 
return, the employee may exercise their right to return by giving at least 7 days written notice to the c 

11.8 Relationship With Sickness and Annual Leave 

(a) 

(b) 

As maternity leave is not to be treated as sick leave it will not therefore be offset against other service based 
entitlements such as sick leave. 

Authorised maternity leave will be regarded as continuous service on the employee’s return to work. 
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11.9 

11.10 

11.11 

Definitions 

(a) A Week's Pay 

The term "a week's pay" for employees whose remuneration for normal working hours does not vary with the 
amount of work done in the period, is the amount payable by the council to the employee under the current 
contract of employment for working their normal hours in a week. Where there are no normal working hours, a 
week's pay is the average remuneration in the period of 12 weeks preceding the date on which the last complete 
week ended, excluding any week in which no remuneration was earned. 

(b) Childbirth 

Childbirth means the live birth of a child, or a still birth after a pregnancy lasting at least 24 weeks. 

Return to  Work When Employee Terminates Employment 

Where an employee has terminated their employment due to pregnancy or childbirth, but the child does not live, they will be 
entitled to return to work but without the right to return to the same post at the same grade and salary as applied 
immediately prior to the termination of employment unless the council determines that this is not practicable. 

However, an employee will not be entitled to return to employment with the council in accordance with this paragraph 
unless:- 

a suitable vacancy exists; and 

they submit in writing a doctor's statement that they are medically fit to return, if such a statement is required by 
the council: and 

they satisfy the requirements of paragraph 11.7 above in respect of the timing of their return to work. 

Nothing in the above provisions shall be construed as providing rights less favourable than statutory rights. 

12. CONTINUOUS SERVICE 

12.1 For the purposes of entitlements regarding annual leave, the occupational sickness scheme and the occupational maternity 
scheme continuous service will include continuous previous service with any public authority to which The Redundancy 
Payments (Continuity of Employment in Local Government, etc.) (Modification) Order 1999 applies as amended. 

Where an employee returns to local government service following a break for maternity reasons they will be entitled to have 
previous service taken into account in respect of the sickness and maternity schemes provided that the break in service 
does not exceed eight years and that no paid employment has intervened. For the purpose of the calculation of entitlement 
to annual leave the eight years time limit does not apply provided that no paid employment has intervened. 

12.2 

13. PERIOD OF NOTICE TO TERMINATE EMPLOYMENT 

13.1 Employer 

The minimum periods of notice to be given by an employer are governed by the Employment Rights Act 1996: 

Continuous Service Period of Notice 

One month or more but less 
than two years 

Two years or more but less 
than twelve years 

Twelve years or more 

Not less than one week 

Not less than one week for 
each year of continuous 
service 

Not less than twelve weeks. 

13.2 Employee 

The minimum period of notice to terminate employment given by an employee will be the ordinary period from one pay 
period to the next. 

14. GRIEVANCE PROCEDURES 

14.1 The council should ensure that all employees are aware of the person to whom they should apply in the event of their 
having a grievance and of the procedure to be followed in that instance. These procedures should accord with ACAS 
guidance. 

15. DISCIPLINARY PROCEDURES 

15.1 The council should ensure that all employees are aware of the disciplinary rules and procedures that apply. All employees 
should also be aware to whom they can apply if they are dissatisfied with any disciplinary decision. These procedures 
should accord with legal requirements and with the ACAS Code of Practice and guidance. 
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16. TRADE UNION FACILITIES 

16.1 Councils shall provide the recognised trade unions with facilities necessary to carry out their functions in accordance with 
the ACAS Code of Practice. This will include paid leave of absence to attend relevant meetings concerned with the work of 
the SJNC and the 
operation of a check off system whereby, with the consent of the individual, trade union dues are deducted from pay. 

17. DISTANT ISLANDS ALLOWANCE 

17.1 An annual allowance shall be paid to employees employed by island councils and to those based on Tiree, Col1 and 
Colonsay. 

18. CAR ALLOWANCES 

18.1 Where a council authorises an employee to use a private car on official business, the employee will receive an allowance in 
accordance with the Inland Revenue rates. 

19. FIRST AID ALLOWANCE 

19.1 An allowance shall be paid to employees who are required by their council to hold a current certificate in first aid. 

20. REIMBURSEMENT OF EXPENDITURE 

20.1 Employees necessarily incurring additional expense in the course of their work in respect of travel, meals or overnight 
accommodation will be reimbursed approved expenses, subject to appropriate evidence of expenditure being produced. 

Employees will be reimbursed the additional costs arising from a compulsory change in their place of work, establishing 
approved items of expenditure and periods of reimbursement. 

Where a council requires an employee to possess a Heavy Goods Vehicle, Passenger Service Vehicle andlor other special 
driving licence, the council shall meet the costs. 

20.2 

20.3 
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PART 3 - OTHER NATIONAL PROVISIONS 

1 PAY AND GRADING AND ENHANCEMENT PROVISIONS 

1 . I  Scottish grading provisions of the Craft Workers Agreement remain as part of the new Scottish agreement until superseded by 
local arrangements. The enhancement provisions as contained in the former Craft Worker Schemes will remain in place until 
superseded by local negotiations. 

1.2 

1.3 

Until the local negotiations are completed the existing weekly rates for Craft Workers will be updated at 1 July in any year, 
in line with any pay increases which are negotiated. 

All councils will aim to have succesfully completed their local negotiations and assimilated all employees to the new spinal 
column of hourly rates by 1 July 2006. Any other hourly rates, not on this new spinal column, can only be used as 
recruitmenthaining rates. Immediately an employee is undertaking the full range of duties and responsibilities the rate for 
the job will be applied. 

2. WORKING ARRANGEMENTS 

2.1 The arrangement of the working week shall be determined by the council in consultation with the recognised unions with a 
view to reaching agreement. Based on service needs, the working week of individual employees may vary from the 
standard of 37 hours provided that the individual's average over a pre-determined period does not exceed the standard 
working week over the same period and shall not exceed an average of 48 hours except by agreement. 

In determining working arrangements to suit the needs of the service, councils should take into account the circumstances 
of individual and groups of individuals. Working time arrangements should avoid (a) short notice changes to rostered or 
expected patterns of work (b) excessive hours in any particular week and (c) unnecessarily long periods over which the 
weekly hours are arranged. 

Councils shall have discretion to pay inclusive rates of pay for non-standard working patterns to take all the features of the 
job into account. Where inclusive scales are not in operation the previous provisions will apply as stipulated in paragraph 
1 .I above until local negotiations are concluded. 

2.2 

2.3 

3. TRAINING AND DEVELOPMENT 

3.1 Purpose of the Training and Development Function 

Training and development to meet the identified corporate needs of councils and the needs of employees should be placed 
firmly at the forefront of councils' service delivery plans to improve both service delivery and organisational performance 
through employee development. 

It is recognised that effective and efficient organisations are created through the integration of training and development 
with the service. 

Employers and recognised unions should co-operate to establish and implement local policies, strategies, procedures and 
agreements on training and development. 

All training and development provision must be planned, delivered and monitored on the basis of equality of access for all. 
Available resources for training and development will be shared equitably according to agreed need. 

3.2 Policy Statements 

Councils should provide a written employee training and development policy which should be communicated effectively to 
all employees via management and recognised trades unions. 

The written policy will normally include, statements of: 

commitment to the training and development of all employees 

responsibility and authority for the training and development of all employees 

the relationship between training and development policy and the council's equal opportunity policy 

levels of responsibility and authority for the training and development of employees 

on the council's policy for the payment of fees and expenses for training and development activity, including 
examinations and workplace assessment costs 

the council's policy for the repayment of expenses incurred by individuals participating in training and development, 
examinations and/or workplace assessment activity. 

The council's written policy will also normally include, information on the processes relating to: 

identifying corporate and individual training and development needs 

the process of validation and accreditation 

resource allocation for training and development 
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evaluation and monitoring processes 

how training and development policy links to corporate and service plans 

identifying corporate and individual training and development needs 

the council's equal opportunities policy. 

3.3 Needs Identification 

Assessment and analysis of the training and development needs of all employees will inform training and development 
plans. 

These plans should be updated on a regular basis in line with corporate and service plan. 

These plans should describe how the council's training and development needs will be met and should identify, at 
organisational, team and individual levels: 

0 key objectives 
0 targets 
0 priorities 

0 responsibilities. 

Job Related Training and Development 

Training and development can include job related development and processes to develop employees beyond their current 
job functions. Job related development includes: 

0 induction to the organisation 
0 induction to the job 
0 job related skills training 

0 lifelong learning. 

0 resources 

3.4 

0 Adult Essential Skills, incorporating basic numeracy and literacy 

3.5 Development Beyond the Current Job Function 

Development beyond the immediate job function is important to prepare employees for planned and potential roles to meet 
the changing needs of the employment market. The process of developing employees out-with their current job function will 
be wide and varied and could include: 

open/flexible learning 
mentoring. 

3.6 Paid Leave of Absence 

All employees are entitled to paid leave of absence for the purpose of sitting approved examinations or other forms of 
assessment in relation to recognised qualifications. 

In addition, leave may be granted for the purpose of a final revision or preparation for approved examinations or 
assessment. 

Where the examination or assessment for an approved course of study falls within normal working hours all employees, will 
be entitled to time off with pay. 

3.7 Responsibilities 

A policy statement with regard to responsibility for training and developing all employees must be clearly identified and 
understood throughout the authority, starting at the top. Policy statements with regard to responsibilities for training and 
development of all employees should include the statements of the process to ensure that: 

managers are effective in carrying out their duties and responsibilities for training and development of all employees 

managers are actively involved in supporting all employees to meet their agreed training and development needs 

all employees are encouraged to help identify and meet their job related training and development needs. 

3.8 Financial Assistance 

Employees participating in approved training and/or developments are entitled to payment of normal earnings, all 
prescribed fees and other relevant expenses arising from these activities. 
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4. PAYMENTS TO EMPLOYEES IN THE EVENT OF DEATH OR PERMANENT DISABILITY ARISING FROM ASSAULT 

4.1 Councils will make payments in accordance with sub-paragraph 4.2 to an employee (or, in the event of death, jointly to the 
dependants of the employee) in the event of death or permanent disablement of the employee arising from a violent or 
criminal assault in the course, or as a consequence, of their employment. 

The amounts payable are as follows:- 

(i) 

4.2 

In the event of death within twelve months from the date of the assault and, in the opinion of the council, by 
reason thereof, where the employee has left one or more dependants, the equivalent of five years' gross 
remuneration at the rate applying at the date of assault or f35,000, whichever is the greater. Where the 
employee has left no dependants, the sum of f950 shall be payable. 

In the event of permanent total or partial disablement as a result of the assault the percentage specified in the 
scale set out in paragraph 4.4 below, of five times gross remuneration applying at the date of the assault or 
E35,000, whichever is the greater, provided that such payments shall, at the discretion of the council, be reduced 
by the amount of any damages, or compensation recoverable in respect of the particular injuries. 

(ii) 

- Note: "Dependants" in this paragraph means (a) spouse residing with the employee at the date of death or, if not 
residing, wholly or substantially supported by the employee: andlor (b) a child who was wholly or mainly 
dependant on the employee at the date of death and who has either not attained the age of 17 or who has since 
attaining the age of 17 has been engaged continuously in full time education or in training for a trade, profession 
or vocation; andlor (c) where they are wholly or substantially supported by the employee, a parent, brother or 
sister, or a son or daughter in excess of the limits referred to in (b) above. 

4.3 A council may elect to pay amounts exceeding those specified in 4.2 above if it is considered to be reasonable to do so or 
from providing also for circumstances other than assault if the council is satisfied that such a provision can lawfully be 
made. 

4.4 Scale of Compensation 

(i) Death total and irrecoverable loss of all sight in one or both eyes, total loss by physical severance or complete loss of 
use of one or both hands or feet at or above wrist or ankle, occurring within twelve months from the date of the assault 

100% 

(ii) Permanent total and absolute disablement (other than as stated at (i) above) from engaging in or giving attention to 
any profession or occupation of any kind 

100% 

(iii) Permanent partial disablement (not otherwise provided for above) the percentage of the capital sum set against the 
degree of disablement in the following table. 

Total loss of hearing in both ears 40% 
10% 
20% 
30% 
25% 
20% 
15% 

Total loss of hearing in one ear 

Complete loss of use of hip or knee or ankle 

Removal of the lower jaw by surgical operation 

Fractured leg or foot with established non-union 

Fractured knee-cap with established non-union 

Shortening of a leg by at least 3 centimetres 

Loss by amputation or complete loss of: 

one thumb 

one index finger 

any other finger 

one big toe 

any other toe 

Complete loss of 
shoulder or elbow 

Complete loss of 
use of wrist. 

Right Left 

To be reversed if insured person is left handed. 

20% 17.5% 
15% 12.5% 
10% 7.5% 
10% 10% 
3% 3% 

25% 20% 

20% 15% 
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PART 4 -JOINT ADVICE 

1 Equal Opportunities Guide 

Principles 
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; 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. 
Employers and employees recognise the need to meet the "exigencies of the service" and the development / implementation of 
arrangements needs to be undertaken within that context. 

Employees will demonstrate a flexible modern approach to their employment and carry out elements of multi-tasking, 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. 

2. Job Profile 
All craWmanual 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. Employees will be responsible to the 
Operational Technical Officer. 

Main duties, in respect of craft workers covered by the SJNC, will include: - 
a) To participate as a member of the maintenance organisation in delivering a comprehensive building maintenance service to the 

Council. 
b) To carry out the duties of a competent trade employee. 
c) To take instruction from, and liase with, the Operational Technical Officer or other member of staff as required. 
d) Manage his/her day to day workload in the most efficient and cost effective manner. 
e) Where applicable, measure work required to be carried out, advising on the scope of works and the sequencing. 
9 Requisition and organise the supply of materials, plant and transportation required to complete the works. 
g) Liase with the Client representative/customer base to identify, where appropriate, needs and requirements. 
h) Accurately and timeously complete and submit all paperwork required to support the needs of the business. 
i) Operate IT equipment as necessary in the conduct of business. 
j) Participate in all Quality initiatives aimed at providing service excellence. 
k) Participate in all traininghetraining requirements as deemed relevant by Property Services Management. 
I) Comply with all Health and Safety legislation. 
m) Carry out duties, within the trade area, that may be required and instructed by Property Services Management or the Council. 

4. Health and Safety 

5. Bonus 

6. Pay and Reward 

7. 

8. 

Salaries should be based on expected performanceand will require to be fairly and objectively assessed. 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 befitting a leading-class service. Salaries, where appropriate and by local agreement should be all 
inclusive and take into account flexibility in respect of multi-tasking, with appropriate training, within areas of competence. 

Absence Management Guidelines 

Performance Measurement and Monitoring 

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

P Efficiency 
P Customer Care 
P Quality 
b Health and Safety 
P Modern employee practices 

Methods will be agreed in each Authority that will ensure that a fair and objective system of monitoring and evaluating the 
performance of the team is developed and implemented as part of the agreed programme of change. 

P Output 
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APPENDIX 2 

CRAFT MODERNISATION AGREEMENT: PROPOSAL 

Consultation 

The proposal allows for the introduction of the 37 hour week following local agreement to ensure 
the viability of existing and future contracts. Are you content that this meets your needs? 

The Council is, in the main, supportive of the proposals in relation to working time arrangements around 
a 37 hour standard working week and endorses the obligation on the parties to endeavour to minimise 
costs whilst maintaining standards and existing productivity levels. However, the Council would be 
reluctant to be constrained in the timescale for the introduction of 37 hours by linking the effective date 
to assimilation to a new pay spine. While no specific timeframe is mentioned within paragraph 15 of the 
Implementation Agreement, Paragraph 1.3 of Part 3 of the Agreement specifies the aim to have 
successfully completed assimilation to the new spinal column of hourly rate by 1 July 2006, which 
appears ambitious at this given point in time. The Council would have difficulty supporting this 
timeframe and would prefer a proposal to reduce the working week on a phased basis, by I hour by 1 
July 2007 and by a further reduction to 37 hours by 1 July, 2008. 

The Council would also comment on paragraph 2.2 of Part 3 of the Agreement. Whilst it is 
acknowledged that short notice changes to rostered or expected patterns of work should be avoided, as 
far as possible, there will be occasions when this is unavoidable and the Council would not wish to be 
constrained by the prescriptive terms of this paragraph overall, and would welcome some degree of 
qualification in its terms. 

The proposal allows for assimilation to a pay spine following some form of objective assessment 
of roles. Are you content that this meets your needs? 

The Council is content with the proposals in relation to the introduction of a new spinal column of hourly 
rates to which employees would be assimilated following an agreed evaluation and implementation of 
grades at a local level. The Council would not be supportive of the establishment of a spinal column of 
annual salaries and considers this would be inconsistent with the framework already established within 
the "Red Book" for Local Government Employees. 

The proposal allows for elements of modern working practices, such as multitasking. Are you 
content that the proposal will allow you to modernise services in the way you require? 

The Council is content with the terms of the proposal. 

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

The terms of the job profile in Part 4 would require some minor adjustments to accommodate local 
operating practices, i.e references to designations and building maintenance should be removed. 
Subject to the above comments, the Council is supportive of the proposed Implementation Agreement. 

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

The Council does not believe there to be omissions from the proposed agreement. 


