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—— METROPOLITAN BOROUGH ——




AGENDA PAPERS FOR
EMPLOYMENT COMMITTEE 
Date: Wednesday, 16th December 2009  

Time:  6.30 p.m.
Place:  Rooms 2 and 3, Trafford Town Hall, Stretford.

	
	A G E N D A                      PART I
	Enclosure
No.
	Proper Officer

under L.G.A., 1972, S.100D (background papers):



	1. 
	ATTENDANCES

To note attendances, including Officers and any apologies for absence.


	
	

	2.
	MINUTES

To receive and if so determined, to approve as a correct record the Minutes of the meeting held on 10th June 2009.
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	3.
	PARIS PROJECT AND EQUAL PAY UPDATE
To consider a report of the Director of Human Resources.
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	4.
	URGENT BUSINESS (IF ANY)

Any other item or items which, by reason of special circumstances (to be specified), the Chairman of the meeting is of the opinion should be considered at this meeting as a matter of urgency.

	
	

	
	JANET CALLENDER
Chief Executive

Contact Officer:  Ian Cockill
Extension: 1387
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Employment Committee

 10th June 2009

________________________________________________________________________________




EMPLOYMENT COMMITTEE


10TH JUNE 2009


PRESENT:


Councillor Summerfield (In the Chair),



Councillors Mrs. Dixon, Jarman, Lamb and Mrs. Pearson.


In attendance: 


Director of Human Resources (Ms. J. Hutchinson),



Human Resources Project Manager (Mr. R. Woods),


Senior Human Resources Adviser (Ms. K. Bailey),



Senior Democratic Services Officer (Mr. I. Cockill).



APOLOGIES


Apologies for absence were received from Councillors Bennett and Rigby.


1.
WELCOME


The Chairman of the Meeting, Councillor Summerfield welcomed Councillor Jarman as a new member of the Committee and Councillors Mrs. Dixon and Mrs. Pearson as returning members.


2.
MEMBERSHIP OF THE COMMITTEE 2009/10, INCLUDING CHAIRMAN, VICE-CHAIRMAN AND OPPOSITION SPOKESPERSON



RESOLVED: That the Membership of the Committee for the 2009/10 Municipal Year, as appointed at the Annual Meeting of the Council held on 19th May 2009 and set out below, be noted:




7 Members (5:2:0), namely, Councillors Bennett (Opposition Spokesperson), Mrs. Dixon, Jarman, Lamb, Mrs. Pearson, Rigby (Chairman) and Summerfield (Vice-Chairman).


3.
TERMS OF REFERENCE



RESOLVED: That the Employment Committee’s Terms of Reference, as agreed by Council at its Annual Meeting on 19th May 2009, be noted.

4.
MINUTES




RESOLVED: That the Minutes of the meeting held on 10th December 2008 be approved as a correct record and signed by the Chairman.


5.
TOTAL REWARD POLICIES



The Director of Human Resources submitted a report providing details of the policies which form part of the Council’s Total Reward Strategy and proposing that they be approved for introduction with the Pay and Reward Improving Services (PARIS) pay and grading review.



RESOLVED –

(1)
That the Employment Committee approves for implementation with the PARIS pay and grading review:

(a) The following new Total Reward policies:


(i)
Career Break Policy;


(ii)
Assisted Fertility Policy;

(iii)
Domestic Abuse Policy; and


(b) The proposed amendments to the existing Professional Development and Qualification Policy, formerly known as the Post Entry Qualification Policy.


(2)
That the Director of Human Resources be requested to consider the possibility of broadening the Assisted Fertility Policy to include support for employees for other similar health related issues or circumstances.

6.
PAY AND REWARD IMPROVING SERVICES (PARIS) PROJECT UPDATE



The Director of Human Resources submitted a report advising the Committee of the progress in implementing the recently agreed pay structure and terms and conditions of employment.



RESOLVED: That the report be noted.

7.
EXCLUSION OF THE PRESS AND PUBLIC


RESOLVED: That the public be excluded from this meeting during consideration of the remaining item of business because of the likelihood of disclosure of “exempt information” which falls within Paragraph 1 of Schedule 12A of the Local Government Act 1972, as amended by The Local Government (Access to Information) (Variation) Order 2006.

8. 
URGENT ACTION: VOLUNTARY EARLY RETIREMENT / REDUNDANCY – APPROVAL REQUEST

In accordance with urgent action procedures, Members received for information, a report of the Director of Education and Early Years Services seeking agreement of a voluntary redundancy request which had been approved, in consultation with the Chairman, Vice-Chairman and Opposition Spokesperson of the Committee on 8th April 2009.


RESOLVED: That the decision taken as a matter of urgency, to approve Voluntary Redundancy for CN, be noted.


The meeting commenced at 6.32 p.m. and finished at 7.24 p.m.
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Report to:


Employment Committee


Date:



16 December 2009

Report for: 


Decision

Report of: 
Director of Human Resources


Report Title 




		Paris Project and Equal Pay update





Summary


		This report asks Employment Committee to make two recommended decisions, as well as giving information on progress with the Paris project.





Recommendations


		That Members approve

1.  The  amended unsocial hours matrix  in appendix 1;

2.  The payment of professional fees for the posts in appendix 2; and





Contact person for access to background papers and further information:


Name:

Richard Woods




Extension:
4131



Background papers: None

1.0
Paris Project Progress report



Since the Council agreed the revised terms and conditions and pay structure 
on the 29th April, the final stages of the project plan have been worked 
through to finally implement the project.


1.1
Appeals



A total of 233 job evaluation appeals were lodged by post holders, and these 
were all heard by the end of November, involving panels made up of 
managers and trade union representatives.  Whilst there were a number of 
changes in factors, there were only 45 cases were this affected the band staff 
were paid on.  The financial impact was monitored and reported to Director of 
Finance. 


There were 7 appeals from Senior Managers and will have been heard by the end of December.


There were two appeals against the dismissal notice issued to staff.


1.2
Accepting the revised terms, conditions and pay structure.


1.2.1
From June 2009 4916 staff were sent letters asking them to sign up to the new terms and conditions.  By September 2009 the vast majority of these staff had signed up.  However in September 358 staff were issued letters putting them on 90 days’ notice of dismissal and re-engagement.  The notice period ended on 30 November, and at this stage all but one of them had signed up.  On 2 December the remaining member of staff was offered the chance to be re-engaged on new terms and conditions.  He took advantage of this and remains employed, meaning no staff were dismissed.  

1.2.2
In late September a further 50 staff were sent notice of dismissal letters and 
their notice period expires on 21 December.  To date five of these staff still 
need to sign up.

1.2.3
During this period the payroll section implemented changes on the payroll 
computer, and also worked out and paid back pay owed.

1.2.4
With appeals completed, and only a few staff still to accept the revised terms 
and conditions, this marks 
the successful end of the Paris project.

2.0
Next steps


2.1
As the council undergoes transformation roles and posts will change and there will be an ongoing need to evaluate changed posts.  However this will become a mainstream function of the Human Resource service, and staff in the team will continue to use their expertise in this area.  

2.2
The team will also have to evaluate the posts that weren’t evaluated in the project; new or temporary teams such as the Paris team themselves, groups like the 60 staff on Soulbury terms and conditions and the Youth Workers who have their own terms and conditions.  In addition there are posts that have changed during the process of implementing Paris which were not addressed through the appeals process (some were, which explains some of the increases in bands).


3.0
Unsocial Hours matrix


3.1
Services have asked for clarity about the award of unsocial hours on call payments for groups of staff who are on call but only until 11pm at night, and those staff who hold keys for buildings and, therefore , are notionally on call to deal with break ins or alarms.


3.2
The existing on call payments, set at 2% or 4% of salary are applied to staff who are on call all night depending on the frequency of being on call.  The Steering Group considered what should be paid to staff just on call to 11pm, and advised that the payments should be at 1% and 2% of salary depending on frequency.   Options to pay nothing, or indeed the same as being on call were rejected.   Equally the Steering group considered and recommended that those staff that work 2 nights or weekend days per month should receive a 1% payment.  The recommendations have been put into the unsocial hours matrix (see appendix 1) and Employment Committee are asked to agree this.


3.3
The Steering Group also considered payment to staff holding keys for buildings who were required to turn out if the alarm went off or there was a break in.  Unlike staff on call, these staff were not required to be ready to respond at all times, and did not have a rota to cover per se. Therefore it was considered these staff should not get any additional payment.  It was also noted that some of them received recognition in the job evaluation scheme for being responsible for a building. Employment Committee are asked to agree this.

4.0
Payment of professional fees


4.1
Currently there is inconsistent payment of professional fees across the Council in that some professional fees are paid direct by the Council, some staff pay their own fees but this is acknowledged through the award of additional increments, and some fees are not paid at all.  In implementing the new pay structure it was agreed that fees would not be paid through payroll, but where agreed, they would be recompensed.


4.2
Services were asked to indicate which posts required membership of a professional body as part of the Person Specification for the post, and which posts were required by statute or other form of regulation to hold professional membership as a condition of them practising their trade.  

4.3
The Steering Group considered the situation and recommended that the Authority should only pay the fees of the staff who were required (by law or other regulation) to belong to the professional body (the test being that if their membership lapsed, they would not be able to carry on in the post). A list of such posts is attached at Appendix 2. It is worth saying that whilst many professional bodies recommend, as a matter of good practice, that staff at certain levels are members of the professional body but, unless the post holder could not practice their profession without such membership, these have not been included in Appendix 2.


4.4
To pay all professional fees would be too expensive.  However, it would be appropriate, in specified circumstances, to make exceptions to the proposal set out in paragraph 4.3. In cases where staff are being supported to gain a professional qualification membership could be paid whilst the member of staff was gaining the qualification as part of the overall support for the individual.  The second exception would be where the costs of membership would be more than covered by reductions in costs of training required for the post that are only achieved as a result of membership of the professional body.  This exception would be applied on a case by case basis and on the production of demonstrable evidence of training need and training previously paid for, rather than a theoretical level of training that would be unlikely to be accessed.  So far only elections staff have been identified to meet this test. 

4.5
Employment Committee are asked to agree the approach of paying for membership fees of those posts in appendix 2, and also in cases where the cost of membership was covered by savings on the costs of required training, and where the council was supporting staff in gaining qualifications.  The decisions in these two cases would be delegated to the Corporate Director of Transformation and Resources.


5.0
Equal Pay update


5.1
Trafford Borough Council are currently listed in the Employment Tribunal for a 7 week hearing between the 18th January and 14th March 2010 as to whether or not the Council can demonstrate that it has a Genuine Material Factor defence. ie In an equal pay case, the employer is not required to provide equal pay and benefits where he can prove that any difference in pay is genuinely due to a material factor other than sex ,


5.2
There are 101 claimants in this action with a further 88 issued in the Tribunal which have been “stayed” i.e. put on hold until the outcome of the January hearing.  The current position is that there are 189 issued cases.  There are also a further 17 grievances which we anticipate will be issued as cases in the Tribunal, making a total of 206 cases.    The Council fully intends to defend the cases at Tribunal and we are on track to do so.  

6.0
Conclusion

6.1
Whilst it has not been an easy process for anyone involved, the council has achieved the balance of affordability for the Council and impact on individuals, and implemented it in a relatively short period of time (judged by other Councils).


Appendix 1 New unsocial hours allowances and arrangements  


This sheet is about the new allowances and arrangements for working evenings, nights, weekends or bank holidays -known as unsocial hours. It covers the working arrangements if you:


· work unsocial hours on a rota pattern - see (i) below


· work unsocial hours occasionally - see (ii) below


· work ‘sleep-ins’ – see (iii) below


· are on a standby rota and/or work on-call – see (iv) below


(i) Allowances for working evening, weekend and/or night rotas


If you work unsocial hours on a rota basis then the table overleaf shows the six levels of unsocial hours allowance payments and the criteria for each level.  


(ii) Arrangements for working occasional evenings or weekends

If you occasionally work unsocial hours but you do not work them on a set rota pattern then:


For jobs up to and including spinal column point 28, overtime will be paid for unsocial hours worked


OR


For jobs above spinal column point 28 Time Off In Lieu (TOIL) will be given for  unsocial hours worked. 

(iii) ‘Sleeping in’ staff

If you work ‘sleep ins’ you will continue to get sleep in payments as currently paid.


(iv) On call/ Standby rota staff

If your job requires you to be on a call out rota or a standby rota then you will  receive the following proposed allowances:


· On Call rota of 2 or more whole nights/weekend days per month: 1% allowance on basic pay


· On Call rota of 4 or more nights up to 11pm per month: 1% allowance on basic pay


· On Call rota of 7- 10 nights up to 11pm per month: 2% allowance on basic pay


· On Call rota of 4 or more whole nights/weekend days per month: 2% allowance on basic pay


· On Call rota of 7- 10 whole nights/weekend days per month: 4% allowance on basic pay


· On Call rota of 11- 13 whole nights/weekend days per month: 6% allowance on basic pay


· On Call rota of 14 or more whole nights/weekend days per month: 8% allowance on basic pay


If you are actually called out whilst on call, then you will receive either TOIL or an overtime payment, depending on your particular grade and circumstances.  If you work additional time during unsocial hours you will receive an overtime payment and not an unsocial hours allowance.


Unsocial Hours Allowance Table


This table shows you the proposed percentage allowance that you will receive for working unsocial hours, and has been determined by your manager and IBU/HR section. The level of the allowance depends on the rota pattern you work. The different rota patterns are described in the table below under the heading ‘criteria’.


		Level

		Criteria

		% allowance on basic pay



		1

		a) 10 % of day shifts worked at weekends/bank holidays 


OR


b) 100% day shifts worked includes an element of evening work (defined as working hours between 8pm and 10 pm)

		3%



		2

		a) 10 % of day shifts worked at     weekends/bank holidays AND 100% shifts worked includes an element of evening work (defined as working hours between 8pm and 10 pm 


OR


b)  20 % of day shifts worked weekends/bank holidays

		6%



		3

		20 % of day shifts worked at                   weekends/bank holidays AND 100%  day shifts worked includes an element of evening work (defined as working hours between 8pm and 10 pm)

		9%



		4

		More than 20% hours worked ad hoc/flexibly including weekends and evenings

		10%



		5

		a) 50% shifts worked days, 50% shifts worked nights, including weekends and bank holidays 


OR


b) Hours worked 100% at night, excluding weekends


      OR


c) More than 50% of time at worked at weekends

		14%



		6

		a) Hours worked 100% at night, including weekends  OR

b) Hours worked 100% across evenings, weekends and nights including at least 50% time at night




		20%





Appendix 2 List of posts who legally require professional membership

		DIRECTORATE

		JOB TITLE

		PROFESSIONAL BODY

		ANNUAL SUBSCRIPTION FEE

		NUMBER OF EMPLOYEES

		TOTAL SUBSCRIPTION FEES



		T&R

		Financial Investigator

		National Policing Improvement Agency

		£175

		4

		£700



		T&R

		Senior Authorised Officer (FI)

		National Policing Improvement Agency

		£0

		1

		£0



		T&R

		Solicitors (various titles)

		Law Society

		£1,350

		11

		£14,850



		T&R

		Director of Finance

		Chartered Institute of Public Finance and Accountancy

		£275

		1

		£275



		T&R

		Head of Financial Management

		Chartered Institute of Public Finance and Accountancy

		£275

		1

		£275



		T&R

		Occupational Health Nurse

		Royal College of Nursing

		£189.67

		2

		£379



		CYPS

		Social Worker

		General Social Care Council

		£30

		112

		£3,360



		CYPS

		Teacher

		General Teaching Council

		£33

		45

		£1,485



		CYPS

		Educational Psychologist

		Health Professions Council

		£120

		9

		£1,080



		ADSS

		Social Worker

		General Social Care Council

		£30

		60

		£1,800



		ADSS

		Senior Practitioner

		General Social Care Council

		£30

		27

		£810



		ADSS

		Social Work Team Manager 

		General Social Care Council

		£30

		8

		£240



		ADSS

		Service Manager, Assessment and Care Management Services

		General Social Care Council

		£30

		2

		£60



		PPD

		Asset Manager - Estates & Valuation

		Royal Institute of Chartered Surveyors

		£441

		1

		£441



		PPD

		Principal Surveyor

		Royal Institute of Chartered Surveyors

		£441

		2

		£882



		Total

		 

		 

		 

		 

		£29,680






































































































































































































































































