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1.2

1.3

2.

Reason for report

The annual pay award and various other staff terms and conditions are currently determined
via joint employer/trade union negotiations conducted at national (NJC) and regional (GLPC)
level. However now more than ever before the various challenges facing local authorities differ
significantly according to their local circumstances. One effect of this is that the NJC and
GLPC negotiating frameworks are hampered by the inevitable difficulties arising from the need
for them to attempt to reconcile the different policy approaches and financial circumstances of
the various constituent local authorities.

Current challenges facing local authorities include operating with limited and decreasing
resources and competing demands. It is therefore essential to ensure that decisions with
significant financial implications are controlled locally, and aligned with budget setting
processes and performance outcomes. Within this context this report sets out proposals aimed
at withdrawing Bromley from the national and regional collective bargaining arrangements and
introducing localised pay and conditions for all staff except teachers.

Subject to Members’ endorsement of the proposals and agreement the Assistant Chief
Executive (HR) will embark on a process of formal consultation with the relevant recognised
trade unions, staff and staff representatives.

RECOMMENDATION(S)

2.1 The General Purposes and Licensing Committee is asked to:

2.1.1 Note and comment on the proposals set out in this report; and

2.1.2 Authorise the Assistant Chief Executive (HR) to progress formal consultation with trade

union and departmental representatives and staff.


mailto:charles.obazuaye@bromley.gov.uk
mailto:sue.sydney@bromley.gov.uk
mailto:barbara.plaw@bromley.gov.uk

Corporate Policy

1. Policy Status: New Policy
2. BBB Priority: Excellent Council

Financial

1. Cost of proposal: Estimated Cost

2. Ongoing costs: Recurring Cost

3 Budget head/performance centre: Council-wide staffing budgets
4.  Total current budget for this head:

5 Source of funding: Existing Revenue Budget 2012/13

1. Number of staff (current and additional): The proposals affect all employees of the Council
except teachers whose pay and conditions of service are currently governed by statute.

2. If from existing staff resources, number of staff hours: The Officer Steering Group includes
senior managers from service departments, and in addition to HR staff the project will also rely
on the specialist input of a number of other staff across the Council including financial, legal and
payroll services.

Legal

1. Legal Requirement:

2. Call-in: As this is a non-executive decision call in is not applicable

Customer Impact

1. Estimated number of users/beneficiaries (current and projected): All staff covered by the
proposals set out in this report are involved directly or indirectly in providing a range of front-line
services.

Ward Councillor Views

1. Have Ward Councillors been asked for comments? Not Applicable

2. Summary of Ward Councillors comments: N/A



3.2

3.3

3.4

3.5

3.6

COMMENTARY

In December 2009 the Council and relevant recognised trade unions reached a collective
agreement known as the Single Status Agreement. The main thrust of the Agreement was to
harmonise pay arrangements across different sectors of the Council’'s workforce to address
equal pay risks, whilst at the same time simplifying the pay structure to make it clearer, fairer
and more efficient.

By means of Single Status the Council introduced a pay and grading structure specific to
Bromley known as the “BR grades”. Through local negotiations and agreement the Council was
also able to introduce significant changes to certain other terms and conditions thereby ensuring
that any enhancements to basic salary are offered only when there is evidence of a compelling
business need to do so to deliver services.

However although Bromley has gone some way towards localised arrangements, the annual
pay review and a number of other core terms and conditions are still determined at national or
regional level. This impacts on the control that the Council has over its own employment
framework and the link with other business priorities.

Following the implementation of Single Status there also remains a need to re-assess all
management grade posts at grade MG6 to:
e ensure that there are no residual equal pay issues at the interface with the new BR grades;
and
e find a more appropriate remuneration mechanism for those staff in highly technical and/or
professional posts which do not carry management responsibility but which evaluate higher
than BR14 (the top BR grade on the Bromley scale)

Given the above context now is an opportune time for the Council to seek to extend its localised
pay and grading arrangements in consultation with key stakeholders including trade unions and
departmental representatives and staff. The key drivers behind the need for further change and
localisation include:

e Gaining control over the annual pay review process and timetable at a time of significant
financial challenge for the Council in order to achieve better alignment with budget setting
processes and greater responsiveness to change;

e Exercising local control in order to give greater emphasis to local circumstances, and
improve the Council’s ability to innovate and flex in ways not achievable within the
nationally agreed terms;

e Improving the Council’s ability to align reward with staff and organisational performance;

e Achieving efficiencies through harmonisation of the management grade and other Bromley
staff pay review arrangements.

Proposals

A big challenge will be balancing the proposals for change with maintaining a motivated and
skilled workforce. It is therefore proposed that the Council withdraws from the current national
and regional arrangements broadly on an “as is” basis. This means that with the exception of
the proposals regarding the annual pay review and the performance related payments for
management grade staff, existing terms and conditions would be “frozen” at the point of
withdrawal. Any future changes would be for the Council to determine locally in conjunction with
the trade unions, staff and staff representatives.

This approach would keep to a minimum the impact of the changes on existing staff whilst at the
same time enabling the Council to exercise more control and improve the links between pay
and performance.



3.7

3.8

3.8.1

3.8.2

3.8.3

If Members agree then the next steps are for the proposals summarised below and in the
attached appendices to be the subject of detailed discussion with the relevant recognised trade
unions, staff, departmental representatives and other key stakeholders. The outcome of these
discussions and any subsequent changes will be reported to Members for consideration and
approval.

In summary the proposals are to introduce:
A Single Local Annual Pay Review Mechanism (see Appendix 1)

A single local annual pay review mechanism to replace the separate arrangements that
currently exist for Bromley employees under the NJC Green Book, Soulbury Committee, Local
Joint Negotiating Committee for Bromley Adult Education lecturers, and Management Grade
staff. This would involve withdrawing from the existing collective bargaining arrangements as
well as ceasing to accept a recommendation from Inbucon on the market movement in salary
for staff on the Bromley management grades.

A Scheme of Discretionary Non-consolidated Rewards for Exceptional Performance
(Appendix 2)

A scheme which aims to improve the links between pay and performance by recognising and
rewarding exceptional performers on an individual basis. In order to maximise the amount of
money that can be targeted to reward performance, and to ensure that the value of the benefit
is not affected by other considerations, it is proposed that the nature of the rewards payable
under the scheme are non-pensionable. The options to deliver this objective are currently
under consideration and include, for example, non-cashable vouchers.

A Professional/technical grade equivalent to management grade 6

For highly specialised/technical posts which do not carry any significant management
responsibilities, but which evaluate above grade BR14.

4 POLICY IMPLICATIONS

4.1

5

5.1

5.2

The introduction of localised pay and conditions is consistent with the Council’'s objectives
around an Excellent Council and the HR Strategy. It also reflects the Council’s Core Operating
Principles in particular the drive to be efficient and non-bureaucratic seeking to reduce
interference and bureaucratic control.

FINANCIAL IMPLICATIONS

With the exception of the Scheme for Exceptional Performance and ceasing the annual pay
increase for unsatisfactory performance, the proposals are based on an “as is” basis and can
therefore be contained with existing budgets. Funding considerations related to any increase
arising from the local annual pay review process and the one-off non consolidated rewards will
be aligned with and considered as part of the Council’s normal budget setting processes.

This reports seeks Members approval to proceed with formal consultation on the draft
proposals. More details on the financial implications of the changes will be available once the
final proposals, following the outcome of consultation, are known. Any final proposals will be
reported to Members for their consideration.



6.0

6.1

6.2

6.3

6.4

LEGAL AND PERSONNEL IMPLICATIONS

The Council is required by law to constructively engage and meaningfully consult staff and
their representatives and, in particularly, the recognised Trade Unions on the proposals.
Therefore, a series of consultative meetings and briefing sessions will be arranged across the
entire organisation, including schools, to present the “raison d’etre” (business case for change)
to staff, Trade Union and Departmental Representatives and other key change leaders and
managers (e.g. Head Teachers, governors, line managers, etc.) in the organisation.

The consultation process will not be easy, given the impact of the on-going pay freeze,
pension changes and other budget related/cost cutting measures, at local and national levels
on staff morale and the real or perceived level of trust amongst staff. The initial reaction from
the Unions is not encouraging and, whether they are open to persuasion with a view to
achieving a collective agreement, will be assessed during the initial two month consultation
period.

If an agreement is not secured the Council may consider other legal options, including
individual agreements by staff to vary their terms and conditions of service. As a last resort,
the Council may consider the “dismissal and re-engagement” option but this will require a
further consultation of one month or three months, depending on the number of staff affected
(in line with Section 188 of the Trade Union and Labour Relations (Consolidation) Act 1992).

Also, the proposal reflects the provisions in the Localism Act, particularly as regards improving
democratic accountability and transparency in senior staff pay.

Non-Applicable Sections: | [List non-applicable sections here]

Background Documents: [Title of document and date]
(Access via Contact
Officer)




