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You can read more about these proposals and
the other changes to pay and your terms and

conditions inside this booklet. Every change has
been listed and explained to help you

understand how it will affect you.
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The proposed
new pay structure explained





This joint work was concluded at the end of July 2007. As a result, a new set of pay scales and a single
set of terms and conditions that will apply to all staff in the County Council have been created.

This work has had to take place as part of the Single Status agreement – the requirement to bring
manual workers and administrative, professional, technical and clerical workers under one set of terms
and conditions – and to bring about the end of the equal pay liability the Council has been facing. We
believe we have negotiated a balanced package that will benefit the majority of employees and bring to
an end the pay discrimination suffered by thousands of low-paid women workers.

However, it’s with great regret that we have to recognise that a significant minority of employees will
lose out. All three trade unions are fully committed to working with the Council and our members to
minimise the effect these proposals will have on them. Those facing a reduction in pay will be covered
by the Council’s existing pay protection arrangements so that nobody suffers a sudden drop in pay.

As well as new pay scales there are a range of terms and conditions of service like annual leave,
overtime rates, and car user allowances that have been the subject of complicated and challenging
negotiations. But all three trade unions involved feel that this does represent a very balanced and fair
deal to achieve the objective of fair pay.

This pack contains a full explanation of the proposals and what they mean for County Council
employees. We will be providing more help and information at the job evaluation briefings, which will
be held jointly with the County Council’s management. This pack includes more information about the
briefings and how to book your place. Following each briefing session, trade union members will be
invited to join a consultation meeting to give you the opportunity to talk to Branch Officers and
convenors, to try and address any concerns you may have.

It’s really important you get to one of the briefing sessions and have your say. It’s your pay structure
and it’s your future we’re talking about. Please remember only members of UNISON, GMB and TGWU
will be able to vote on the proposed pay package in a ballot.

Your three trade unions believe the proposed pay and reward structure is balanced and fair, and will
end the inequality of low paid women employees. We recommend that you vote to accept these
proposals.

The trade unions (UNISON, GMB and TGWU) have just concluded the hardest set of negotiations
with the County Council on a set of proposals for a new pay and reward structure for all employees.
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A message from the trade unions





Why do we need a new pay
structure?

Back in 1997 a key agreement was signed
between trades unions and employers in local
government at a national level. This Single Status
Agreement committed both sides to working to
bring together the former administrative,
professional, technical and clerical (APT&C) and
manual worker employee groups under a single
set of terms and conditions – the Green Book.

The recognition that all councils needed to carry
out pay and grading reviews has been around
since that time and it became a firm commitment
from the employers in the national pay award
agreement in 2004. So every council in the
country – including our neighbouring councils – is
doing something similar under the terms of the
agreement.

Our decision was also influenced by equal pay
law.

Equal pay law says that men and women who do
the same job, or who do jobs that are of equal
value, in the same organisation, should receive
the same pay.

As well as wishing to work within the law, the
County Council, as a good employer, would in any
case want to make sure that no employee earned
less than another simply because of their gender.

Another important reason for beginning this work
was that, like other local authorities, the Council’s
pay and reward arrangements had not been
reviewed for many years and had become
outdated, inconsistent and unnecessarily
complicated. One aim of the pay strategy has
therefore been to simplify some of these
arrangements.

The proposals are designed to deliver a fair, open
and transparent pay and reward structure that is:

� Equal pay compliant
� Single Status compliant
� Trade union endorsed
� Affordable

The proposed pay structure translates the
National Job Evaluation (NJE) job scores that were

published at the beginning of March into new pay
grades. These proposals are presented for
consultation as a total package on the basis that:

1. the relevant trade unions present the package
to their members with a positive
recommendation for acceptance

2. the Council will not outsource services as a
result of this package.

Pay structure

The proposed pay structure will replace pay scales
1 to SO2 and all former manual grades that are
based on the National Joint Council’s national pay
spine.

It does not affect the job evaluation phase I
grades (pay bands B to J), teachers’ pay scales,
employees on Soulbury grades, or those employed
on craft or youth worker grades.

In negotiating a new pay structure, the main
challenge has been trying to get the right balance
between the number of employees that gain, the
number that face a reduction in their grade and
the overall affordability of the pay structure.

We have tried to design a pay structure that:

� Ensures equal pay based on the job
evaluation scores

� Is affordable to the County Council and will
not result in job losses

� Minimises the number of people that face a
reduction in their grade

� Completes the move to a single grading
structure for former manual and former
APT&C employees

The negotiating team considered dozens of
options that included short grades, spot points,
overlapping grades, different length grades and
grades based on variable job evaluation score
ranges.

The final proposal is based on five consecutive five
point grades, commencing at spinal column point
four, with a further two grades being six point
grades that correspond with Bands A and B from
phase I of the pay strategy. With the exception of
grade 1, each grade will cover 50 NJE points.
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4 0 £11,193 £5.80
5 £11,454 £5.94
6 to £11,619 £6.02
7 £11,994 £6.22
8 299 £12,372 £6.41
9 300 £12,747 £6.61

10 £13,014 £6.75
11 to £13,854 £7.18
12 £14,142 £7.33
13 349 £14,523 £7.53
14 350 £14,787 £7.66
15 £15,096 £7.83
16 to £15,459 £8.01
17 £15,825 £8.20
18 399 £16,137 £8.36
19 400 £16,740 £8.68
20 £17,352 £8.99
21 to £17,985 £9.32
22 £18,450 £9.56
23 449 £18,993 £9.85
24 450 £19,614 £10.17
25 £20,235 £10.49
26 to £20,895 £10.83
27 £21,588 £11.19
28 499 £22,293 £11.56
29 500 £23,175 £12.01
30 £23,952 £12.42
31 £24,708 £12.81
32 £25,437 £13.19
33 £26,187 £13.57
34 549 550 £26,928 £13.96
35 £27,492 £14.25
36 £28,221 £14.63
37 £29,010 £15.04
38 £29,859 £15.48
39 599 £30,843 £15.99

This pay structure will cost the County Council an
extra £8.5 million a year. It will mean that around
75% of employees – that’s over 13,000 people -
will get an increase in pay, which for most people
will be backdated to April 2002.

Just under 20% of employees – 3,400 people –
will have their current pay protected for between 3
and 5 years. You can read more about the pay
protection policy on page 15 to 16.

This gives a pay structure that looks like this:

* Pay rates are as at 1 April 2006 and exclude the 2007/08 annual pay award

Proposed pay scale

National pay spine
spinal column point

Current scales NJE points Annual pay*
Equivalent

hourly rate*
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What the trade unions say
“These were the hardest negotiations we have ever
undertaken. The management side needed to
keep pay affordable as well as remove their equal
pay liability. It was important for us to minimise the
number of losses, and protect our in-house
services. This meant long hard negotiations, but
we feel we have got the best package we could
that is fair and balanced with approx 75% of staff
gaining over time.”

The overlap between the National Joint Council
job evaluation scheme and the HAY scheme
The County Council has used two job evaluation
schemes to evaluate the work of our employees.
The Hay scheme has been used for senior
managers and the National Job Evaluation
scheme has been used for jobs up to and
including salary band SO2 or spinal column
point 34.

The negotiating team has looked at how to
evaluate jobs that fall into the overlap between
the two job evaluation schemes – jobs that are
typically on the existing SO1 and SO2 salary
scales.

We are proposing that the Hay job evaluation
scheme should be used if:

� The job requires a full professional
qualification or an equivalent level of
organisational policy and procedural
knowledge (i.e. would score level 6 or higher
for Knowledge in the National Job Evaluation
scheme or level E for Technical Know-how in
the Hay scheme), OR

� The post holder manages a discrete function
or activity, OR

� The post holder is the Council’s corporate
expert on a specialised technical subject

If the job scores less than 175 points (band A)
under the Hay scheme, the job will then be
evaluated under the National Job Evaluation
scheme and that score will determine the grade.

All other jobs will be evaluated first under the
National Job Evaluation scheme. If the job scores
600 points or more, it will be evaluated under the
Hay scheme and that score will determine the
grade.

New and changed jobs
The job evaluation team are now evaluating jobs
that are new or have changed since 2002. These
jobs are being evaluated as at 2007, to minimise
the time it takes to bring scores fully up to date.
Job scores for new and changed jobs will be
published as soon as all of the jobs in their service
unit have been brought up to date.

Appeals
If you registered an appeal against your job score
when it was published earlier this year, you will
now need to decide whether or not you wish to
pursue that appeal. We will be writing to you in
November to ask you for your decision.

Terms and conditions of service

The proposed changes to terms and conditions of
service will apply to all employees that are
employed under the National Joint Council for
Local Government Services (Green Book)
conditions of service. This includes employees that
are paid on the job evaluation phase I pay grades
of Bands B to J.

They will also apply to employees covered by
different national conditions of service (for
example Soulbury, craft workers, youth workers),
except where their national conditions set out
different arrangements.

The negotiating team’s main challenge has been
to cut through the huge number of local
agreements that are in place across the County
Council to come up with a balanced package of
conditions that:

� Ensures equality across all employees
� Deals with outstanding ‘single status’ issues
� Is fair, clear and simple
� Has something in it for everyone

If adopted, these proposals will replace all existing
arrangements for additional payments in respect
of each category and the relevant sections of the
Personnel Handbook will be re-written to reflect
the new arrangements. Any other payments that
are superseded by the job evaluation scheme,
such as payments for achieving certain
qualifications, will cease to be made. In future,
any changes will need to be negotiated
corporately to ensure that they comply with equal
pay and single status requirements.
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Laundry allowances
Laundry allowances will no longer be paid.

This means – all employees will be treated the
same, as employees in some service areas do not
currently receive a laundry allowance for washing
their uniform.

What the trade unions say – “This payment will
cease under the new arrangements. It has been
inconsistently applied and has very little monetary
value. We felt we could not maintain this as very
few employees received it, and those that did are
going to be gainers under the new pay scales.”

Flexi-time scheme
The ‘super-flexi’ scheme currently in operation at
the Employee Services Centre will be applied
across the Council, where service delivery needs
allow.

There will be an expectation on managers to think
creatively on its application in their areas. Further
work will be undertaken to look at flexible working
packages aimed at front-line staff.

The main details of the new flexi-time scheme
are:

Starting time From 7.30am

Finishing time Up to 6.30pm

These times are subject to building opening
arrangements. Employees may vary them, with
the agreement of their manager and if service
delivery allows. There will be no ‘core time’.

Saturday working
Staff may work on a Saturday morning, subject to
their workplace being open and this being
consistent with meeting service needs. However,
under this scheme working on Saturday is at the
choice of the employee and paid at plain time. If
management request employees to be present at
weekends, then the weekend working rates apply.

Breaks
Staff are required to take breaks in accordance
with the working time directive, and within the
needs of the service. As a minimum, staff must
take two 10 minute breaks or one 20 minute
break within 6 hours of starting work.

Accounting period 4 weeks

Credit
No more than 12 hours credit can be carried
forward to the next accounting period, other than
in exceptional circumstances and with the prior
agreement of management.

Debit
No more than 8 hours debit can be carried
forward to the next accounting period. Debit
needs to be cleared before the end of the next
accounting period other than in exceptional
circumstances and with the prior agreement of
management.

Flexi leave
Up to two days or four half days flexi leave in any
accounting period. Time off can be taken prior to
the hours being accrued.

This means – a more flexible scheme that ends
the concept of core time and allows employees to
work a nine day fortnight. However, the scheme
makes it clear that the needs of the service are
paramount and both managers and employees
will need to apply common sense in operating the
new arrangements.

What the trade unions say – “This is a big plus for
our members, as it improves work life balance and
now can be enjoyed by a greater number of
employees. And the trade unions are committed to
working to achieve flexible working packages
aimed at front line staff.”

What the trade unions say: your pay,
your say
“The time has now come for you, our
members, to have your say. We
believe the proposal is balanced and
fair, and will end the inequality of low
paid women employees. We
recommend that you vote to accept
these proposals.”
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How we will work out your new pay

Your new pay rate will be worked out using your
‘substantive’ pay as at 1st April 2002, as the pay
structure implementation is to be backdated to
this date.

Definition of substantive pay
For the purpose of calculating your new pay,
substantive pay is the spinal column point of your
substantive post as at 1st April 2002. This will
include any permanent and contractual additional
increments (see below), but will not include any
temporary additional payments (see below).

Included as substantive pay
…and will cease to be paid following
implementation of the new pay structure:
� any permanent merit increments within and

above substantive grade
� any permanent recruitment and retention

payments or permanent market factor
supplements

� any permanent increments for contractual
weekend working

� any allowances or payments for things that
are covered by the job evaluation score, for
example qualification payments

Excluded from substantive pay…
…and will cease to be paid following
implementation of the new pay structure:
� temporary merit increments
� time limited recruitment and retention

payments
� contractual bonus payments (any arrears due

on basic pay and overtime etc will be paid net
of bonus paid between April 2002 and now)

� laundry allowance

…and will continue to be paid following
implementation, but only in accordance with the
arrangements set out in this booklet:
� contractual, planned and non contractual

overtime
� standby payments
� sleeping in allowances
� call-out payments
� Bank Holiday payments
� shift and unsocial hours payments

…and are not affected by these proposals:
� first aider allowance

� employee complaints adviser allowance
� honoraria
� telephone allowance
� boot allowance
� tool allowance

Backdating of additional payments
As a matter of principle, where the new grade of a
post is less than substantive pay, the Council will
not seek recovery of any ‘excess’ payments made
in the period from 1st April 2002 to the date of
implementation.

However, where the new grade of the post
exceeds substantive pay at 1st April 2002 or
where increments are payable above the previous
grade maximum during the period between 2002
and now, then it will be necessary to recalculate
additional payments, where these are related to
grade.

This would include:
� honoraria or acting up payments to take

account of the new grades of posts being
covered

� overtime payments
� other payments that are based on the hourly

rate of pay, such as weekend, night or bank
holiday payments

� sickness payments, including half pay
� maternity pay

Assimilation rules
Assimilation is the process we go through to work
out where you should be paid on your new pay
grade.

Increase in pay to the bottom of the new pay
grade
Where the minimum point of the new grade is
higher than the substantive pay as at April 2002,
you would be assimilated at the minimum point of
the new pay grade.
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Additional information for
employees whose pay will go up

Implementing the new grade
If the proposed pay structure is accepted by trade
union members, your new grade will be
implemented early in 2008.

The new grade will be applied with effect from 1
April 2002. If you started in the job after that
date, it will be applied from your start date.

We will need to work out what you should have
been paid from 1 April 2002 onwards before we
can determine the payment due to you, as well as
working out what you should be paid now. We are
aiming to complete this for the majority of
employees so that payments can be made in
February and March 2008, but some employees
have very complicated employment histories, so it
may take a little longer to calculate the new rate
of pay for them. Prior to implementation, you will
receive a personal notification slip to let you know
what your new pay rate is.

Tax and National Insurance
We are talking to Revenue & Customs with a view
to ensuring that all tax and National Insurance
Contributions due in relation to the payment that
will be made to you, will be paid over to them by
the Council. The amounts due will be calculated
by way of a central settlement reached with them.
If we reach agreement on this, no individual
liabilities would be calculated. Because of this, you
would not be required to report the amount being
paid to Revenue and Customs for any purposes
whatsoever.

Tax credits and benefits
As part of the agreement with Revenue &
Customs for the payment of duties, we have been
advised that the payment to you will not count as
taxable salary. This would mean that your tax
credit entitlements will not be affected by the
receipt of this payment.

You will, however, need to make sure that the tax
office knows that your basic pay has gone up, so
they can re-calculate your tax credits for the
future.

Your pay increase may also affect any benefits
that you currently claim and you will need to

notify the relevant authority, so they can re-
calculate your benefits. Some useful website
addresses are included at the back of this booklet.

Interest
The County Council has added an amount to the
pay reserve that is the equivalent of interest
earned on the reserve since it was set up in 2002.
This has allowed the Council to agree a better pay
structure going forward than would otherwise
have been the case. This means that the Council
will not be paying interest on payments to
individuals.

Additional information for
employees that face a reduction in
their grade

The County Council and the trade unions
recognise the impact that a revised pay structure
will have on those employees that face a
reduction in pay and the negotiating team has
sought to minimise the number of employees that
find themselves in this position. For those that are
in this position, the team has identified a range of
measures to support employees through the
process and to reduce the impact of any potential
pay reduction during the period of pay protection.

Pay protection
Pay protection ensures that employees do not
have a sudden drop in their take home pay. This
allows employees time to plan and make informed
choices about their future.

The Council’s existing pay protection policy will
apply. Employees can select from three options:

Option 1
The employee will be protected for a period of
three years, during which time they will continue to
receive national pay awards and incremental
progression to the maximum spinal column point
of their protected post. At the end of that period
the employee will revert to the maximum spinal
column point of the substantive grade of their post.



Option 2
The employee will be protected for a period of
four years, during which time they will continue to
receive national pay awards and incremental
progression to the maximum spinal column point
of their protected post. However, protection will be
calculated on the basis of full protection of salary
for the first two years, followed by two years at
50% salary protection. At the end of the
protection period the employee will revert to the
maximum spinal column point of the substantive
grade of their post.

Option 3
The employee will receive salary protection for a
period of five years, but with salary being frozen at
the point at which pay protection starts, ie
employees opting for this scheme will not receive
any subsequent incremental increases or annual
cost of living pay awards. At the end of the
protection period the employee will revert to the
maximum spinal column point of the substantive
grade of their post.

For each option, when the substantive rate of pay
becomes higher than the protected rate of pay
then the substantive rate will apply.

Pay protection will apply from 1 January 2008 for
all affected employees. However, you will not see
any immediate change on your pay slip, as we will
make the necessary adjustments to identify the
protected amount at a later date. Prior to
implementation of the changes, you will receive a
personal notification slip to let you know what
your new pay rate is and what the amount of pay
protection is.

You will probably find that the three and four year
options are most appropriate if you are nearing
retirement or the amount of protection is relatively
small. Otherwise, the five year option is likely to
be most appropriate.

Employees will be encouraged to state their
preferred protection option, but if you do not do
so the five year option will be applied. This is
because the five year option minimises the risk of
an actual reduction in pay at the end of the
protection period. The impact of annual pay
awards means that the new grade will ‘catch up’
with the frozen pay during the protection period.

Under this option, only those employees with more
than about 15% of their pay being protected are
likely to face a drop in their pay at the end of the
protection period.

We advise you to seek independent financial
advice on the most appropriate option for your
circumstances and on planning your finances for
the future. You may also find it helpful to talk to
your line manager or trade union representative.
The County Council is not allowed to give
financial advice to its employees, but if you need
help to access independent financial advice in
your area, please use the website addresses given
at this end of this booklet, or contact our helpline
on 0844 9808080.

Employees currently in receipt of pay protection
There are some employees who are currently on
pay protection as a result of restructuring and they
could find themselves in additional protection due
to the outcome of the job evaluation process. In
this case, the existing (higher) protection will
continue, but run concurrently with the protection
resulting from the new pay structure. At the end
of the higher protection period, any remaining
protection will continue for the balance of the
protection period.

Example: As a result of restructuring in April
2007, Mrs ST’s post was reassessed from SO1
(points 29-31) to scale 6 (points 26-28). She
was at the top of her previous grade and chose
the three year protection option. She would
therefore be protected at spinal column point
31 from April 2007 until April 2010. As a result
of job evaluation, the post is now grade 4
(points 19-23) and she has again chosen the
three year protection option. Her protection at
spinal column point 31 would continue to April
2010, but from April 2010 to December 2010
protection would be at spinal column point 28 –
ie the top of the substantive grade before job
evaluation. After December 2010, the
protection arising from the new pay structure
expires and she would revert to the top of the
new grade, ie spinal column point 23.
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Pension implications
The Local Government Pension Scheme is a final
salary scheme and under normal circumstances
pension benefits are calculated on the best of the
last three years’ pensionable earnings, each year
ending on either the last day of employment or
the anniversary of that day.

When an employee’s change of contract requires
a reduction in pay, the Pension Regulations
provide two options:

• Ask the County Council to put a Certificate of
Protection on your file. The issue of this
certificate means that, rather than just being
able to look at your last three years of earnings,
a 13-year period can be used.

• Opt out of the Pension Scheme whilst on the
higher pensionable pay and preserve those
benefits, index linked, until retirement age. You
can then commence your second period of
pensionable service, on the lower earnings, and
continue contributing to that second pension
until either retirement age or when your
circumstances change and you return to your
former grade level when you could elect to
combine your two periods of employment.

Individual advice can be obtained from the
Pensions Office Help Line on 0115 846 3333.

Employee counselling and support
We know that the prospect of losing pay can
cause stress and anxiety for employees. The
Council’s pay protection policy will help to
minimise the financial impact of a reduction in
grade, but it will not deal with how people feel,
particularly if they perceive a link between pay and
how the organisation values them as an
individual.

If you are not able to deal with these feelings it
could, in extreme cases, lead to health problems.
You may find it helpful to talk to your line
manager or trade union representative. If you do
not feel able to do this, or you need more support
than they are able to give you, the employee
counselling service is there to help you. The
service is free and all discussions are confidential.
You can contact the counselling service on 0115
977 3670.

Longer term measures
We have agreed that over the next few years, we
should carry out a systematic review of
organisational structures and job design across
the organisation. The purpose of this will be to
maximise the scope of jobs and the freedom that
job holders have to use their initiative and take
responsibility. The review will be carried out jointly
with the trade unions. Taking a systematic
approach will ensure that, where it is legitimate to
do so, the job evaluation score can be maximised.
The review will also look at things like career
grades and career progression within the Council.
Whilst this review will cover all jobs, it will clearly
be of particular benefit to those that are in pay
protection.

Alongside this review, we will also be ensuring that
support is made available to employees who wish
to develop their skills and experience through our
learning and development plans. Finally, we will
be putting a form of vacancy control in place to
give people that are in pay protection priority in
being considered for vacant posts.

Employees facing a reduction in grade will
receive additional information and advice before
the new pay structure is implemented. This will
include information to help you make decisions
about pay protection and your pension.
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Notes



Where to get more information

If you have any questions, you should talk first to
your line manager or your local trade union
representative.

You can also contact the trade unions on:

UNISON - 0115 977 3647
GMB - victor.baines@btinternet.com
or 0115 960 7171
TGWU - 0115 947 6784

You can visit our website at
www.nottinghamshire.gov.uk/bigissues or phone
our help line on 0844 9808080.

To get advice on your pension position, please call
the Pensions Office Help Line on 0115 846 3333.

To contact the counselling service, please call
0115 977 3670.

To book a place on one of the briefing sessions,
please call 0115 977 3556.

Other useful websites
To find an independent financial advisor:
� www.unbiased.co.uk
� www.searchifa.co.uk

To check that an independent financial advisor is
registered:
� www.fsa.gov.uk

For advice on careers or learning:
� www.jobcentreplus.gov.uk
� www.learndirect-advice.co.uk
� www.monster.co.uk

For information on tax and benefits:
� www.direct.gov.uk
� www.adviceguide.org.uk
� www.nottinghamshire.gov.uk/benefitsadvice
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Contacting us
email via website address
phone 0844 980 8080
fax 01623 436658
post Nottinghamshire County Council

Fair Pay
Freepost NG428
Nottingham NG2 1BR

internet www.nottinghamshire.gov.uk/fairpay
published September 2007
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