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1 Purpose of the report 
 
1.1 This report provides details of the outcome of the review of the Council`s Living Wage 

and the options for consideration of a change to the decision taken by Council on 
16.10.2013. 

 
2 Recommendations 
 
2.1 Members of Cabinet and the Employment and Equalities Committee consider the 

options detailed in Section 5 below. 
 
2.2      Council are asked to note the report and the decisions of Cabinet and Employment and 

Equalities Committee. 
 
3. BACKGROUND 
 
3.1 Employment Committee (20.9.2013) and Council (16.10.2013) approved a report to 

revise the Council’s Spinal Column Points (SCP) which facilitated the establishment of 
a Living Wage. The report included the following: 

 

• Revisions to the Council`s Grading Structure by way of an overlap of Grade 1 and 2 at 
SCP 10 and approved a Living Wage rate of £7.26 per hour (SCP 10) for all 
employees, following satisfactory completion of the probationary period with effect 
from 1st September 2013. 

• Delegated authority was provided to the Head of Human Resources, in consultation 
with the Portfolio holders for Corporate and financial Services, subject to budget and 
legal considerations;  to determine the detailed policy decisions in relation to the 
implementation of the Living Wage.  



 
 

• As a Living Wage employer from the date of the Councils decision to implement the 
Living Wage for its employees, we will also look to encourage support of the Living 
Wage from other suppliers where possible. 

 
3.2 The report approved by Council in October 2013 also noted that the value of each 

incremental point on the Council`s Grading Structure will be subject to the National pay 
negotiations and the Council has given a commitment to review the position annually 
i.e. once the outcome of the NJC National Pay Award is known and the regional 
economic position is assessed.   The National Pay award was settled at the end of 
November 2014 and it is now appropriate to review the Council’s position on the living 
wage rate.  

 
4. REVIEW OF COUNCIL`S LIVING WAGE 
 
4.1 The outcome of the 2014/15 NJC pay award provided 2.20% with a graduated/bottom 

loaded increase applicable from 1 January 2015 (with no backdated pay) until March 
2016. The award of 2.32% increases the value of SCP 10 from £14,013 (£7.26 per 
hour) to £14,338 (£7.43 per hour), an increase of 17 pence per hour.     This means 
that if the Council takes no further action the minimum Rochdale living wage 
automatically increased to £7.43 with effect of 1 January 2015. 

 
4.2 The Trade Unions locally have formally requested that the Council consider applying 

the National Living Wage which is set by the Rowntree Foundation and was increased 
to £7.85 per hour from 1.10.2014.  The Council`s Living Wage rate of SCP 10 was 
approved on the basis it was a local rate and was more affordable and more 
appropriately aligned to the regional economy and labour market. 

 
4.3 The NJC pay award applied to SCP 10 i.e. £7.43 per hour is therefore 42p per hour 

less that the National Living Wage.  Applying the National Living Wage of £7.85, which 
the local Trade Union officials have requested, would have financial implications and 
also would mean that the Council no longer applies one of the nationally agreed spinal 
column points and sets a local alternative rate for SCP 10 and this would have to be 
carried out by way of a supplement or change to the pay structure. It should be noted 
that SCP 11 of the national pay spine is now £7.88 per hour which is 0.3p per hour 
higher than the National Living Wage.   

 
4.4 The position across AGMA is mixed with a range of local living wage rates, we have 

undertaken a further survey of AGMA rates and from the information provided to date 
this shows that the levels of 4 out of the 5 authorities who have responded were set at 
the National Living Wage rate. 

 
4.5 The living wage of Scp 10 is currently applied to all staff including casual workers, 

however there are 21 apprentices/trainees and 42 employees who have not completed 
a probationary period who are paid less than Scp 10, in accordance with the Council`s 
policy decision.   Which means that there are around 391 employees who are likely to 
be positively affected by an increase in the Council`s Living Wage.  

 
4.6 A significant proportion of the 391 staff within the cohort are employed as cleaners and 

education escorts.  In 2013 when the Council decision was taken to implement a living 
wage consideration was given to school based employees and Members agreed that 
costs associated with school cleaners be passed onto schools as an increase to the 
contract fees.  However, as contracts have already been agreed for the 2013/14 
financial year, Members also agreed that the council would meet increase in costs for 
this year from one-off funds.  Any review of the living wage for April 2015 will need to 
take into consideration these points. 

 



 
 

4.7 As a Living Wage employer from the date of the Councils decision to implement a 
Living Wage for its employees, we stated that we would also look to encourage 
support of the Living Wage from other suppliers where possible. 

 
4.8 Members are asked to Note a report will be provided in due course for consideration 

and decision in relation to the annual review of the Living Wage. 
 
5. OPTIONS FOR THE APPROVAL OF ANY POTENTIAL POLICY DECISION 

REGRADING THE LIVING WAGE 
 
5.1 Members are asked to consider the following options which have been identified as a 

consequence of the commitment to review the local Living Wage: 
  
5.2 OPTION 1 – An increase of the local Living Wage to the rate of £7.85 per hour, which 

would result in a local increase outside of the National spinal column rate of 42 pence 
per hour.   

 
5.3 OPTION 2 – Retain the Local Living Wage at the value of SCP 10 (£7.43) of the 

National spinal column rate, this would be 42 pence per hour less that the National 
Living Wage. 

 
5.5 The financial implications for options 1 and 2 are provided in Section 6 of this report 

based on a proposed implementation date of 1 April 2015. In order to implement 
Option 1 this would need to be achieved through a supplement to the SCP 10 of the 
Council`s pay spine. 

 
5.6 In October 2013 the decision taken by Council included a criterion for the application 

of the Local Living Wage which required all employees to satisfactory complete the 
Council`s six month probationary period prior to progressing to Scp 10. This was 
consistent with the approach it was understood, at the time, other authorities within 
AGMA were taking for new starters. Members are asked to consider if they want to 
continue with the application of this criterion.   

 
6.  FINANCIAL IMPLICATIONS 
  
6.1 Finance Services undertook an assessment of the financial implications of the review 

of the living wage at the time of the work carried on changes to terms and conditions 
and this is detailed below: 
 

6.2 The overall cost impact of the payment of the living wage at £7.85 is approximately 
£0.4m. 

 
6.3      Approximately £0.2m (for £7.85) of this relates to cleaners within the School Cleaning 

Service and there is an assumption that this will be passed on to Schools as an 
increased charge. As prices have already been agreed for 15/16 financial year, 
Members may choose to fund the Schools element in 2015/16 financial year. This 
would require one off funding of £0.2m to be identified. 
 

6.4     The remaining £0.2m, relating in the main to Council Cleaning Services and casuals 
who cover vacant posts, would be met from and incorporated into the Funding 
Strategy for 2015/16–2017/18. 
 



 
 

 
7. LEGAL IMPLICATIONS  
  
7.1 Previously Counsel’s advice has been taken on what, if any, employment law 

implications would arise out of the introduction of a Living Wage, in particular whether 
the Council might be exposed to claims under the Equality Act 2010, whether under its 
equal pay or discrimination provisions. 

 
7.2  Counsel believes that there are no employment law implications arising out of applying 

a regionally determined Living Wage as opposed to the nationally determined rate. 
  
8.  PERSONNEL IMPLICATIONS 
 
8.1 The Council in its desire to support the Living Wage rate would have to consider 

carefully the principle of any extension above this level of pay, in the context of 
managing the Council’s overall pay bill and the Council current financial position the 
Council would have to respond robustly to any attempt to maintain the pay differentials 
of posts at a higher level.      

 
8.2 Subject to the Members decision the Council’s pay structure would need to be revised 

to include a supplement to account for the level above SCP 10.  Also the HR Service 
would undertake to write to all relevant existing employees to inform them of the 
decision and the timescale/process for implementation. We will also ensure that the 
arrangements for new employees are put in place as soon as possible.  

 
8.3 It is suggested that the Council considers taking a policy decision which explicitly 

aligns the rate of the Local Living Wage to the National spinal column rate of Scp 10, 
with any payment above this level being by way of a supplement. 

  

9. EQUALITY IMPLICATIONS  
    
9.1  Equality/Community Impact Assessments 
 
 There are no (significant) equality/community issues arising from this report. 
 
10. CORPORATE PRIORITIES 
 
10.1 This report meets the corporate priorities identified in Aiming High and in the Council 

Blueprints. 
 
 

Option Proposal Method of 
implementation 

Financial 
implications 
From 1.4.2015 

OPTION 1 Increase to £7.85 Supplement to SCP 
10 of 0.42 per hour 

Approximately £0.4m 
full year impact, of 
which approximately 
£0.2m could be 
funded from 
increases in the 
Service Level 
Agreement with 
Schools  

OPTION 2 Retain £7.43  Maintain SCP10 as 
minimum salary  

Nil cost  



 
 

11. RISK ASSESSMENT IMPLICATIONS  
 
11.1 The issues raised and the recommendations in this report involve risk considerations 

as set out in the report. 
  

There are no background papers. 
 



 
 

EIA PROFORMA FOR PROPOSED REVIEW OF THE LOCAL LIVING WAGE  
 

1. What is the name of the proposal and its current status?   

 
PROPOSED REVIEW OF THE LOCAL LIVING WAGE 
 
Background 
 
The 2014/15 NJC pay claim from the Trade Union sought “A substantial flat rate increase on all 
scale points as a step towards the longer term objectives of restoring pay levels and achieving 
the living wage as the bottom NJC spinal column point.”  Local authorities have now been 
formally notified of the outcome of the National pay negotiations, on the basis that the Trade 
Unions have accepted the Employers offer of a 2.2% pay award, with the removal of SCP 5 
from the bottom of the spinal column point range.   
 
Some authorities within AGMA have implemented the Living Wage on the basis of a 
establishing a regional (lower) rate than the National rate currently set by the Rowntree 
Foundation of £7.85ph.  Whilst a regional rate could clearly be lower than that set Nationally it 
would also ensure that it is more affordable and more appropriately aligned to the regional 
economy and labour market.   
 
In October 2013 Council approved a Local Living Wage of £7.26 (SCP 10) for all employees 
following satisfactory completion of a 6 month probationary period, with effect from 1st 
September 2013.   
 
The Rowntree Living Wage increases year on year as does the statutory National Minimum 
Wage.  The Living Wage is being reviewed by the Council.  A number of options to increase or 
maintain the Local Living Wage will be presented to Members for consideration. 
 

2. Which Service is responsible for this proposal? 

  
Customers & Corporate Service  
 

3. Does this proposal impact on other services or other service savings proposals and if 
so, have you discussed this proposal with the Service Directors from those other 
services? 

 
Yes  
 

4.Please state the name of the officer leading the EIA  

 
Louise Griffiths, Senior HR Consultant 
 

5. Who has been involved in undertaking this assessment e.g. list the stakeholder 
groups which have been involved?  

 
Customers and Corporate Services HR Service  
 

6. What is the scope of this assessment? 

• -what is included in this assessment 
-does this proposal link to any other proposals (i.e. previous or current).  If so, please 
state 

 
This proposal will affect all those staff who are employed by the Council on SCP 10 including 
Casuals.  This proposal excludes those within Schools who are employed by the Governing 



 
 

Body. 
 

7 a).What does the function currently do?   
   b).Describe the needs which this service meets? 
 

N/A 
 

 
 

8. What proposed changes do you wish to make? 

 

See above 

9. Who are the key stakeholders who may be affected by the proposed changes? 

 
See above 
 

10. What impact will this proposal have on all the protected groups 
 
Summary of Workforce Equality Impacts Assessment 

 
A detailed equality impact assessment has been undertaken to identify those who would be 
affected attached in Appendix 1; this will be reported to Members.  

 
The assessment does not identify any significant equalities issues. 
 

Race Equality  

 
There is no evidence to suggest that this group would be adversely affected on a significant 
basis. Whilst there is a disproportionate affect in relation to this proposal this is not significant 
and is generally proportionate to the population as a whole.  
 

Disabled People 

 
There is no evidence to suggest that this group would be adversely affected on a significant 
basis. Whilst there is a slight disproportionate affect in relation to this proposal this is not 
significant and is due to a number of individuals not providing any information.  
 

Carers 

 
This information is not held to be able to assess if this group would be adversely affected.  
 

Gender 

 
There is no evidence to suggest that this group would be adversely affected on a significant 
basis. The composition of the workforce within Council is predominantly female, and whilst 
there is a disproportionate affect in relation to this proposal this is not significant and is 
generally proportionate to the population as a whole.  
 

Older and Younger People 

 
There is no evidence to suggest that this group would be adversely affected on a significant 
basis. Whilst there is a disproportionate affect in relation to this proposal this is not significant 



 
 

and is generally proportionate to the population as a whole.  
 

People who are Socio-Economically Disadvantaged 

 
This information is not held to be able to assess if this group would be adversely affected.  
 

Religion or Belief 

 
This information is not held to be able to assess if this group would be adversely affected.  
 

Sexual Orientation 

 
This information is not held to be able to assess whether this group would be adversely 
affected.  
 

Gender Reassignment 

 
This information is not held to be able to assess whether this group would be adversely 
affected.  
 

Pregnant Women or Those on Maternity Leave or Those who have given Birth in the 
Previous 26 weeks 

 
This information is not held to be able to assess whether this group would be adversely 
affected.  
 

Marriage or Civil Partnership 

 
This information is not held to be able to assess whether this group would be adversely 
affected.  
 

 
11.  Conclusions and Recommendations 
 

What are the main conclusions from this analysis? 

 
The assessment does not identify any significant equalities issues. 
 

What are your recommendations? 
 
Not required. 
 

What measures (a) have you or (b) do you propose to put in place to mitigate any 
adverse impacts? 
 
As above 
 
What evidence do you have which demonstrates that these measures will be effective? 
 
As above 

 
12.  Please provide details of who you have consulted on the proposals and the 
methods which you used to consult.  State your consultation and inclusion 
methodology.  
 



 
 

The Consultation and Inclusion Methodology Used 

 

 
 
 
 
 
 
13. Produce an action plan detailing the mitigation measures that you propose to put in 
place to address any adverse impacts.   
 
As above 
 
14. Equality impact analysis sign off by the Equality Impact Assessment Board for the 
Cabinet Meeting 
        

Name Position Date 

 
Louise Griffiths 
 

 
Senior HR Consultant 

 
4.3.2015 

 
 
 



 
 

  
Appendix 1 

PROPOSED LOCAL LIVING WAGE 

EIA ASSESSMENT 17/02/2015 

 

Background 

 

The Council has analysed the workforce data extracted from the Council’s HR IT system (Trent) as at 

30
th 

November 2014, relating to employees who would potentially be affected by the Local Living 

Wage excluding Apprentices and Trainees. Employees in scope of the proposed change were defined 

as all staff except teachers and those employed directly by schools. This definition was used to identify 

the baseline data of 3521 employees. The EIA was undertaken at post level. The composition of the 

baseline (i.e. the population of the workforce potentially affected by the proposal for the Local Living 

Wage) was differentiated according to gender, age, ethnicity and disability.  

 

The assessment of the data highlights any variance of +/- 10% from the baseline which is considered 

to have a significant disproportionate impact.  This level of variance has been investigated further 

looking at the services and job roles which are impacted to see if there are any trends or patterns 

which can be identified.  Anything which is below +/- 10% has been determined as not having a 

disproportionate impact on the protected characteristics.     

 

Gender 

 

The baseline workforce consists of 70.0% females and 30.0% males; therefore the Council has a 

disproportionate female workforce.  The table below shows the number of females and males who 

would be affected by this proposal.   

 

Gender Workforce 

Baseline 

% Employees 

in Scope 

% % Diff 

Male 1057 30.0 87 22.3 -7.8 

Female 2464 70.0 304 77.7 7.8 

Totals 3521 100 391 10.9 - 

 

The largest proportion affected by this proposal is the female workforce totalling 304 77.7%.  This is 

reflective of the baseline workforce as the highest proportion of the workforce is female 70.0%. 

 

This demonstrates there is a disproportionate impact which is not significant on the female workforce 

due to the make-up of the workforce as a whole and not in relation to an equalities issue regarding 

the proposal.   

 

Age 

 

The workforce baseline has a high proportion of employees within age ranges 36-45, 46-55, 56-66.  

The highest proportion is within the 46-55 age range. 

 

Age Workforce 

Baseline 

% Employees 

in Scope 

% Diff 

16-25 118 3.4 42 7.4 

26-35 538 15.3 23 -9.4 

36-45 816 23.2 75 -4.0 

46-55 1283 39.4 129 -6.4 

56-66 724 20.6 110 7.6 



 
 

67+ 42 1.2 12 1.9 

Unknown 0 0 0 0 

Totals 3521 100 391 - 

 

In relation to the individuals that are in scope of the Local Living Wage proposal and the make-up of 

the workforce again this is proportionate.  There is no significant disproportionate impact in relation 

to the proposal and age. 

 

Ethnicity 

 

Within the Authority the highest proportion of employees are White British making up 85.7% of the 

total workforce.  The individual’s affected by this proposal is proportionate to the baseline workforce 

as shown below: 

 

Ethnicity Workforce 

Baseline 

% Employees 

in Scope 

% Diff 

White British 3019 85.7 316 -4.9 

BME 412 11.7 67 5.4 

Unknown 90 2.6 8 -0.5 

Totals 3521 100 391 - 

 

A total of 90 employees (2.6%) have not declared their status in relation to ethnicity for this to be 

taken into account.   

 

There is no significant disproportionate impact created by this proposal for the Local Living Wage on 

the individuals in scope, as shown above there is no significant disproportionate variance between the 

baseline workforce and the employees in scope of the proposal. 

 

Disability 

 

The highest proportion of employee’s have no disability totalling 3256, 92.5% of the total baseline 

workforce.  This is reflected in the employees who would be affected by the proposal.   

 

 

 

 

 

 

 

 

 

 

A total of 144 employees (4.1%) have not declared their status in relation to disability for this to be 

taken into account.   

 

There is no significant disproportionate impact created by this proposal for the Local Living Wage on 

the individuals in scope, as shown above there is no variance between the baseline workforce and the 

employees in scope of the proposal. 

 

 

 
 

Disabled Workforce 

Baseline 

% Employees 

in Scope 

% Diff 

Yes 122 3.4 7 -1.6 

No 3256 92.5 364 0.6 

Unknown 144 4.1 20 1.0 

Total 3521 100 391 - 


