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Implementation of New Pay Spine 2019

Executive Summary

1. The report provides Members with details of the implementation of the NJC pay 
agreement for 2018-2020 that includes the introduction of a new national pay spine 
on 1st April 2019 and the outcome of formal consultation with the recognised trade 
unions.

Recommendation
2. That Members approve the proposal for implementing the New Pay Spine detailed 

below following the outcome of consultation with the trade unions.
2.1 The officer recommendation is to:-

(a) apply incremental progression and then assimilate to the new Spinal Column 
Point (SCP), using SCPs with the exception of ‘new’ points.

(b) Remove SCP2 from the overlap at Grade 1/2 for a 3 point scale for Grade 1 
and a 2 point scale for Grade 2

Reason for Recommendation

3. The recommendation outlined in the report will enable the Council to implement the 
nationally agreed pay spine for employees covered by the National Joint Council for 
Local Government Workers.

Key Points for Consideration

4.
Alternatives Considered
There is no alternative to applying the New Pay Spine. Agreements reached by the 
NJC are collective agreements that are incorporated into our employees’ contracts of 
employment and thus automatically apply.

4.1 The New Pay Spine replaces the current spine in its entirety and therefore all 
employees must assimilate across from their current SCP to the new corresponding 
SCP in April 2019.

4.2 The Council does have options however as to how to implement this arrangement. 
These are detailed within this report.



5 Background

5.1 The new pay spine to be implemented nationally with effect from 1st April 2019 was 
developed to include the following principles.
(a) Introduce a new bottom rate of £9.00 per hour (£17,364 per annum) on Spinal 

Column Point (SCP) 1 to replace current SCPs 6 and 7.
(b) Create new SCPs 1 to 6 by pairing off current SCPs 6-17
(c) Introduce equal 2% steps between each new SCP 1 – 22 (current SCPs 6-28) 

and by so doing creating new SCPs (10,13,16,18,21) to which no current SCPs 
will assimilate.

(d) Apply a 2% increase on the 2018 rate for SCPs at 23 and above (currently 
SCP29 and above).

5.2 Rochdale Borough Council has retained the national pay spine and the new grading 
structure introduced as a consequence of the single status pay and grading review in 
2010 established a 10 grade structure. This  is mapped to the national pay spine as 
follows:-

5.3 The current grade structure incorporates two overlaps, these are at Grade 1/ Grade 2 
(SCP9-10) and at Grade 8/Grade 9 (SCP40-42).

5.4 The new pay spine is included at Appendix 1 for reference alongside the existing pay 
spine for comparative purposes.

5.5 In addition the Council adopted the Rochdale Local Living Wage (RLLW) a number 
of years ago to promote the Council’s support of the lowest paid in society. This has 
meant that over the years the lowest SCPs, although still extant within the grading 
structure, have not been used as the basis for remuneration. 

The RLLW has been set annually in accordance with the Rowntree Foundation’s 
recommendation for a viable ‘living wage’ that is in excess of the government’s 
National Living Wage. The current RLLW is £8.75 per hour. Accordingly, and as can 
be seen from Appendix 1, this means that all Grade 1 and Grade 2 employees at 
SCP6-10 are currently remunerated at SCP10 with a 1p per hour supplement.

5.6 Members agreed in late 2017 that with effect from 1st April 2018 the Council would 
automatically adopt the Rowntree Foundation rate each year as its RLLW, without the 
need for an annual report to Members to recommend this.

5.7 It should be noted that not all Council employees are linked to the national pay spine. 
Employees remunerated at pay levels in excess of SCP49 are linked to the Senior 
Managers Grading Structure (Senior Manager Grades 1-3 and Assistant Director 
Grades 1-2) or the Director/Chief Executive grades. Other employees on Soulbury or 
Youth & Community terms and conditions similarly have their own grading structures. 

Grade and Spinal Column Points (SCPs)
Gr 1  SCP 6 – 10 Gr 6 SCP 26 - 30

Gr 2   SCP 9 - 13 Gr 7 SCP 31 - 35

Gr 3 SCP 14 – 17 Gr 8 SCP 36 - 42

Gr 4 SCP 18 – 21 Gr 9 SCP 40 - 44

Gr 5 SCP 22 - 25 Gr 10 SCP 45 – 49

* With effect from the 1st April 2018 the Council’s Local Living Wage of £8.75 
per hour is to be applied to Grade 1 & 2 



Therefore these employees are excluded from the NJC collective agreement.

5.8 Annual incremental progression was re-visited as part of a further review of terms and 
conditions of service in 2015 and was made permanent on a biennial basis with  
changes to contracts of employment with effect from 1st April 2017. This means that 
increments are payable every other year until the employee reaches the maximum 
point of their grade.

5.9 In line with the Council’s incremental progression policy increments are payable in 
2019 for those who are eligible.

5.10 The NJC recognised that the incremental progression issue left employers with two 
options. One was to assimilate the employee across to their new SCP and then apply 
their increment (Option A) and the other was to apply the increment first and then 
assimilate the employee across to their new SCP (Option B). A copy of the NJC 
Circular relating to this can be seen at Appendix 2.

5.11 Although the new pay spine applies to all LG employees covered by the NJC 
agreement, local authorities do have discretion as to whether or not to use all the 
SCPs within the spine. This discretion has always applied. 

5.12 At a regional GM event attended by Rochdale Borough Council officers, 
representatives of the LGA confirmed that, as long as the national pay spine was 
embedded, it was a local authority decision as to whether to use the new SCPs. 

6. Rochdale Borough Council’s Position – Options & Approaches Appraisal

6.1 Four Options were identified as models for implementation, two of which A and B had 
been suggested by the NJC. The other two were also explored (and discounted) as 
part of the preparations for the Council’s position in negotiation/consultation with the 
trade unions. Appendix 3 contains further information on the option appraisals 
undertaken.

6.2 Detailed assessment was undertaken of the impact of each option both on the 
Council’s financial position (Section 7 of this report refers) and on individuals directly 
affected. Account was also taken of the position being taken by other local authorities 
within the GM region.

6.3 This assessment ruled out the other two options for not being viable, one due to 
anticipated costs and the other due to its negative industrial relations implications.
In addition, networking with other local authorities within the GM region, together with 
intelligence on the position of the trade unions, identified Option B (increment and 
then assimilate) as having been selected as the preferred vehicle for implementation 
across GM.

6.4 In the assessment of Option A or B, two approaches were identified:- (1) to apply on 
the basis of using all the SCPs on the new pay spine; (2) to apply on the basis of 
using SCPs on the new pay spine with the exception of the ‘new’ points.

The implications of each are outlined in points 6.7 to 6.10 below.

6.5 Out of our total core workforce, 3039* are affected due to their remuneration 
arrangements under the NJC. The remaining employees are, as referred to in 5.7 
above, either on other terms and conditions of service or schools employed.

6.6 The implementation arrangements will affect each of the 3039 core employees in 
scope differently. This is because the effect will be dependent on each employee’s 



post grade, and the SCP that they currently occupy and whether approach 1 or 2 is 
used. 
* It should be noted that the 3039 is only people employed directly by the Council and does 
not include those who are employed directly by Voluntary Aided & Foundation schools, or by 
the Council as LEA within Community & Controlled  schools.

6.7 For employees in receipt of the RLLW (see 5.5 to 5.6 above), there were two possible 
routes for assimilation. It has now been confirmed that the Rowntree Foundation rate 
for 2019 is £9.00 per hour.

In 2019 the equivalent SCP to this hourly rate is SCP1; however as employees are 
currently on SCP10 they should be assimilated to the new SCP3 which is greater 
than the new Rowntree Foundation rate at £9.36 per hour. As there has been a 
Member decision to ensure that employees are paid no less than the Rowntree rate 
then technically assimilation to SCP1 at £9.00 per hour would be appropriate, 
however in terms of incremental progression this may have been viewed by current 
employees as a retrograde step as they would be at the bottom of the scale.

The officer solution to this problem was to recommend assimilation of existing 
employees to SCP3, but with effect from 1st April 2019 for new employees to begin at 
SCP1. This was agreed by the trade unions. Any future increase to the Rowntree 
Foundation rate therefore would be applied as a supplement to SCP1 if this was 
greater than the SCP value.

6.8 In assessing whether Approach 1 or Approach 2 was preferable, it should be noted 
that the current grading structure was designed with relatively evenly spaced SCPs in 
each grade with all grades being either 4 or 5 points. The exception to this was Grade 
8 which has a 7 point scale, but this was as a consequence of extending the 5 points 
to 7 to enable a 2 SCP overlap with the bottom SCPs of Grade 9. This was specific to 
enable a ‘career grade’ structure for social worker posts.

6.9 Under both approaches, our Grades 7 to 10 retained the same number of SCPs. 
Grades 1 and 2 reduced from 5 points currently to 3 under both approaches, and 
Grade 3 became a much reduced scale with only 2 points. Grade 4 increased by 1 
point under Approach 1 but remained the same as current with 4 SCPs under 
Approach 2. However with regard to Grades 5 and 6, Approach 2 preserved the 
existing scales as 4 and 5 points respectively, avoiding the 6 point scale that would 
result from Approach 1.

6.10 If Approach 1 had been used, a 6 point scale (referred to across GM and within the 
LGA as a ‘monster grade’) would have meant that, in the context of our biennial 
incremental progression, it would have taken employees 10 years to progress from 
the bottom SCP to the top SCP in the grade; whereas in a 4 point scale it would have 
taken 6 years.

6.11 Officers concluded therefore that Approach 2 would best suit the Council insofar as 
causing the minimum impact to the existing grading structure with seven out of the 
Council’s 10 grades preserving their existing number of scale points.

6.12 In consultation with the trade unions, concerns were raised from an equal pay 
perspective regarding the two SCP overlap at the lowest level of the grading structure 
i.e. at Grades 1 and 2 with Grade 1 being SCP 1-3 and Grade 2 being SCP 2-4. The 
trade union counter proposal was to remove SCP 2 from the overlap with Grade 2 
resulting in a two point scale at SCP3-4. 

6.13 Officers considered this counter proposal and having modelled any implications were 
satisfied that this minor amendment would not have any adverse effects on 
employees or the overall grading structure. This can be seen at Appendix 1.



Costs and Budget Summary

7. Financial Implications

7.1 The overall cost of implementing the new pay spine will be managed as part of the 
budget process.

In relation to staffing costs, annual inflation increases are corporately funded as part 
of the budget process and increments are funded by the individual Directorates.

7.2 Decisions made on volume of SCPs within grades will not impact the overall cost but 
will impact Directorate budgets due to the timing of when increments are due to be 
paid out.

Risk and Policy Implications

8. Legal Implications

8.1 It is noted that the Council has been successful in entering into a collective 
agreement with the recognised trade unions on the implementation arrangements 
for the new pay spine

8.2 As set out above the NJC are collective agreements that are incorporated into 
employees’ contracts of employment and thus automatically apply.  Consequently a 
failure to implement the terms of the agreement would result in every employee 
having the following potential claims in the Employment Tribunal (1) unlawful 
deductions of wages (2) constructive dismissal in the event of a resignation in 
response to the breach and (3) breach of contract (only arises upon termination).  
An unlawful deduction of wages claim can be brought whilst employed and there 
would be a “continuing act” argument as long as the breach persisted.  As the 
breach relates to pay it would be highly likely that the breach would be considered a 
fundamental breach of contract entitling employees to resign and claim constructive 
dismissal.  Further, employees could pursue a civil action for breach of contract 
whilst employed or alternatively bring a contract claim in the Tribunal upon 
termination.

The EIA identifies that some protected groups are affected more than others which 
creates a risk of a group indirect discrimination claim.  However, no significant 
equalities issues have been identified.  Provided that RBC can demonstrate that the 
implementation method is objectively justifiable then any claim would be 
defendable. 

9. Personnel Implications

9.1 Analysis of the impact on staff has identified the following.

Employees unaffected as already at 
maximum point of grade

1518

Employees assimilated to matching 
SCPs therefore no Options apply

1075

Employees Benefit from either Option A 
or B

446

TOTAL COHORT 3039



9.2 It should be noted that the total cohort includes support staff employed by Facilities 
Management within Community and Controlled schools, and for these staff they 
would automatically be included in the application of the new spine.

9.3 There are an additional 2151 support staff in Grades 1-9 within Community and 
Controlled schools who would automatically be included in the application of the 
new pay spine. The implementation arrangements for these staff will be lead by the 
Schools HR service.

9.4 The application (or not) of the new pay spine to support staff employed by 
governing bodies in Voluntary Aided and Foundation schools however, would be a 
decision for each governing body as the employer.

9.5 Discussions with headteachers and school governing bodies regarding the pay 
spine and its implications will be lead by the Schools HR service through existing 
forums and communication arrangements.

10. Risk Assessment Implications

10.1 The issues raised and the recommendations in this report involve risk 
considerations as set out in the report.

11. Equalities Impacts

11.1 Equalities Impact Assessments (EIA) were completed and can be seen at Appendix 
4

11.2 The trade unions noted the outcome of the assessments undertaken and that no 
disproportionate effects had been identified on protected characteristic groups. It 
was formally requested during the consultation process that the Council’s EIA be 
transferred on to a template document based upon the Green Book. This was done 
and provided to the trade unions as requested (Appendix 5) 

11.3 In undertaking the EIA Council officers analysed the workforce data extracted from 
the Council’s HR IT System (Trent) as at the 31st August 2018, relating to 
employees who will be affected by the changes to the pay spine.  Employees in 
scope of the change were defined as all staff on the NJC pay spine that are within 
Grades 1-10 except those who are employed directly by Schools.  These individuals 
will be picked up separately by Schools HR.  This definition was used to identify the 
baseline data of 3,039.  The EIA was undertaken at post level.  The composition of 
the baseline (i.e. the population of the workforce that will be affected by the changes 
to the pay spine was differentiated according to gender, age, ethnicity and disability.

11.4 The assessment of the data highlighted any variance of +/- 10% from the baseline 
which is considered to have a significant disproportionate impact.  This level of 
variance was 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 characteristic groups.

11.5 The first EIA assessment looked at the 2 options (A & B) and the impact of each of 
these on the workforce as a whole.  The assessment didn’t identify any significant 
equalities issues.

11.6 The second EIA assessment carried out looked at the current grades and SCPs of 
the 3039 cohort, against where employees would be assimilated to in the new pay 
spine for 2 options.  Again this assessment didn’t identify any significant equalities 
issues, but did determine that the majority (670 individuals) are within grade 3.  The 



implementation process agreed will reduce this from a 4 point scale to a 2 point 
scale.  Although the employees are not at a detriment financially, incremental 
progression opportunity is reduced for the employees within this grade but with no 
differential impact on any cohort with protected characteristics.

Consultation

12. Initial discussions took place with trade unions through the Council’s Joint 
Consultation Negotiating Group at the meeting on 17th October 2018. 

A further meeting took place on 7th November 2018.

The notes of the JCNG meetings are included at Appendix 6.

12.1 The outcome of the trade union consultations/negotiations was a collective 
agreement between the Council and the recognised trade unions that allows the 
Council to proceed with the implementation process on 1st April 2019.

Background Papers Place of Inspection

13. None None

For Further Information Contact: Rosemary Barker
rosemary.barker@rochdale.gov.uk



Appendix 1 – Pay Spine



Appendix 2 – NJC Circular



 











Appendix 3 – Options Appraisals

1 Approach 1 – Use all SCPs on the new pay spine for implementation of Options

1.1 In Approach 1 the new SCP’s mean that in some cases no direct assimilation applies. 
In these cases employees who are currently on the old SCP20, 22, 24, 25 and 27 and 
who are due an increment would benefit from assimilation to a higher point. Modelling 
of Option A and B on the assumption that Approach 1 is applied demonstrates to 
which point the employee assimilates.

1.2 For example, an employee on Grade 4, SCP20 who would be due to progress an 
increment to SCP21 on 1st April 2019, could be progressed by either Option A or 
Option B. If Approach 1 was adopted this would mean that the new SCPs would be 
used.

1.3 Approach 1 is illustrated pictorially below. The green arrows represent assimilation 
and the red arrows represent incremental progression

1.4 Approach 1, as above, would mean that the employee’s maximum progression would 
be to the new SCP10 at £10.76 per hour with Option A, or the new SCP11 at £10.97 
per hour with Option B, a differential of £0.21p per hour.-

1.5 As this example demonstrates, for this employee Option B under Approach 1 would 
be more beneficial, but from a cost perspective Option A would be more beneficial to 
the Council.

1.6 From this initial analysis based on an Approach 1 methodology, Option C and Option 
D were also developed to assess the implications of applying a ‘pick and mix’ option 
that was either giving the best outcome for employees (Option C) or the most cost 
effective for the Council (Option D).



2. Approach 2 - Use all SCPs on the new pay spine with the exception of ‘new’ 
SCPs for implementation of Options

2.1 For the same example employee on Grade 4, SCP20 who would be due to progress 
an increment to SCP21 on 1st April 2019, this could still be progressed by either 
Option A or Option B, but Approach 2 (not using the new SCP) would result in no 
differential between Option A and B

2.2 This is because, as represented pictorially below, the new SCP10 would not be used 
for the purposes of incremental progression. Irrespective of Option A or Option B 
therefore, the employee in this example would progress to the new SCP11 at £10.97 
per hour.

2.3 As above, the green arrows represent assimilation and the red arrows represent 
incremental progression

3. Analysis of SCPs per Grade under New Pay Spine

3.1 National guidance recognises that the new pay spine creates much shorter grades ar 
the bottom end and that this may mean for some LG employers that grades that were 
previously the same number of scale points would not be so after implementation of 
the new pay spine. 

3.2 The current grading structure therefore has been mapped to the new pay spine and 
the number of scale points compared within each grade, contrasted by Approach 1 
and Approach 2



3.3
CURRENT APPROACH 1 APPROACH 2
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1 5 6-10 1 3 1-3 1 3 1-3
2 5 9-13 2 3 2-4 2 3 2-4
3 4 14-17 3 2 5-6 3 2 5-6
4 4 18-21 4 5 7-11 4 4 7,8,9,11
5 4 22-25 5 6 12-17 5 4 12,14,15,17
6 5 26-30 6 6 19-24 6 5 19,20,22,23,24
7 5 31-35 7 5 25-29 7 5 25-29
8 7 36-42 8 7 30-36 8 7 30-36
9 5 40-44 9 5 34-38 9 5 34-38

10 5 45-49 10 5 39-43 10 5 39-43
3.4 Grades unchanged by the new pay spine are highlighted. This demonstrates that 

Approach 2 is the approach that would affect the current arrangements the least.  
This also reflects the national acknowledgement that it would be the bottom end of 
the grading structure that would be affected with lower grades having less scale 
points.



Group Category Number Percent No. % % Diff No. % % Diff No. % % Diff No. % % Diff
Male 915 30.1% 102 37.2% 7.1% 52 30.2% 0.1% 52 30.2% 0.1% 102 37.2% 7.1%
Female 2124 69.9% 172 62.8% -7.1% 120 69.8% -0.1% 120 69.8% -0.1% 172 62.8% -7.1%

16-25 176 5.8% 27 9.9% 4.1% 14 8.1% 2.3% 14 8.1% 2.3% 27 9.9% 4.1%
26-35 491 16.2% 52 19.0% 2.8% 42 24.4% 8.3% 42 24.4% 8.3% 52 19.0% 2.8%
36-45 593 19.5% 35 12.8% -6.7% 33 19.2% -0.3% 33 19.2% -0.3% 35 12.8% -6.7%
46-55 999 32.9% 78 28.5% -4.4% 58 33.7% 0.8% 58 33.7% 0.8% 78 28.5% -4.4%
56-66 719 23.7% 71 25.9% 2.3% 24 14.0% -9.7% 24 14.0% -9.7% 71 25.9% 2.3%
67+ 61 2.0% 11 4.0% 2.0% 1 0.6% -1.4% 1 0.6% -1.4% 11 4.0% 2.0%

White British 2565 84.4% 226 82.5% -1.9% 138 80.2% -4.2% 138 80.2% -4.2% 226 82.5% -1.9%
BME 388 12.8% 41 15.0% 2.2% 27 15.7% 2.9% 27 15.7% 2.9% 41 15.0% 2.2%
Unknown 86 2.8% 7 2.6% -0.3% 7 4.1% 1.2% 7 4.1% 1.2% 7 2.6% -0.3%

Yes 108 3.6% 7 2.6% -1.0% 6 3.5% -0.1% 6 3.5% -0.1% 7 2.6% -1.0%
No 2786 91.7% 252 92.0% 0.3% 158 91.9% 0.2% 158 91.9% 0.2% 252 92.0% 0.3%
Unknown 145 4.8% 15 5.5% 0.7% 8 4.7% -0.1% 8 4.7% -0.1% 15 5.5% 0.7%
Increase 
compared to 
Baseline

Same

Difference of 
between +/-
5% and 10% 

Decrease 
compared 
to Baseline

Based on all Grade 1's going to SCP 3 in new grade

Difference of 
above +/- 10%

Individuals who would be affected by the Changes to the New Pay Spine 2019 Options Proposals against the 
Workforce Baseline 31st August 2018

Gender

Age

Ethnicity

Disabled

Total Number of 
Employees who wouldn’t 

benefit from Option B
Protected Groups

In Scope of 
Proposed Changes 

to the Pay Spine 

Total Number of 
Employees who would 

benefit more from Option 
A

Total Number of 
Employees who wouldn’t 

benefit from Option A

Total Number of 
Employees who would 

benefit more from Option 
B





Appendix 5

NJC PAY AWARD 2019 ASSIMILATION PROPOSALS
Employer Name: Rochdale Borough Council

EQUALITY IMPACT ASSESSMENT: AVERAGE PAY BY GENDER FOR CURRENT AND PROPOSED GRADES
Columns under (A) set out female earnings as a percentage of male earnings under current pay grades
Columns under (B) set out female earnings as a percentage of male earnings under proposed pay grades
ANALYSIS OF CURRENT AND PROPOSED BASIC PAY BY JE POINTS RANGE (excluding protected pay and additional earnings) 

A - CURRENT PAY GRADES B - PROPOSED PAY GRADES
Males in Grade Females in 

Grade
Current 
Average 
Pay Male

Current 
Average 
Pay Female

Female 
pay as % 
of Male 
pay

Grade Males in Grade Females in 
Grade

Propose 
Average 
Pay Male

Propose 
Average 
Pay Female

Female 
pay as % 
of Male 
pay

Grade

FTE No. FTE No.  £ £ % FTE No. FTE No.  £ £ %
1 12.42 102 39.73 248 16881 16881 100 1 12.42 102 39.73 248 18065 18066 100

2 4.76 7 30.15 131 17141 17120 100 2 4.76 7 30.15 131 18271 18217 100

3 131.49 207 215.29 463 18089 18172 100 3 131.49 207 215.29 463 19123 19194 100

4 118.30 132 203.12 278 19863 19891 100 4 118.30 132 203.12 278 20681 20712 100

5 105.11 113 180.63 212 22128 22128 101 5 105.11 113 180.63 212 23218 23377 101

6 80.48 104 222.94 294 25772 25772 100 6 80.48 104 222.94 294 26847 26916 100

7 78.85 81 181.07 194 29981 29981 99 7 78.85 81 181.07 194 31070 30819 99

8 87.16 97 153.80 176 34970 34970 99 8 87.16 97 153.80 176 36334 35977 99

9 36.65 38 86.56 91 38832 38832 98 9 36.65 38 85.56 91 40095 39446 98

10 34 34 36.92 37 42254 42254 101 10 34 34 36.92 37 49313 44363 101

Totals 689.22 915 1350 2124 689.22 915 1350 2124

The Council does not pay bonus payments to either male or female employees

Analysis
Figures appear disproportionate due to there being significantly higher proportion of female employees than males within the workforce
The information is based on the SCP which each individual is currently on as at 2018, the proposed New Pay Spine information is based on Option B (Increment first then assimilate) 



APPENDIX 6 – JCNG NOTES

STRICTLY PRIVATE AND CONFIDENTIAL
 

JOINT CONSULTATIVE NEGOTIATING GROUP 

NOTES OF MEETING
held on Wednesday 17th October 2018

Piethorne Floor 1, Number One Riverside

Present:
Trade Union Representatives Employer Representative
Jonathan Harding JH UNISON Rosemary Barker RB
Dan Smith DS UNISON Ann Ridyard AR
Peter Scott PS UNITE Nancy Wilson NW

Julie Murphy JM

Item Minute Action by

1. APOLOGIES FOR ABSENCE

Julie Burgess and Ray Carrick, Nick Wigmore

2. MINUTES OF JCNG MEETING – 10TH SEPTEMBER 2018

Agreed as an accurate record of the meeting
3. BUDGET 

Since the last meeting a monitoring and budget report had been taken to Cabinet on 25th 
September. Pressures this year are  significant in Children’s Services not just Rochdale but  
across GM. The Council has  an overall pressure for the Council is  a £3M pressure and Finance 
are working with Children service for longer term solutions. Some of the new ways of working 
for childrens at being driven at a GM level. The report also contained an update re the Health 
& Social Care pooled fund, there is a significant pressure of £3.1M but the funding gap has 
reduced significantly since  budget was set. 

The Collection Fund and Business Rate budget has a surplus of £5.7M which is a one off 
benefit to the Council.

A budget report told Members we have a revised gap for the next financial year, after the 
proposed savings this leaves a £1.8M gap in 19/20 no further savings are required but in 
2020/21 a £12.3M gap.

All reports on the website any issues contact JM and she will talk through.
4. NEW PAY SPINE

NJC pay agreement was a 2 year pay agreement – we are currently modelling how we 
implement and are bound by the agreement to implement by April 2019.  HR have been 
working with Finance colleagues and plan to take a report to Informal Cabinet on 
6th November hence the arranged further meeting of JCNG on 7th November to discuss. 

Currently considering how we apply in relation to increments and whether we apply 



Item Minute Action by

increments first or assimilate first. The new pay spine affects just over 3000 employees and it  
makes some sort of difference to approximately 400 staff which stance you take.  We are 
looking at case studies and will share the details in November.

It was asked if there was anything the TU’s wanted us to consider? 

 DS asked for a copy of the report before it goes to informal cabinet. This was agreed. 
 DS asked for an EIA to be undertaken
 DS view was to increment then assimilate
 Local living wage – supplement would make sense to continue on that basis
 How is it going to be conveyed to schools – Abbie Walker from Schools HR is involved and 

aware of what is going on and aware that she needs to be speaking to schools. The formal 
process indicated that given the timescales this wouldn’t happen until spring term but we 
are considering whether there is something else she might be able to do. The expectation 
is that schools will adopt whatever the council does. 

TU’s looking at communication for schools

RB

5. REVIEW OF HR PROCEDURES UPDATE

Nothing further to update – the information given at the last meeting was incorrect – the 
policies referred to ie. Grievance, Disciplinary and Capability were reviewed and updated, the 
next review date is 2020.

The next policies we will be reviewing are Dying to Work and the subsequent effect on the 
Health Related Absence Policy.

The Recruitment and Selection Policy is awaiting the new Team Leader to take up post later 
this month. It is a bigger piece of work and we need to be more flexible in the ways we work. 

Policies are reviewed every two years unless otherwise stated. There is an owner and they 
undertake the review and include stakeholders and the TU working group which has worked 
really well.

6. HEALTH & SAFETY 

NW introduced herself and gave DS background on how the H&S function is devolved through 
SAG/SCG’s in the Council. In certain parts of the organisation this works fine but the main 
issues are around neighbourhoods which is a large service and it was agreed to have a 
separate SAG for PLACE and Information, Customers & Communities. The first one for PLACE 
took place yesterday it was a bit disjointed but will get back on track. ICC are arranging an SAG 
meeting for mid November NW to chase Judith Jones to ensure this is in the calendar.
 
Corporate Safety Policy has been reviewed and launched on 20th September and is on the 
intranet, anyone who has a Rochdale email address will get an email reminding them to 
complete. Those who don’t have access to a computer will receive a hard copy which have 
been distributed to managers. 

NW

7. JOINT LEARNING UPDATE

PS updated DS on what this was about. This is for staff initially at Green Lane for computer 
skills, English, maths etc. We have already handed out questionnaires/survey and had a good 
response from staff but since then it seems to have gone under the radar and we want to start 
it up again. We need to look at survey results and see what the skills gap is and arrange 
classes. A meeting has been arranged for 30th October. 
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8. CONSULTATION ARRANGEMENT FOR INTEGRATED COMMISSIONING/LOCALITY PLAN

RB asked if DS had been involved in any of the areas and DS confirmed that he was working 
with Cheshire who are much further behind than Greater Manchester. RB went on to give a 
brief outline of what was happening in Rochdale.

We have integrated the CCG and the Local Authority under one Accountable Officer – Steve 
Rumbelow who is the Chief Executive of the Council – these are still two separate legal 
entities and have mixed teams. 
Each one of the 10 localities within GM has a locality plan basically outlining how we are going 
to plug the gap in terms of expenditure over a 5 year period. In order to get this up and 
running we were able to apply for funding from the devolution fund and have a number of 
workstreams set up to deliver the plan. As part of that one of the obligations was to establish 
a local care organisation an integrated commissioning strategy setting and defining what we 
need and also need to integrate the delivery through the LCO. The footprint is different in 
Rochdale as the hospitals cover a wider area across Rochdale Bury Oldham and North 
Manchester.

When each of the localities were setting up the plan we were given the task to produce a 
Workforce Strategy to support the locality plan. This was difficult because at the time the 
locality plan was evolving it was so difficult in terms of workforce and what it meant. In order 
to produce a Workforce Strategy a Locality Workforce Transformation Group was established. 
On that body are representatives from health and the council and each of the 11 theme leads 
have talked to us about our workforce challenges and the main things we need to be working 
on. From that we have set up 4 workstreams/sub-groups looking at: 

 Culture Change (recognising that we have brought together organisations and cultures 
and how we develop this) 

 Growing your Own (recognition of skills gaps) 
 Career Pathways (basically looking at how do we compete with a supermarket for eg) 
 Employment Brand (what is it that is good working in Rochdale) 

We have set up a Workforce Engagement Forum (WEF) with people from the LWTG and 
members of trade unions. We had an initial meeting some time ago, this stalled but now have 
a further meeting set up next week. We are to redefine our terms of reference and general 
updates as to where we are up to.  PH to forward the meeting request through to Dan to see if 
available.

DS asked if he could see the workforce strategy – RB to forward 

PH

RB
9. ANY OTHER BUSINESS & DATE OF NEXT MEETING

PS – Kirsty and Martin were invited to the last meeting regarding insurance and employees 
who have to wear glasses for driving and being reimbursed for replacement spectacles when 
the vehicle was stolen. Since the last meeting it has come to light that Bill Percy in 
Environmental Services has been tasked with checking whether drivers who wear glasses have 
informed DVLA as the Police are going to start checking operatives driving licences to see if it 
on their licence;  if they have glasses they must wear them for driving and if not will be 
warned and if stopped again points will be put on licence. PS asked where does the employee  
stand insurance wise? NW to look into the issue;  JH/PS to discuss at meeting with M Taylor

Date of Next Meeting – 7 November, 1.00pm, Room 203 2nd Floor N1R

NW
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JOINT CONSULTATIVE NEGOTIATING GROUP 

NOTES OF MEETING
held on Wednesday 7th November 2018

Room 203, Floor 2, Number One Riverside

Present:
Trade Union Representatives Employer Representative
Jonathan Harding JH UNISON Rosemary Barker RB
Dan Smith DS UNISON Mark Wiggins MW
Christine Bonsall CB UNISON Julie Murphy JM
Peter Scott PS UNITE Aishah Ashraf (Apprentice) AA
Ray Carrick RC GMB
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1. APOLOGIES FOR ABSENCE

Julie Burgess and Nick Wigmore

2. NEW PAY SPINE

Feedback from Cabinet is that they are happy for us to consult with TU’s and nothing has 
changed in the report from what had previously been circulated.

RB quickly ran through the salient points and asked for feedback after having had the 
opportunity to look at the report.

 The proposal is to apply incremental progression to those staff eligible prior to 
transferring across from the old arrangements to the new in line with option B of the NJC 
guidance

 Proposing not to adopt the new SCP points available to avoid grades with a high number 
of increments.

 Employees currently in receipt of the Rowntree Foundation Living Wage will assimilate to 
SCP3

 Equality Impact Assessment confirms that it does not have a disproportionate impact on 
any group of employees.

 The proposed new pay spine was circulated the right hand side columns are the proposed 
new pay spine

Comments from Trade Unions:

DS – concern around grades 1 and 2 because there are two spinal column point overlap,  
potentially an overlap of one is permissible from an equal pay point of view it was suggested 
that Grade 1 has SCP 1, 2 and 3 and Grade 2 SCP 3 and 4 only. There could be a potential issue 
for front line supervisors from an operational point of view but without a job role assessment 
this couldn’t be confirmed. 
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DS stated that the EIA is more of a bureaucratic process and our equality impact needs to be 
on the template in green book. DS passed the NJC template for ease and completion and he 
could then get it signed off nationally. RB confirmed that they would take this away, look at it 
and come back as soon as possible.
RB asked TU’s to look at the communication proposed to send out to employees. It was 
suggested that we may need to make reference to incremental pay to those who are eligible. 
Agreed that the communication was to go out as soon as possible just so that employees 
know what is happening.

DS confirmed that TU’s will taking this to members for consultation before there is any final 
agreement.

3. DATE OF NEXT MEETING

12th December, 10.00am, Training & Development Suite, 1st Floor


