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LOCAL GOVERNMENT PAY COMMISSION REPORT

SUMMARY

The Local Government Pay Commission has released its report, following a year of deliberations.  There is much in it to welcome from a UNISON point of view. The Commission supports continued national bargaining, sees JE and Single Status implementation as the way forward for dealing with pay discrimination and has called for equal pay audits in every council. It says that there should be an equality impact assessment of any proposed changes to terms and conditions and wants new provisions for training and workforce development in Part 2 of the Green Book. It is also calling for a review of part-time workers’ pay and conditions and for London Weighting to be reviewed and aligned across the public sector.

The Report is less helpful on basic pay levels, although it points out that local government workers’ pay fell behind the rest of the economy between 1988 and 2002 and states that above inflation pay increases could be justified on equality grounds. Its findings on basic pay and recruitment and retention have not fully confronted our arguments about low pay levels throughout the structure and their negative impact on staffing and services. 

Overall, the tone and basic arguments underpinning the report are those put forward in the UNISON and Trade Union Side evidence. The Commission agrees that local government workers have become the ‘poor relations’ of the public sector. They call for a more strategic approach to workforce matters and investment in single status implementation and training.  The need for equality at the bargaining table, within trade unions and throughout local government is a key theme throughout the report. It calls for trade unions to be ‘as representative of all employees as possible’ and for unions to ‘capacity build on equality at a local level’.

Key points underpinning the Commission’s overall findings 

· Public policy has been focussed on health and education…”But in the process the value of the full range of services delivered by local government has been overlooked, with local government in danger of becoming the ‘poor relation’ of the public sector”


· “The Commission sees no tension between investing in staff and investing in services. These should not be seen as alternative claims on resources: rather the former is a component of the latter.”


· Councils are strapped for cash…”Local authorities are increasingly being asked to do more (meet central government and growing consumer demands) with less”


· There has been a “proliferation and sharpening of performance measures and targets, often tied to new auditing or regulatory framework…They have had important human resource implications although these have rarely been reflected in the performance or regulatory regimes”


· “Equality in local government is a necessity, not an option” and “… is part of improving services”


· The evident split between “a mainstream industrial relations agenda narrowly concerned with pay and other terms and conditions of employment and a broader ‘people management’ agenda…has been underlined by the split on the employers’ side between the IdeA and the Employers Organisation. This has prevented “an integrated problem  solving approach involving stakeholders at national level”


· “Consideration of reform in this area could usefully extend on the employers’ side to a consideration of the relationships and interconnections between, and the current and future respective roles of LGA (and its HR executive), EO, IDeA and how best to avoid fragmentation of HR and strategic leadership”


· “Bringing (such) non pay issues into the core of the NJC could help improve the quality or character of the bargaining relationship and process …..  This could also provide a model for relations within individual authorities where …. “partnership” or joint problem solving approaches would assist in the delivery of the improvement agenda”

· “There are strong grounds for saying that the use of workforce planning is limited and weak”

THE COMMISSION’S KEY FINDINGS 

Local government pay 

The report broadly concurs with the key points demonstrated in the UNISON and TU Side evidence, though significantly underestimates the overall gender pay gap by not ‘weighting’ for part-time staff who are more than half the workforce. It also focuses on hourly pay, rather than total earnings. It concludes that:

· NJC earnings fell below the whole economy between 1988 and 2002


· NJC pay increases were lower than for police, teachers, the fire service and nurses between 1993 and 2002


· Increases for full time women workers fell behind average earnings increases between 1988 and 2002, while part-timers followed whole economy trends. Full-time men were ahead for much of that period, but have recently fallen behind


· Pay increases for craft workers have fallen behind NJC ones in recent years

Gender pay gap


· The gender pay gap, based on hourly pay only, is 18.7% -  higher than for police, nurses, teachers, NHS ancillary and ambulance staff 


· But the gap for part-time workers compared to full-time men is a staggering 42%, based on median earnings

Unsocial hours payments


· Overtime and unsocial hours payments account for a small proportion of overall full time pay – overtime at 2.5%, weekend night shift payments at 0.6% and shift pay at 0.3%


· 19% home carers’ earnings and 16.5% care assistants’ are weekend and night shift payments – even on plain time overtime. This is the highest proportion in the workforce


· Premium payments are a higher proportion of gross pay for part-time workers than full-time

Bonus


· Bonus was received by 6.4% of full-time and 1.7% part-time workers in 2002. However, over 20% highway maintenance workers, refuse collectors, gardeners and road sweepers still receive bonus

Holidays and pensions

· Holidays “are less generous than for the great majority of employee groups in both the public and private sectors”

· The standard employee contribution rate in the LGPS is “higher than the average for private sector final salary schemes”

· Private sector final salary scheme members are 5.9% to 8.5% better off than LGPS pensioners comparing lump sum entitlements on retirement at the same age

· 34% of women part-time workers are not in the Local Government Pension Scheme

Privatisation

· CCT and Best Value “have placed a downward pressure on the pay and conditions of the lowest paid and most vulnerable workers in local government”

KEY RECOMMENDATIONS

Pay

· Above inflation increases could be justified on equality grounds

· The Commission is “sympathetic” to longer term deals but notes that they require stable economic conditions

· The Commission is “not persuaded” by the unions’ argument for a £6.50 minimum wage and considered arguments about possible savings on tax credits to be outside its remit

Pay statistics

· There is a “current deficiency” in pay statistics to underpin bargaining


· The NJC should establish a new mechanism for the collection, analysis and dissemination of pay data


· There should be “comparable collection of pay and workforce data by local authorities, who should see this data collection as key to their own budgetary processes


· The data should be capable of meeting employers’ obligations under the equality legislation

London Weighting


· London Weighting needs to be reviewed. The Commission says: “Given that the relatively high costs of living and working in London are the same for all public service employees, it seems sensible to us that consideration be given to aligning the different rates of London weighting across the different parts of the public sector with defensible rationales for any remaining variation in rates”

Pay discrimination and equal pay 

· Every local authority should undertake a pay audit as part of a longer term strategy plan for addressing the gender pay gap


· ODPM should “exercise comparable leadership on this issue to that taken by the Cabinet Office in respect of government departments, by requiring pay audits and action plans to be delivered to a specified timetable”
· Government should consider incentives “to action by local authorities to ensure that equality (including equal pay) is treated as a policy priority and that central government’s equality agenda is pro-actively carried forward as part of the modernisation of local authority service provision” 

· “..financial freedoms and flexibilities could be available for authorities who have developed and implemented modernised, fit for purpose pay structures which comply with equal value requirements”

·  “Consideration be given to strengthening the equality aspect of BV/CPA performance indicators and including equal pay implementation as a performance indicator

· There should be a review of part-time workers’ terms and conditions


· “The importance of premium payments in the composition of pay of certain female dominated groups …should be borne in mind”


· The NJC should investigate issues of pay and rewards for particular groups such as term-time workers


· Local authorities should carry out “more systematic analysis” of the total reward package to ensure equality


· There should be an equality impact assessment of any proposed changes to terms and conditions and NJC guidance produced

Action on other equality issues

· The Commission says that “Equality in local government is a necessity, not an option” and “…is part of improving local services”…

· …” we have noted some lack of awareness and of understanding of equality issues and requirements”


· Government is funding equality initiatives in other parts of the public sector and “above inflation increases could be justified on equality grounds”


· “A visible indicator of the importance attached to (equality issues)” would be for the Deputy Prime minister to convene a closed summit of all Chief Executives


· NJC guidance to tackle occupational segregation should be produced

· Higher graded jobs should be opened up to part-time workers


· “More effort (should)  be put into promotion of the Equality Standard for local government and monitoring and publicising progress”

· “Consideration be given to strengthening the equality aspect of BV/CPA performance indicators and including equal pay implementation as a performance indicator”


· Steps should be taken to “increase awareness of the importance of equality for elected members and managers”


· Central and local government should look at ways in which “progressive equality developments” can be spread to private contractors proving council services 

· Local authorities should produce equality ‘partnership plans’…”for consultation with a view to reaching agreement”


· NJC guidance to ensuring mainstreaming of equality in employment and service provision should be produced

Trade unions

· Trade unions should be “as representative of all employees as possible” 

· Trade unions should “capacity build on equality at a local level”

· There should be equality expertise at the national bargaining table

· “The Commission wishes to underline the importance of having effective and representative collective voice mechanisms …it is in the interests of both parties to continue to encourage and facilitate membership of recognised trade unions which can provide such a mechanism”


Single Status Agreement (SSA)

· The SSA  “provides a good basis for moving forward on equal pay and modernisation of pay and rewards”

· Some real commitment of funds is required” – although the LGPC “does not feel that it is realistic in the current context to ask central government to directly fund the cost of implementing the SSA”


· A joint approach should be considered by the employers and unions to the ODPM Capacity Building Fund to assist in development of “the necessary HR and line management capacity at local level”


· “ ...national and regional local government bodies should provide tailored pro-active support and assistance” to assist implementation of the SSA

Job evaluation and pay and grading reviews

· There is continued support for job evaluation to ensure “proper evaluation and ranking of jobs”…”the use of an equality proofed JE scheme is the way forward.”


· The “NJC scheme had a negative reputation among some employers which did not reflect the reality”


· “We recommend the presumption (that the NJC scheme be used) be retained” though there should be more flexibility where “the principles and safeguards which are found in the NJC scheme are demonstrably present in another scheme”


· “..there should be an onus on an employer proposing to use a scheme other than the jointly designed NJC scheme to demonstrate as far as reasonably possible that it is fit for purpose.”


· The NJC parties should consider measures to facilitate implementation of the NJC scheme through adjustment to the “process aspects” “without undermining the principles”


· The Commission “recommends a move away from long, service based incremental pay scales” which tend to discriminate against women but “if progression is on the basis of skills or competencies attention will need to be paid to equality issues in their definition and to equality of opportunities to acquire and demonstrate them.”

· Broad (salary) bands “remain uncommon” and are “sometimes problematic because of their apparent lack of transparency.  There is now some movement back towards narrow salary ranges and this is supportive of non-discriminatory pay systems”

‘Flexibility’ and work-life balance


· Work life balance policies and practice are not targeted or linked to service delivery needs at present 


· Flexible working is “strongly endorsed” but …”there is a difference between “flexibility by employees” and “flexibility for employees”


· “Strong advice from the centre” is needed to combat poor practice


· ‘Flexibility’ is restricted to some groups of workers – manual workers lose out heavily on access to flexi-time and job sharing


Staffing 


· Use of different forms of work and employment “should be driven both by service user needs and the well being and concerns of the employees”


· A more co-ordinated response to workforce planning is needed across the sector

· Joint support and advice is needed “on workforce planning and strategic integration of different forms and patterns of employment”. These should not be seen as “cost cutting measures”


· NJC advice on workforce planning and the use of labour market supplements should be produced. At present workforce planning is “limited and weak”


· The use of agency staff and the implications of worse terms and conditions should be investigated

The national agreement and future bargaining arrangements

· There is a “continuing role for national multi-employer bargaining in local government services, with a national agreement providing a framework for pay and conditions and employment relations at local level”


· “No support for regional wage bargaining or determination was expressed to the Commission from any quarter in local government, employers or unions”


· “..the national agreement provides sufficient flexibility within which the individual local government employers can develop different approaches to pay and reward.”


· “The Commission considers that the reasons for introducing a national pay spine in 1997 are still valid and argue against its removal.”


· “..it appears to us that local government is already some way down the road which the government wants the public sector to take.(adequate flexibility at local level)” and “existing flexibilities are being realised in practice”


· “…the principles set out in Part 1 of the current agreement to be worthy of reaffirmation”

Part 3 of the Green Book


· “The Commission was not convinced that the problem of inflexibility around Part 3 is as significant as we were being asked to accept. It was not clear to us that local authorities necessarily had change agendas based on an analysis of customer needs and strategies for improved service delivery which were being blocked by problems in getting agreement to changes under Part 3.”  But…


· “The Commission recommends that the NJC parties negotiate with a view to changing Part 3…to facilitate consideration of various ways in which particular working hours and patterns might be compensated.”

Arbitration


· The Commission “cautions against pendulum arbitration” and encourages other means to minimise strikes


· “We would recommend that the parties consider having a pre-arbitration, third party stage in the agreement.” 

School based staff

· The position of school based staff is “anomalous in that local authorities are the legal employer but have little say over most of the matters relating to their employment. We feel this should be addressed”


Training and Workforce Development

· The Commission was surprised at the “relative lack” of employer evidence


· There should be “greater investment by national and local government”


· “We consider that it is important that sector skills council arrangements recognise the special features of the local government sector”


· The Commission recommends “a broadening of the training aspects of Part 2 and the consequent removal of the current Part 3 provision. Joint agreed guidance under Part 4 should be issued.”


· “…the Commission recommends that local training and workforce development plans be developed in conjunction with local unions on a partnership basis.” 

· There should be equality of access to training and ‘skills ladders’


· Union Learning Reps should be “encouraged and supported by employers and unions”
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