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PART 1
(OPEN TO THE PUBLIC)

ITEM NO. 

Report of the 
Assistant Director, HR & OD

To Workforce Panel
On 11th December 2018

National Pay Agreement 2018 – 20 Implementation

RECOMMENDATIONS: 

Workforce Panel are asked to:

a) Note the content of the report and agree the approach to implementation of the 
2018 – 20 National Pay Agreement; AND

b) Delegate responsibility for the local collective agreement to the Assistant Director, 
HR & OD.

EXECUTIVE SUMMARY: 

The national pay agreement for 2018 and 2019 was agreed on the 10th April 2018 by 
the National Joint Council for Local Government Services.  This two year agreement 
addressed the changes required to meet the national living wage ensuring that the 
national pay spine met the proposed increases over the next two years.

The first year (2018) of the agreement was ‘bottom loaded’ to close the gap with the 
national living wage and meant that the bottom spinal column points (SCP) saw an 
increase of up to 9.19% with all SCP’s over point 20 receiving 2%.  

The second year (2019) provides for a pay award of 2% across all SCP’s however in 
order to manage the national living wage increases there has also been a fundamental 
review of the national pay spine.

This reports sets out the approach to implementing the national agreement including 
transition to the new national pay spine from 1st April 2019.

BACKGROUND DOCUMENTS: 
2018 – 20 National Pay Agreement 10th April 2018
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1. Background

The national pay agreement 2018-20 is more complex than any other agreement 
since the Single Status agreement and covers the settlement for 2018 and 2019.  
The complexity primarily relates to the introduction of the compulsory national living 
wage which was originally announced in the July 2015 budget. 

At the point it was introduced in April 2016 the national living wage was set at £7.20 
with the commitment that it would increase to at least £9.00 per hour by 2020.  
Whilst the 2016 -18 national pay agreement made some headway in addressing the 
gap between the minimum rates of the national pay spine and the national living 
wage it was recognised at that time that there would need to be a review of the 
national pay spine.  The National Joint Council (NJC) established a working group to 
look at what could be done from a technical point of view.  

The national pay agreement for 2018 and 2019 was agreed on the 10th April 2018, 
the two year agreement addressed the changes required to meet the national living 
wage ensuring that the national pay spine met the proposed increases over the next 
two years.

The first year (2018) of the agreement was ‘bottom loaded’ to close the gap with the 
national living wage and meant that the bottom spinal column points (SCP) saw an 
increase of up to 9.19% with all SCP’s over point 20 receiving 2%.  

The second year (2019) provides for a pay award of 2% across all SCP’s however in 
order to manage the national living wage increases there has also been a 
fundamental review of the national pay spine with a new spine to be implemented on 
1st April 2019.

A separate agreement was also reached by the JNC for Chief Officers and the JNC 
for Chief Executives of a 2% uplift for 2018 and 2019.

The City Council has a key role to play in setting an equitable pay structure and 
ensuring those in the lowest paid jobs receive a fair living wage.  As an exemplar 
employer the council ensures that all of our remuneration and wider workforce 
strategies, policies, procedures and practice reflect the commitments in the 
Employment Standards Charter leading the way to make Salford a great place to 
work.  In 2013 the council took the decision to implement the Foundation Living 
Wage which defines its policy with regards to its lowest paid employees.  As a result 
the current minimum hourly rate for any council employee is currently £8.75 per 
hour. 

The council was proud to be accredited as a living wage employer by the Living 
Wage Foundation in June 2013. 

The 2018 pay award has been implemented and backdated to April 2018, the council 
is now considering the implementation of the new 2019 national pay spine and the 
impact on the current local pay structure.  This report sets out the approach to 
implementing the full national agreement including transition to the new national pay 
spine in April 2019.
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2. Details

The new pay spine has been agreed by the National Joint Council as part of the 
2018-20 pay agreement and will be introduced on 1st April 2019.  

The new national pay spine begins at point 1, introduces a number of ‘new’ points 
and the top of the spine will be set at SCP 43.  The current national pay spine has 49 
points with the reduction in pay points being achieved by consolidating a number of 
the points at the bottom of the pay spine.  

As well as seeking to manage the implementation of the national living wage the 
revised pay spine also sought to address some of the disparity between the 
increments and to introduce more uniform incremental progression. The aim was to 
ensure no more than a 2% increase between SCP’s which has been achieved by the 
consolidation of the lower points and the introduction of some new SCP’s.

The introduction of the new national pay spine changes local pay models, which in 
effect is a variation to contract, and therefore it is for each Council to implement the 
changes through negotiation and separate local collective agreement with the trade 
unions.  

In 2012 Salford embarked upon a fundamental review of the local pay structure, 
introducing a new pay model in April 2013.  This model established some clear 
principles, introduced the foundation living wage as the minimum pay rate, removed 
overlapping grades and reduced the number of increments in each grade.  Without a 
review of the current pay model the introduction of the new national pay spine will 
impact on these principles – straight assimilation to the new pay spine as it stands 
would be problematic as this would reintroduce long pay bands and/or overlapping 
grades. 

The starting point for implementation of the national agreement and pay modelling 
locally has therefore been to maintain the integrity of the current pay model. 

It should be noted that whilst the new national pay spine introduces new SCP’s there 
is no requirement to use all of the pay points.  However, the joint guidance (national 
employer and trade union) on assimilation is clear that no grades should have more 
than six points and overlapping grades should be limited to no more than one point. 

As a Foundation Living Wage accredited employer the minimum hourly rate in 
Salford is based on the foundation living wage rate which currently equates to £8.75 
per hour uplifted to £9.00 by the November 2018 announcement.  The impact of this 
is that the current local pay model is based on SCP 10 as the bottom point with 
SCPs 6 to 9 removed in the 2013 pay review.

3. Developing the local pay model

Work has been ongoing to consider how to map our current grading structure across 
to the new pay spine; undertake impact analysis against the key principles below; 
and undertake both financial and gender impact analysis.  Discussions with the 
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Trade Unions commenced on 12th October 2018 and at this meeting a number of key 
principles were agreed as outlined below:
 

 All employees must receive a minimum 2% increase in line with the national 
agreement;

 No employee to suffer a detriment;
 Model of least disruption;
 Retain the integrity of the current pay model;
 Retain grading structure 1A – 5C based on the same job evaluation points;
 No requirement to use all pay points;
 Spot points or shorter grades at the bottom end;
 No more than 5 increments in each grade;
 A consistent approach to increments and assimilation to be applied; and
 Completion of an equal pay audit.

Weekly meetings have taken place with the joint trade unions and through these 
constructive discussions a model has been identified which accommodates all of 
these requirements and is attached at Appendix 1.  In addition, a full impact analysis 
of this model has been undertaken which includes gender impact assessment, equal 
pay audit and an initial assessment of impact on the gender pay gap, together with 
more detailed financial modelling and service directorate analysis.  The equal pay 
analysis can be found at Appendix 2.  

It should be noted that this is not a locally driven pay review it is purely in response 
to the requirement to implement the 2018 - 20 national pay agreement.  Whilst there 
is a positive outcome for all employees affected with a minimum 2% uplift in pay 
across the board the implementation of a revised local pay model does constitute a 
variation to contract. Whilst the new national pay spine has been agreed through the 
National Joint Council this collective agreement does not extend to any changes we 
are required to make to local pay structures in order to implement.  Therefore, it is for 
each Council to implement the changes through negotiation and separate local 
collective agreement with the trade unions.  

The clear objective has been to seek a local collective agreement with the joint trade 
unions to vary terms and conditions which will be incorporated in to the contract of 
employment of all employees covered by the agreement.  

Initial discussions with the trade unions commenced on Friday 12th October 2018 
and established jointly agreed principles, timeline and process for reaching a 
collective agreement.  

Through these constructive discussions agreement has been reached on a model 
(as detailed at Appendix 1) which both parties were happy to endorse and take 
forward through formal decision making arrangements.
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4. Impact

The implementation of the agreement for 2019-20 including the introduction of the 
new pay spine has financial implications, however this has already been factored in 
to the budget assumptions for 2019/20.  Based on the initial modelling the overall 
costs including incremental progression, the 2% uplift and the introduction of the new 
model have been estimated at £2.7 million for the council and circa £3.5 million for 
schools for 2019/20.  Full financial modelling is currently being undertaken to include 
forecasting for incremental progression over the next 4 years and service directorate 
impact.  

As the national changes have significantly increased the hourly rates at the bottom 
end of the pay scale the introduction of any revised local pay model will see costs in 
those service areas with concentrated numbers of employees in the lower grades 
increase i.e. cleaning and catering which could potentially impact on those elements 
that are traded commercially.

5. Schools

These changes also affect those employees employed on NJC for Local 
Government Services terms and conditions working in community and voluntary 
controlled schools.  Under the Education Act 2002 (amended 2011), the Governing 
Body is responsible for deciding who should be appointed to the school, their hours 
of work, and the duration of their contract and, within certain parameters, their 
grading and remuneration. Most Governing Bodies delegate staffing appointments 
and grading decisions to their Headteacher.  

The Local Authority remains the legal employer in all community schools and 
voluntary controlled schools, and in particular remains responsible for ensuring that 
the requirements of equal pay legislation are complied with.   

When making recommendations on pay, Governing Bodies are required to consider 
the responsibilities of the post and the pay scales and terms and conditions 
applicable for similar roles or work throughout the Local Authority area.  Governors 
may recommend that a support staff member is appointed on any one of the grades 
currently in use by the Local Authority, as long as the grading is justified by the 
responsibilities of the post in question and are proportionate to the grade.  This is 
determined through the Green Book job evaluation scheme. 

Voluntary aided, foundation or trust schools are not bound by the Local Authority 
grading structure however, where NJC conditions of service are applied, those 
schools will need to review the pay structure they have. The Local Authority will work 
hard to support these schools to achieve an appropriate mechanism for 
implementing the national agreement and pay model. 

6. Approval and Implementation 

Agreement was reached through the Joint Secretaries on Friday 2nd November with 
regards to the approach to implementing the 2018 – 20 National Pay Agreement and 
revised pay model which can be found at Appendix 1.  Subsequently arrangements 
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have been put in place for this to be taken forward through formal consultation and 
decision making processes.

Detailed analysis of the revised model has been completed and discussed with 
service directorates.  Based on initial findings the revised model allows our current 
grading structure to map across to the new national pay spine with no issues arising 
with regards to gender inequality.  

The clear objective has been to seek a local collective agreement with the joint trade 
unions to vary terms and conditions which will be incorporated in to the contract of 
employment of all employees covered by the agreement.  

At a meeting of the Joint Secretaries on Friday 30th November formal feedback from 
the joint trade unions confirmed that no objections had been raised throughout their 
consultative processes; acknowledged the good process followed; requested that the 
positive approach taken by the employer be noted; and confirmed that the joint trade 
unions were in a position to confirm their collective agreement to the revised pay 
model.  A written response from the staff side Joint Secretary can be found at 
Appendix 3.

The Workforce Panel are responsible for determining collective and corporate terms 
and conditions of staff and approval is therefore now sought for the implementation 
of the revised local pay model on 1st April 2019.

The revised pay model will be incorporated in to a local collective agreement a draft 
of which can be found at Appendix 4.  Arrangements have been made for this 
Agreement to be signed by all relevant parties on Wednesday 12th December 2018 
and the Workforce Panel are asked to delegate the responsibility for this to the 
Assistant Director, HR & OD in her role as the employer side Joint Secretary.  

This Agreement will have the effect of automatically incorporating the changes to the 
pay model in to contracts of employment with effect from 1st April 2019.  All 
employees covered by the Agreement will be informed in writing of the variation to 
contract together with a personal statement advising of their new SCP and annual 
salary.  A timeline for implementation is attached at Appendix 5.

KEY COUNCIL POLICIES: 
Pay Policy Statement 2019/20

EQUALITY IMPACT ASSESSMENT AND IMPLICATIONS: Catherine Sharples, 
Strategic HR Manager

Can be found at Appendix 2a and 2b

ASSESSMENT OF RISK: 
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LEGAL IMPLICATIONS:  Jeanette Williams, Senior Lawyer, Legal Services

The implementation of the 2019 national pay spine and the necessary changes to 
the local pay structure constitutes a variation to contract.  There is no contractual 
right to vary an employee’s individual contract of employment and therefore the 
Council’s objective was to achieve the changes through local collective bargaining 
with the joint trade unions. 

An agreement was reached on a pay model (as detailed in Appendix 1) and following 
formal consultations with staff, the joint trade unions have agreed to the 
implementation of this model by way of collective agreement. The draft collective 
agreement at Appendix 4 is a written contract between Salford City Council and the 
joint trade unions and will have the effect of automatically incorporating the changes 
to the pay and grading structure into all employees’ contracts of employment with 
effect from 1st April 2019.  The changes will apply to all employees on NJC terms 
and conditions, regardless of whether or not the employee is a member of a trade 
union.

When signed by all the parties, the Collective Agreement will be legally effective and 
binding.

Equal pay implications have been considered and a full analysis of the agreed model 
has been undertaken.  This included an equality impact assessment, equal pay audit 
(including an equal pay analysis of support staff employed within community 
schools) and an assessment of the gender pay gap, thereby reducing the likelihood 
of equal pay claims arising from the new pay model.  

FINANCIAL IMPLICATIONS: Paul Hutchings, Strategic Finance Manager

As detailed in the main body of the report, the cost of implementing the new model in 
2019/20 is circa £2.7m to Salford City Council with an additional cost to schools.  
Finance have analysed the proposed new model against the current structure (plus 
2% pay award) and estimate that the ongoing additional cost will be approximately 
£0.383m.  This additional cost is due to the increased percentage increases on the 
lower scale points.  Work is ongoing to provide bespoke costings for individual 
schools which will feed into future year’s budget setting.

PROCUREMENT IMPLICATIONS: N/A 

HR IMPLICATIONS: Steve Hulme, Strategic HR Manager, 0161 607 8607

The National pay award 2018 – 2020 was agreed on 10th April 2018.  The year one 
2018 element was implemented in May 2018 and backdated to 1st April 2018. The 
implementation of the national pay agreement has an impact on every employee 
employed under NJC terms and conditions. 
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Whilst the new national pay spine has been agreed through the National Joint 
Council this collective agreement does not extend to any changes we are required to 
make to our local pay structures in order to implement the changes.  Therefore, it is 
for each Council to implement the changes through negotiation and separate local 
collective agreement with the trade unions.  

In order to vary individual contracts the council will need to have in place a local 
collective agreement with trade unions. On completion of the consultation and 
agreement being reached every employee employed under NJC terms and 
conditions will be notified in writing of the variation to contract and impact on their 
pay.

The proposed local pay model which implements the new national pay spine offers 
minimal disruption and maintains the integrity of the current local pay model and 
structure including grade boundaries and job evaluation scores and delivers on the 
key principles agreed with the trade unions.

A full equal pay audit and impact analysis has been undertaken of the proposed pay 
scale which demonstrates that there are no gender concerns.

OTHER DIRECTORATES CONSULTED: People, Place, Public Health and Service 
Reform Directorates have all been updated.
___________________________________________________________________

CONTACT OFFICER: Samantha Betts, Assistant Director for HR & OD, 
Samantha.betts@salford.gov.uk 0161 607 8602 

WARDS TO WHICH REPORT RELATES: 

mailto:Samantha.betts@salford.gov.uk

