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3 December 2007
Jim Burnett
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UNISON

Tom Johnston House

Civic Way

Kirkintilloch

G66  4TJ

Dear Jim

SINGLE STATUS - FINAL OFFER 

As you know, in the spirit of our Partnership @ Work Agreement, it continues to be our aim to produce a revised pay, grading and conditions package that could be collectively agreed by the joint trade unions.

Following our negotiations last week and as requested by you, I write on behalf of East Dunbartonshire Council to confirm our final offer to the joint trade unions in relation to single status.

Detail of the final offer based on the implementation of the new pay & grading structure and a revised package of terms and conditions, is summarised below:
Pay & Grading Structure

1. A new simplified 12-band grading model will be introduced and will be backdated to 1st April 2006.  This pay and grading structure itself, which has satisfied external equality impact assessment, remains unchanged from our previous offer and is detailed below:  

	Grade
	Grade Score Min
	Grade Score Max
	Grade SCP Min
	Grade SCP Max

	SS1
	0
	189
	1
	5

	SS2
	190
	227
	6
	12

	SS3
	228
	262
	13
	21

	SS4
	263
	294
	22
	30

	SS5
	295
	347
	32
	40

	SS6
	348
	390
	41
	51

	SS7
	391
	438
	52
	62

	SS8
	439
	485
	63
	73

	SS9
	486
	537
	75
	83

	SS10
	538
	610
	84
	92

	SS11
	611
	660
	93
	99

	SS12
	661
	-
	100
	104


2. It is our intention that this new pay and grading structure will be implemented from Monday 3rd March 2008. 

3. Employees whose salary placement at 1st April 2006 was below the new salary range for the job will be placed on the first incremental point of the new scale, with payment backdated accordingly.

4. Employees whose salary placement at 1st April 2006 was within the new salary range for the job will be placed on the next incremental point up within the new scale, with payment backdated accordingly.

5. In accordance with the Scottish national agreement, employees whose salary placement was above the new salary range for the job, will receive the cash value of their pre-review earnings (basic salary + bonus) maintained at that value through the Transition period.
· The salary will be maintained at the 1st April 2007 value for a period of 3 years from 1st April 2007 until 31st March 2010 (inclusive) or until such times as the employee moves into a role which attracts a greater level of earnings, whichever date is earlier.

· The salary will be maintained at the 1st April 2007 value on a cash protected basis during this period. If however, at the end of the transition period an employee has been unwilling or the employee is unable to progress through the Transitional Arrangement Programme, they will be placed on the maximum incremental point of the new grade for their role.

6. Although we have agreed to protect salaries at their 1st April 2007 levels until 31st March 2010, it has been pointed out to us that a legal difficulty arises: as the date of assimilation will be 1st April 2006, then the salary levels protected will be those applicable on that date, and the protection period will expire on 31st March 2009, according to the Red Book (Implementation Agreement para 19). 
7. To avoid complications we, therefore, propose to treat the additional elements (higher rate of pay and longer period of protection) as deriving from a local collective agreement. In order to do so, we will need evidence of your agreement to those additional elements. A letter to this effect will suffice and I look forward to hearing from you on this matter.
Terms and Conditions
I have documented below, the revisions to our previous offer:

1. Notional Hours (Standard Pattern of Work)
· The core working hours of the Council will be: Monday – Sunday: 7.00am – 10.00pm (inclusive).
· All existing working patterns will continue and be considered under the remit/context of the appropriate service reviews and the delivery of the planned Transition & Modernisation Framework Agreement.
· In the intervening period, this change to notional hours as outlined above will be applied with effect from Monday 3rd March 2008.
2. Out of Hours Allowance
· A single “Out of Hours” allowance will be payable to those employees who are contracted as part of their normal working pattern to work outwith the recognised core working hours, specified above.
· This Out of Hours allowance will be paid at the rate of Time + a third for those contracted hours worked outwith the core working hours of Monday – Sunday: 7.00am – 10.00pm (inclusive).

· This Out of Hours allowance will replace the irregular & unsocial hours, weekend working, shift and night duty allowances.

· Out of Hours allowance will be applied from Monday 3rd March 2008.

· Call-out; standby and sleep in allowances remain as specified in our previous offer and will be applied from Monday 3rd March 2008.

3. Overtime 

· In accordance with the Council’s commitment to work life balance, we believe that employees should not be required to consistently work overtime.  However, we recognise that there are occasions and situations that affect service delivery that are unavoidable and need to be delivered outwith or in addition to normal hours. 

· Overtime is defined as hours worked in excess of 37 hours per week and will attract overtime payment. 

· Additional hours worked up to 37 hrs hours per week will be payable at plain time. 
· All hours worked beyond 37 hrs per week will be paid at the rate of Time + a half.

· This revision will be applied from Monday 3rd March 2007.

4. Annual Holidays 

· The proposals to adjust annual fixed and flexible holidays remain largely unchanged from our previous offer.
· In recognition that it was our intention to enhance holiday entitlement by awarding an additional 2 days flexible annual holidays to all employees with more than 1 years’ continuous service from 2007, we propose that these additional 2 days for 2007 be carried over to 2008.
· Changes outlined in our previous offer would be applied from Monday 3rd March 2008.
5. Notice 

· The contractual minimum notice from the employer for all single status posts will be greatly enhanced to a minimum of 8 weeks, up to a maximum of 12 weeks in compliance with the minimum statutory entitlements.

· Notice requirements from the employee remains unchanged.

I believe this covers the core elements of the final offer discussed at our negotiations last week. 

We have a pre-arranged meeting of the Single Status Working Group scheduled for Monday 10th December 2007 at 2.00pm and we would propose that we utilise this time to continue our discussions on the final offer.

Although we do not yet know your final position in response, we are, of course, aware both of the probability that you will reject this offer and the likelihood that no further acceptable compromise can be found.

In these circumstances, we must contemplate the possibility of a dismissal and re-engagement process, which is why we have issued 90-day notices today.

We look forward to receiving your formal response to this offer.

Yours sincerely
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ANN DAVIE
HEAD OF HUMAN RESOURCES & 

ORGANISATIONAL DEVELOPMENT
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Sue Bruce, Chief Executive Officer


Valerie Watts, Corporate Director – Corporate Services

Gerry Cornes, Corporate Director – Environment


David Anderson, Corporate Director - Community
