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CANNOCK CHASE COUNCIL 

CABINET 

3 FEBRUARY 2011 

REPORT OF DIRECTOR OF SERVICE IMPROVEMENT 

COST REDUCTION OPTIONS 

1. Purpose of Report 

1.1 The purpose of this report is to present to Cabinet the implications of the Cabinet’s proposals 
for cost reductions as part of the 2011/12 budget setting process and to present the outcome of 
consultation with the recognised trade unions, as requested in the resolution passed at its 
meeting on 25th November 2010.  This report will focus specifically on the following: 

• The proposal to freeze employee increments for 12 months 

• The proposal to reduce salaries by a fixed percentage 

1.2 The purpose of examining these proposals was to establish whether either of these options 
would mitigate the need for compulsory redundancies. 

 

2. Recommendations 

2.1 That Cabinet notes that the proposals to reduce salaries and freeze increments are not 
supported by the recognised trade unions 

2.2 That Cabinet does not pursue the option to freeze employee increments for 12 months 

2.3 That Cabinet does not pursue the option to reduce employee salaries by a fixed percentage 

2.4 That Cabinet pursues the alternative voluntary options for reducing costs such as voluntary 
redundancy, flexible retirement, voluntary reductions in working hours and employee purchase 
of additional annual leave. 

 

3. Conclusions and Reason(s) for the Recommendation(s) 

3.1 Careful consideration has been given to the options above as requested by Cabinet on 25th 
November 2010 and discussions on these options have been undertaken with the recognised 
trade unions.  The finding of this report is that there are a number of significant risks associated 
with the option to withhold increments and the option to reduce employee’s salaries.  Such 
risks include the risk of Employment Tribunals, industrial action and disruption to key services 
and these risks are considered to be extremely significant.  In addition there is significant 
opposition to these proposals by the recognised trade unions. 

3.2 On the basis of all of these considerations it is recommended that these options are not 
pursued and that the savings required by the Council on an ongoing basis are achieved 
through alternative means.  Other proposals were submitted by Cabinet for consideration 
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including voluntary redundancy, voluntary reductions in working hours, flexible retirement and 
the option to purchase additional leave.  These proposals have been explored and are likely to 
offer alternatives for savings that may be accommodated with less overall risk to the 
organisation.  Over 100 employees have expressed an interest in volunteering for the 
alternative options. 

4. Key Issues 

4.1 This report seeks to outline the human resource, legal and financial implications of Cabinet’s 
proposals to either withhold increments for a 12 month period or to enforce a percentage 
reduction in pay for a 12 month period.  The Cabinet asked officers to consult with the 
recognised trade unions.  Such consultation has been undertaken and, consequently, this 
report outlines the views of the recognised trade unions on these specific proposals  

4.2 These options would potentially achieve savings in 2011/12 of £150K for freezing of increments 
and £88k (All Employees) and £23k ( Staff over £34,000) for each 1% reduction in pay  but 
such savings are not without risk to the organisation. The nature of those risks is discussed at 
length within the main body of this report. 

The savings reflect potential reductions arising from Shared Services and Leisure Outsourcing 
with the Gross savings being detailed in the Financial Implications. 

Savings will also accrue to the Housing Revenue Account from the options , directly through 
similar saving options being implemented and indirectly in reduced recharges from the General 
Fund. 
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Section 1 

Background 

At the Cabinet meeting held on 25th November 2010 a resolution was passed that officers of the 
Council should liaise with unions and employer advisors on potential changes to terms and conditions, 
either temporary or permanent, in order to seek to avoid compulsory redundancies in 2011-12.  The 
potential terms to be discussed included the following: 
 

• Freezing increments for a 12 month period 

• A percentage pay reduction for a 12 month period 
 
Formal consultation has been undertaken with the recognised trade unions concerning these 
proposals.   

Section 2 

Details of Matters to be Considered 

There are significant human resource, financial and legal implications associated with the proposals 
that officers have been asked to consider. 

Freezing Increments for 12 Months 

A suggestion has been made that the Council should explore the viability of withholding incremental 
progression in 2011/12 – effectively delaying staff increments for one year.  Similar proposals are being 
considered by 4 other Council’s in the West Midlands region according to a recent survey by the West 
Midlands Council’s organisation. 

Employees generally commence employment at the bottom of the salary scale applicable to their post 
and progress through this scale, by incremental points, on an annual basis.  Progression is based upon 
receipt of an annual personal development review confirming that the performance of the individual has 
been satisfactory. 

At the present time there are a total of 214 employees who would be entitled to increments during 2011 
– most of which are effective from 1st April 2011.   This represents 32.18% of the Council’s workforce. 
The estimated cash value of the saving that would arise from withholding increments is approximately 
£103,870 for the 2011/12 financial year . 

Employees are appointed to a specific grade and, whilst not explicit in the written “statement of 
particulars” issued on appointment, there is an implied contractual term that they will progress through 
the grade until they reach the top.  This implied term is reinforced as follows: 

• The national terms and conditions for the majority of employees, known as the ‘Green Book’ 
states that “transparent and objective criteria for progression though incremental pay scales will 
be needed and must be applied consistently”.  Within Cannock Chase Council the ‘transparent 
and objective criteria” is that a person must have a satisfactory annual personal development 
review and this is the criterion for incremental progression through the salary scales.  This is 
the only criteria currently required for employees to progress through the incremental salary 
scales. 
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• Upon appointment to a post the letter of appointment given to each employee states “Your 
commencing salary will be XXX within grade X of the scheme of conditions of service as 
agreed by the National Joint Council for Local Government Services.  Subject to satisfactory 
performance you will receive an increment to spinal column point X”.  The letter of appointment 
forms part of an employees contractual terms of employment. 

• The pay scales applicable to most employees within the Council are determined nationally 
within the scope of the NJC negotiating infrastructure and by its very nature this is an 
incremental pay scale.   

In view of this the withholding of incremental progression would breach the employee’s contract of 
employment, if unilaterally imposed.  Since a contract of employment is a legally binding contract an 
employee would have the right to make a complaint to an employment tribunal if the Council  
unilaterally withholds an increment that an employee is legitimately entitled to expect as part of his or 
her contract of employment.  In an employment tribunal each employee could make a claim for the 
financial loss experienced arising from the breach.   The tribunal may award an employee damages for 
their loss, e.g. a payment of arrears of wages.  In this case employees would make a claim for the 
value of their incremental progression that has been withheld and any other financial loss incurred due 
to the breach.  So, if all 214 were to initiate tribunal proceedings the Council could be ordered to pay 
the full cost of the increments, any other financial loss incurred, and, of course our own legal costs in 
defending such claims. 

Notwithstanding this there are a number of ways of legitimately changing or varying an employee’s 
contract of employment and these are discussed later in this report.  These options would still need to 
be followed even though only a temporary withholding of increments in suggested. 

Should this proposal be implemented it should be noted that of the 214 employees who would be 
entitled to increments 53.7% of them are under the age of 40.  Compared to the remainder of the 
workforce who have already achieved the top of their incremental scales only 26.6% of the rest of the 
workforce are under the age of 40.   

Workforce statistics are included at Annex 1 for consideration 

Indirect discrimination occurs when a working condition or rule disadvantages one group of people 
more than another.  It is apparent from these workforce statistics that the proposal to withhold 
increments temporarily for those that are potentially entitled to them could be regarded as indirectly 
discriminatory on grounds of age in that it disproportionately affects employees under the age of 40 
compared to other members of the workforce who would not be affected by this proposal.   

It should be noted that a person who believes they have been discriminated against on grounds related 
to their age may make a complaint to an employment tribunal.  An Employment Tribunal can make the 
following orders if it is judged that discrimination has occurred: 

• The employer can be ordered to pay compensation, including interest.  This does not have any 
limit stated by the law and so can be quite large.  It can include damages for the hurt feelings or 
the applicant.  Damages can also be increase significantly if the employer’s behaviour is found 
to be unreasonable or malicious in nature 

• The Tribunal can also recommend that the employer take action to correct the situation or limit 
the damage done to the applicant or otherwise take steps to eliminate or reduce the 
discrimination impact 
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There is no significant statistical difference between males and females in the affected group compared 
to the remainder of the workforce so it is unlikely that there would be a risk of indirect discrimination on 
grounds of sex. 

Percentage Pay Reduction 

A recommendation was made that consideration be given to a percentage pay reduction for employees 
for a 12 month period – the 2011/12 financial year.   It is further understood that some discussion was 
held to the effect that this proposal might only be applied to those paid over £34,000 per annum.  This 
report will address both of these potential variants. 

As with the previous proposal, cutting the pay of all employees (or a proportion of the employees), even 
for a temporary period,  would also result in a change to employee terms and conditions of employment 
which we, as an employer, may not unilaterally change or vary except by the methods discussed later 
in this report.  Again a unilateral reduction in pay will result in a breach of each employee’s contract of 
employment for which employees would be entitled to make a complaint to an Employment Tribunal 
with the potential cost to the Council of re-instatement of all lost earnings, damages for any losses 
incurred by employees as a result of the reduction in pay and our own legal costs. 

Percentage Pay Reduction – All Employees 

This is the simpler of the two options to implement, and could potentially achieve a gross saving in the 
2011/12 financial year of approximately £621,000 if, for example, a 5% reduction in pay were 
implemented.   

If a blanket reduction by a fixed percentage were applied across the board temporarily the implications 
are: 

• There would be a detrimental impact on any employee made redundant during the 2011/12 
financial year as a reduction in salary would also result in a reduction in both statutory and 
discretionary redundancy payments. 

• If the reduction is applied for 2011/12 as a temporary measure clearly pay would need to be 
re-instated to its former levels for the 2012/13 financial year.  The funding for this re-
instatement of salaries would need to be found (alongside any other savings that may need to 
be made during 2012/13) notwithstanding the probability that there will be little prospect of the 
Council’s financial situation improving during 2012/13  

• Reduced ability to recruit in future due to un-competitive salaries, particularly for professional 
roles.  It is possible that the Council will also risk losing employees to take work elsewhere 
although it is recognised that in the current climate jobs are in short supply. 

• A minor point – but a percentage pay reduction will alter the national pay scales as applied at 
the Council which will involve having to make some changes to the configuration of the 
Council’s payroll programme to accommodate the temporarily revised pay scales 

Percentage Pay Reduction – Employees Earning over £34,000 

At the present time there are a total of 69 employees who are graded such that their full time equivalent 
earnings are greater than £34,000 per annum.  Reducing the pay of these employees by, for example 
5% would result in a saving in the 2011/12 financial year of approximately £163,000.  62.32% of the 
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affected group are males and this is disproportionately high compared with the employees who earn 
less that £34,000 per annum where males represent 39.2% of the workforce.  Therefore it could be 
argued that males are indirectly discriminated against in that they are disproportionately affected by this 
proposal compared to those that are not. 

It should be noted that this variant of the salary reduction proposal would impact on the whole of the 
Council’s wider management team (Chief Executive, Director, Heads of Service and Service Managers) 
and on a significant number of professional and professionally qualified officers within the Council.  The 
professional officers affected would include, for example: 

• Planners 

• Senior Environmental Health Officers 

• Team Leaders in the Housing Service 

• Managers and Supervisors within the Leisure Service 

• Managers and Supervisors within Local Taxation and Benefits 

Many of the posts directly affected are, therefore directly concerned with managing the effective 
delivery of front-line services. 

Notwithstanding the potential breach of contract issues already described this option has some 
practical difficulties: 

• Applying a fixed percentage to these personnel would result in some supervisory employees 
being paid less than others in non-supervisory roles.  In theory there is no problem with this but 
differentials in pay are generally used to demarcate differences between those that are 
supervised and those that supervise as a means of recognising the additional responsibility that 
supervisors have. 

• It should be noted that the nearest incremental point below £34k is salary point 40 which is 
£33661.  The nearest salary point over £34k is salary point 41 £34549.  Applying, for example, 
a 5% reduction to point 41 will drop this salary to £32821 which is below the salary paid at point 
40.  This could possibly be avoided by applying a variable reduction rather than a fixed rate of 
reduction in order to continue to maintain the demarcation between salaries. 

• The proposal to reduce the pay of staff over £34k affects those graded “I” and above and would 
considerably undermine the principles of the Council’s Single Status Agreement, agreed and 
implemented in 2005, which uses job evaluation to establish the worth of particular posts and 
matches those points to a specific grade.  Job evaluation recognises the equivalent value of 
posts by comparing a number of factors including initiative, knowledge, supervisory 
responsibility, and levels of mental and sensory attention.   Clearly if a person’s salary is no 
longer based upon job evaluation (which is required by the national collective bargaining 
arrangements applicable to the majority of our employees) but on a percentage pay reduction, 
cut of at an arbitrary value, there is no longer the application of a fair and transparent grading 
process for the Council’s higher paid employees, in contravention of the national collective 
agreements and the Council’s own single status agreements.  This could, potentially lead to 
some form of equal pay claim in future.  A possible way to deal with this might be to re-
distribute the job evaluation points to grade structure and achieve a reduction in overall cost by 



  ENCLOSURE  7.8 

06-Cost Reduction Options Rpt v2 Cab 030211   

effectively reducing the grade applicable to a certain number of JE points.   This would 
preserve the integrity of the Council’s pay and grading structure whilst achieving some level of 
savings.  This also would require an amendment to employee contractual terms. 

• Many managers, supervisory personnel and professional officers consistently work above and 
beyond their contractual 37 hours per week which is to the benefit of the Council.  Whilst the 
financial value of this to the organisation is difficult to quantify it is likely that implementing this 
proposal will have a significant detrimental impact on this ‘good will’ that the Council currently 
benefits from. 

 

Implementing Changes to Contractual Terms 

This report has already explained that an employer may not make unilateral changes to contracts of 
employment.  There are however, a number of legitimate ways in which such changes (be they 
permanent or temporary) can be made and these are outlined below: 

• By virtue of a national or local collective agreement (i.e. by negotiation with the trade unions 
recognised by the Council for pay bargaining purposes).  Cannock Chase Council’s contracts of 
employment contain a clause that allows for changes to employee terms and conditions to be made 
though collective bargaining.  In order to achieve either of the proposals discussed in this report it 
will be necessary to engage with all three recognised trade unions (UCATT, GMB and UNISON) in 
a collective bargaining process with a view to reaching agreement.  Such negotiations are likely to 
be protracted as the recognised trade unions have already indicated their opposition to the 
proposals.   

If an agreement were to be reached though the collective bargaining mechanism then the proposed 
changes could be implemented and the Council would be required to write to all affected 
employees to notify them of the change within 28 days of the change, as specified in their 
contracts. 

• By virtue of negotiation and agreement with the individuals concerned.  An employment contract 
can be altered by the consent of the contract holder – so if the Council, as an employer, asks an 
employee to agree to waive their right to an increment in 2011/12 or reduce their pay and the 
employee agrees then the proposals can be implemented. However, since we recognise trade 
unions for the purposes of collective bargaining it would be necessary to exhaust the collective 
bargaining process before seeking to negotiate directly with the employees concerned.  Potentially 
this approach will require meetings with between 214 and 665 employees in order to seek 
agreement to the variation in their contracts.  Once more this could be an extremely protracted and 
resource intensive process, taking many months to complete, with no guarantee of securing the 
required agreement from all affected employees.  Consideration would need to be given to the HR 
and legal capacity needed to undertake this process. 

• By virtue of dismissing and re-engaging employees on revised terms and conditions of employment 
(that exclude the right to receive incremental progression or incorporate the proposed percentage 
reduction in pay).  This is a legitimate process for achieving variations to contractual terms but prior 
to taking this option a reasonable employer is expected to have exhausted collective bargaining 
and voluntary negotiation processes.  The Council would then dismiss all of the affected employees 
and offer a new contract to each containing the new terms.  Employees may accept the revised 



  ENCLOSURE  7.9 

06-Cost Reduction Options Rpt v2 Cab 030211   

contract unreservedly or may accept it under protest.  Provided the old contract is terminated with 
notice, there can be no claim to a Tribunal for breach of contract.   
 

If the Council dismisses its employees and offers new terms and conditions, employees can claim 
that the dismissal was unfair. In order to defend such a claim, an employer will need to demonstrate 
that the dismissal was for a potentially fair reason and that it has gone through a fair process.  

 

Whilst many organisations can, and do, exercise the dismissal and re-engagement approach it 
should be noted that if the Council chooses to take this route it will involve dismissing and re-
engaging between 32.18% and 100% of its workforce.  It is suggested that this will be extremely 
disruptive to the ongoing delivery of front line services, will result in considerable acrimony within 
the Council and expose the Council to significant risks from Employment Tribunal claims.    

 
Whilst no explicit intention has been expressed by the recognised trade unions at this stage it is 
likely that withholding increments or reducing pay would result in the trade unions balloting their 
members on some form of industrial action, which, in itself, could be disruptive to service delivery. 

It should be noted that, based on the available payroll information, 52% of the workforce are known 
to be members of the 3 recognised trade unions.  The figure may be higher as employees may 
subscribe through private direct debit arrangements rather than through payroll deductions. 

Outcome of Trade Union Consultation 

Two meetings have been held with the recognised trade unions (GMB, UCATT and UNISON) 
concerning the proposals listed above.  It has been apparent from the outset that all three trade unions 
strenuously oppose the proposals to freeze increments and to implement a percentage pay reduction 
for 12 months.  It is the unanimous view of all three trade unions that employee terms and conditions 
should be protected even if this means losing some posts.  The argument is made that many 
employees are on relatively low pay and that a reduction in pay or withholding increments would result 
in significant detriment to employees, a number of whom are low paid and/or part time workers.  The 
argument is further made that taking account of the ongoing national pay freeze for local authority 
employees, rising costs of living and anticipated increases in pension contributions from next April 
employees will effectively already suffer a real loss in pay of around 15% which is of significant impact. 

Given these initial views it appears unlikely that an agreement on variation of contractual terms will be 
achieved through collective bargaining processes. 

For information the Council currently has 665 occupied posts of which 310 are occupied on a part time 
basis equating to 46.6% of the workforce.   Out of the 665 occupied posts 374 (56.24%) are graded D 
or less and of these 70% are part time employees earning less than £15,000k per annum. 

TUPE Implications 

At the present time Cannock Chase Council is pursuing a number of projects that may result in the 
TUPE transfer of individuals from employment with the Council to external organisations.  Those 
projects include: 

• Shared Services 

• Leisure outsourcing 

• Tendering for housing maintenance services 
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The TUPE regulations require that employers consult with trade unions concerning any proposed TUPE 
transfer and that any and all material factors that may impact on the transfer are consulted upon.  
Information and consultation with the recognised trade unions has been ongoing for some time 
concerning the shared services project.  However the resolution passed by Cabinet in November had 
the effect of delaying the implementation of ICT and Building Control shared service projects until 1st 
January pending appropriate information and consultation with the trade unions on the proposals to 
withhold increments or reduce pay. 

Employees who transfer in to Cannock Chase Council as part of the shared services project will 
transfer in on protected terms and conditions of employment.  The Council may potentially change 
those terms and conditions at some future date if there is an economic, technical or organisational 
reason to do so.  However, since it is known beforehand that a significant change to terms and 
conditions is being considered clearly the trade unions at both Councils are concerned about protecting 
the rights of there members in any TUPE transfer situation.  It should also be noted that any of 
Cannock Chase Council employees who transfer to Stafford Borough Council will transfer on protected 
terms – so those who transfer before the proposals take effect will transfer on their current full rate 
salary.  Consequently there would be no reduction applied to their salaries and the cost of the Service 
Level Agreement with Stafford Borough Council will reflect that. 

Other Proposals 

A number of other proposals were put forward by Cabinet on 25th November including: 

• An offer of voluntary redundancy 

• Encouraging employees to voluntarily reduce working hours 

• Encouraging the take up of flexible retirement options 

• Encouraging employees to purchase additional annual leave 

All of these other options have been actively explored both with the recognised trade unions and with 
employees.  A large number of employees have expressed interest in these options and these are 
being actively pursued.  It is possible that these voluntary options, which are supported by the 
recognised trade unions, will provide a far less controversial and more productive means of achieving 
staffing and cost reductions.  The assessment of the impact of the voluntary options will be included in 
a separate report. 

Section 3 

Contribution to CHASE 

There is no specific contribution to the Chase objectives  

Section 4 

Financial Implications 

There are a number of financial implications to the Council arising from this report and they are 
contained within the main body of the report. 
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The implications are however dependant upon the methodology for implementing changes to 
contractual terms which will affect the timescale for implementation and the savings that will occur in 
2011-12. 

Freezing Increments for 12 months. 

Based upon the Budgeted Establishment, pre service adjustments, the estimated gross saving from 
freezing increments for 12 months for the General Fund is as follows. Savings will reduce by 1/12 for 
each months delay post April 2011  

 2011-12 2012-13 2013-14 Total 

Shared Services     

CCDC Lead 14,500 11,130 10,310 

 

35,940 

SBC Lead 3,050 1,730 460 5,240 

Outsourcing     

Leisure 11,700 6,640 4,250 22,590 

Other  74,620 43,740 22,370 140,730 

TOTAL  103,870 63,240 37,390 204,500 

NET HRA 
RECHARGE 

93,480 63,240 37,390 184,050 

 

The savings from Shared Services and Outsourcing are however likely to be subject to a 50% reduction 
reflecting the saving arrangement with Stafford Borough and the 1 October implementation date for 
Leisure Outsourcing with a resultant cumulative net saving over the three years of £150,450 

It should be noted that the saving if taken is effectively a one off saving , representing a transitional 
saving in the budget process/ offsetting severance costs, rather than an ongoing saving and in setting a 
three year balanced budget  resources will be required to match expenditure in 2013-14. 

Subject to the freezing being approved the saving arising from Policy Options and Restructures will 
need to be amended accordingly. 

Based upon the Budgeted Establishment the estimated gross saving from freezing increments for 12 
months for the HRA over the three year period would be £15,660 

Percentage Pay Reduction – All Employees/Salaries in excess of £34,000 

Based upon the Budgeted Establishment, pre service adjustments, the estimated gross saving from a 
percentage pay reduction  for 12 months for the General Fund is as follows. Savings will reduce by 1/12 
for each months delay post April 2011  
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1% Reduction in Pay 

 All Employees  Salaries in 
excess of 
£34,000 

Shared Services   

CCDC Lead 24,210 7,180 

SBC Lead 5,730 1,590 

Outsourcing   

Leisure 21,490 3,200 

Other  72,740 20,610 

TOTAL  124,170 32,570 

NET HRA 
RECHARGE 

111,760 29,320 

 

The savings from Shared Services and Outsourcing are however likely to be subject to a 50% reduction 
reflecting the saving arrangement with Stafford Borough and the 1 October implementation date for 
Leisure Outsourcing with a resultant cumulative net saving of £88,600 and £23,330 respectively. 

A 5% reduction in pay would therefore equate to approximately £559,000 for all employees and   
£147,000 for salaries over £34,000, reducing to £443,000 and £117,000 respectively after taking into 
account potential reductions due to Shared Services and Leisure Outsourcing  

It should be noted that the saving if taken is effectively a one off saving , representing a transitional 
saving in the budget process/ offsetting severance costs, rather than an ongoing saving and in setting a 
three year balanced budget  resources will be required to match expenditure in 2013-14. 

Subject to the pay reduction being approved the saving arising from Policy Options and Restructures 
will need to be amended accordingly. 

Based upon the Budgeted Establishment the estimated gross saving from a pay reduction for 12 
months for the HRA would be £35,000 for all staff and  £4,800 for staff over £34,000 

 

Section 5 

Human Resource Implications 
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The Human Resource implications are contained within the main body of this report.  Having 
considered all of the implications its is suggested that there are significant organisational risks 
associated with withholding employee increments or reducing pay by a fixed percentage and that the 
pursuit of voluntary cost reduction options would be a less disruptive approach 

Section 6 

Legal Implications 

The legal implications are contained within the main body of this report 

Section 7 

Section 17 (Crime Prevention) Implications 

There are no specific crime prevention implications 

Section 8 

Human Rights Act Implications 

There are no specific Human Rights Act implications 

Section 9 

Data Protection Act Implications 

There are no specific Data Protection Act implications 

Section 10 

Risk Management Implications 

There are a number of areas of risk associated with the proposals discussed in this report.  The most 
significant risks arise from complaints to Employment Tribunals concerning breach of contract, 
discrimination on grounds of age and unfair dismissal.  There is also a significant risk of industrial 
action with an adverse impact on both the delivery of front line services and the reputation of the 
Council. 

Reduction in salaries may make it harder for the Council to recruit suitably qualified professional officers 
and have an adverse and damaging on morale and the good will of the workforce.  

These risks are discussed within the main body of the report.  

In view of the organisational risks outlined of this report it is the view of the Directors Management 
Team that the two proposals under consideration should not be pursued. 

Section 11 

Equality and Diversity Implications 
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The equality and diversity implications of the proposals are discussed within the main body of the report 
but the option most likely to result in some form of discrimination claim is the proposal to withhold 
employee increments 

Section 12 

Other Options Considered 

None. 

Section 13 

List of Background Papers 

None 

Annexes to the Report 

Annex 1 – Workforce Statistics 
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Annex 1 – Workforce Statistics 

Workforce Profile by Part Time and Full Time Working 

 Total Occupied 
Posts = 665 

Percentage of Workforce 

Full Time 355 53.38% 

Part Time 310 46.62% 

 

Workforce Profile by Grade 

Grade Number Percentage of Workforce 

A 69 10.38% 

B 99 14.89% 

C 139 20.90% 

D 67 10.08% 

E 39 5.86% 

F 49 7.37% 

G 42 6.32% 

H 88 13.23% 

I 29 4.36% 

J 11 1.65% 

K 22 3.31% 

HOS and 
above 

11 1.65% 

374 employees grade D or less = 56.24% of the workforce 
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Workforce Profile By Age 

Age 
Range 

Total 
Workforce - 
Number 

Total 
Workforce 
Percentage 

Total Workforce 
Entitled to 
Increments in 
2011 

Percentage Remainder 
of 
Workforce 
– already at 
top of 
Incremental 
Scale 

Percentage 

Up to 
19 

12 1.81% 5 2.34% 7 1.55% 

20 – 29 116 17.44% 68 31.77% 48 10.65% 

30 – 39 107 16.09% 42 19.63% 65 14.41% 

40 – 49 199 29.92% 55 25.70% 144 31.93% 

50 – 59 166 24.96% 39 18.22% 127 28.16% 

60+ 65 9.78% 5 2.34% 60 13.30% 

Total 665 100.00% 214 100.00% 451 100.00% 

 

Of those entitled to increments (214 employees) compared to those who are not entitled to increments 
(451 employees) there is a disproportionate impact on people up to the age of 39 who are entitled to 
increments compared to those who are not.  The disparity is most noticeable in the 20 to 29 age group 


