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  October 2004 
 

A Collective Agreement between Epping Forest District 
Council, Unison and GMB. 

Implementation of Single Status  

 
Introduction 

This agreement sets out the Council's commitment to job evaluation as a way of 

ensuring equality in the ranking of jobs across the workforce, to harmonised 

conditions of service, and a common pay and grading structure.   

(i) The Council will use the Local Government Single Status Job Evaluation 

Scheme as developed by the National Joint Council for Local Government 

Services.  This scheme provides a fair and non discriminatory way of 

assessing the relative value of jobs, and provides transparency in setting 

grades.  It will be applied to all posts other than craft-workers, chief officers, 

non core and casual staff, for whom separate arrangements will apply. 

(ii) This agreement also sets out the implementation arrangements for the new 

pay and grading structure, as agreed between the Council and its 

recognised trade unions.  The new pay and grading structure applies to all 

staff other than chief officers, craft workers, non core and casual staff.  Non 

core and casual staff will, however, be paid on a spinal column point on the 

new salary scale. 

(iii) Finally, the agreement establishes the principle of core and non core staff, 

and the terms and conditions of service that apply to each category.  Core 

staff, under the terms of this agreement includes chief officers, all staff 

covered by the National Joint Council for Local Government Services 

except non core, casual staff, and craft workers.  Non core and casual staff 

are defined below. 

 

Definitions 

Within this agreement certain words/phrases have the following meaning:- 

National Joint Council for Local Government Services - the negotiating body 

covering former APT&C Staff and former manual workers. 

Craft Workers - employees within the purview of the Joint Negotiating Committee 

for Local Authority Craft and Associated Employees. 

Chief Officers - employees within the purview of the Joint Negotiating Committee 

for Local Authority Chief Officers.  In Epping Forest District Council, these staff are 

Heads of Services, Directors and the Chief Executive. 
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Non-Core Staff - these are coaches, sessional staff, crèche workers and certain 

bar staff employed within the Leisure Service.  (See Appendix 1 for a list). 

Casual Staff - these are not employees of the Council, and are engaged on an 'as 

and when' basis to perform specific tasks. 

Salary - this is defined as an individual's Spinal Column Point and inner fringe 

allowance.  For the purpose of this document salary excludes payments such as 

standby/callout or enhanced hourly rates. 

 
Appendices 

This collective agreement has the following appendices attached to it: 

Appendix 1 List of non-core staff 

Appendix 2 Pay Structure 

Appendix 3 Job Evaluation Implementation and Appeals Procedure (this will not 

apply to non core and casual staff). 

Appendix 4 The Council's Pay Protection Policy 

These appendices form part of the collective agreement. 

 
PART 1 - NEW PAY STRUCTURE 
1.1 Pay Structure 

The new pay structure will take effect on 1 July 2003 and will consist of the 

national (APT&C) salary spine and local spinal column points, consisting of 

12 grades. The salary scale begins at national spinal column point 4 and 

ends at spinal column point 58.   Points 4 - 49 consist of the national joint 

council pay spine.  Points 50 - 58 are local spinal column points.  All staff 

below Chief Officer level will be placed on a grade within this pay spine.  

The pay structure is set out at Appendix 2.   

 

1.2 Assimilation to the new pay structure 

All staff will be assimilated on to a new grade/spinal column point within the 

pay structure as a result of: 

(a) job evaluation for core staff; 

(b) existing arrangements for non core staff. 

 
1.3 Arrangements for assimilation to the new pay structure as a result of 

job evaluation 

All core staff within the scope of the agreement will be assimilated on to a 

new grade within the new grading structure on their existing spinal column 



 3 

point (SCP) (i.e. the spinal column point they hold on 30 June 2003 under 

the old salary structure) except in the following circumstances:  

 

(a) Where the first SCP of the new grade to which they are assimilated 

is higher than their existing SCP as at 30 June 2003, they will be 

assimilated to the first SCP of the new grade. 

 

(b) Where the top SCP of the new grade is lower than their SCP under 

the old structure, they will be assimilated to the top SCP of the new 

grade.  In these circumstances the provisions of 1.5 (c) will not 

apply, that is, the individual will be assimilated to the top point of the 

salary scale regardless of whether they have 5 years continuous 

service with EFDC or not. 

 

(c) Where an employee has not received an increment since 1 July 

2002 because they were barred from doing so or they had reached 

the top of their current range, and their new grade allows them to 

move on to the next scale point to the one they were on at 30 June 

2003, then they will move onto that new scale point from 1 July 

2003.  This clause will not apply where 1.3(a) or 1.3(b) apply, and 

should be read in conjunction with 1.4(b). 

 

Staff who benefit from a salary increase (as defined in the assimilation 

arrangements set out in 1.3 will receive the higher salary with effect from 1 

July 2003.  There will be backdating of any increase in salary as a result of 

job evaluation for the period 1 April to 30 June 2003.  In addition, staff who 

fall within 1.3 (a) will receive a compensatory ex gratia payment.  This 

payment will be calculated on the basis of 50% of the difference between 

their new salary taking effect on 1 July 2003 and their salary under the old 

structure on the 30 June 2003.  The payment will be made net of tax and NI 

deductions. This will be payable to all such staff who, on 1 July 2002, were 

in the post which attracts an increase.  In addition, any staff who took up 

such a post on a date after 1 July 2002 will receive the 50% payment 

calculated pro-rata to the number of full calendar months completed in the 

new post by 30 June 2003.  Part-time staff will receive a pro rata entitlement 

in accordance with their hours.   To receive the payment staff must still be in 

the post on 1 July 2003.  If they have left the Council or transferred to 

another post, they will not be entitled to this payment. 
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1.4 Incremental progression after assimilation - general provisions 

Staff will receive an annual increment, subject to the maximum of the new 

grade not being exceeded and the provisions of 1.5 (c).  Where staff are 

appointed to a new post with a higher salary maximum during the course of 

a year the following shall apply: 

 

(a) for appointments taking place between 1 April and 30 September, 

the next increment will be paid on the following 1 April, subject to the 

top of the grade not being exceeded, and the provisions of 1.5 (c); 

(b) for appointments taking place between 1 October and 31 March, the 

next increment will be paid six months after the date of appointment, 

and then subsequently on 1 April until the top of the grade is 

reached, subject to the provisions of 1.5 (c). 

 

1.5 Increments due at a date other than 1 April 2003 - specific provisions 

Where staff are due an increment at a date other than 1 April 2003 (i.e for 

appointments taking place between 1 January 2003 and 31 March 2003) 

this will be paid at the due date, subject to the following: 

(a) the maximum of the new grade not being exceeded; 

(b) no increment will be payable if the individual is receiving pay 

protection with effect from 1 July 2003 as a result of the 

implementation of the new pay structure. 

(c) the top point of each grade (with the exception of new grade 1) in 

the new grading structure is not available by annual incremental 

progression.  This SCP is reserved for staff within the grade who 

have completed 5 years continuous service with Epping Forest 

District Council.  Incremental progression to the top point will take 

place on the fifth anniversary of joining the Council. 

(d) an increment will not be paid where the individual receives one or 

more increments on 1 July 2003 as a result of notification of their 

salary under the new grading structure. 

 

1.6 Pay protection arrangements 

Staff whose salary is reduced as a result of job evaluation will be entitled to 

pay protection in accordance with the policy set out at Appendix 4.  The pay 

protection arrangements (i.e. year 1 protection) will commence on 1July 

2003 (the date of notification) for all staff whose salary is reduced. 
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1.7 Payment of compensatory ex gratia payments to staff who receive a 
salary increase 

The Council will give priority to payment of any compensatory ex-gratia 

payments due and undertakes to pay these in the September pay run.  

However, staff who are entitled to receive an ex gratia payment and 

exercise their right to appeal against their job evaluation result will not 

receive their ex gratia payment until the appeal has been heard and the 

result notified to them.  The reason for delaying the ex gratia payment in 

these circumstances is that the result of an appeal could be that an 

individual's salary increases, remains the same or decreases. 

 
1.8 Appeals against an individual's notified grade 

Appeals will be dealt with under the Job Evaluation Implementation and 

Appeals Procedure, attached at Appendix 3.  Once an individual has 

exercised their right of appeal, there will be no further right of appeal within 

the Council.  Any salary increases or compensatory ex gratia payments 

determined as a result of an appeal under this procedure will be backdated 

in accordance with 1.3 regardless of when the appeal takes place.  

Regardless of the outcome, the date that an appeal takes place will not alter 

the date of implementation of the scheme for that individual (1 July 2003) or 

the date of notification for pay protection purposes (1 July 2003). 

 

1.9 Arrangements for the determination of grades of posts in the future 

Following the completion of the job evaluation implementation and appeals 

procedure, all new, restructured or substantially changed posts will have 

their grade determined with reference to the Council's Job Evaluation 

Maintenance policy, which will be reviewed at the conclusion of the 

implementation and appeals process. 

 

PART 2 - CONDITIONS OF SERVICE APPLYING TO CORE STAFF 
Entitlements for all staff, other than craft workers, non-core and casual staff 
(effective from 1 July 2003) 

The conditions of service set out below will be applicable to all staff in the Council, 

other than those defined as 'non core' (See Appendix 1 for a list of such posts) or 

casual workers (who are not employees of the Council).  The conditions of service 

set out in Part 2 of this agreement will apply from 1 July 2003. 
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2.1 Bank Holidays 
(a) Entitlements: 

All staff will receive paid bank holidays in addition to their annual 

leave entitlement.  Part-time staff will receive an entitlement pro rata 

to their hours of work.  All staff will take their bank holidays on the 

designated public holidays, where their working pattern permits this.  

Other staff who are unable to do this will be compensated as set out 

below , or in accordance with the Authority's arrangements for part-

time staff.  

 

(b) Staff required to work on bank holidays as part of their normal 
working pattern. 

Staff in this category are: 

Standby Duty Officers, Legal and Admin 

Careline Operators, Housing 

Deputy Managers, Leisure 

Supervisors, Leisure 

  Receptionists, Leisure 

  Operations Officers (NWA), Leisure 

  Museum Staff (where required), Leisure  

  Assistant Managers (Duty Officers), Leisure 

Health and Fitness Managers, Leisure 

Assistant Health and Fitness Managers, Leisure 

Health & Fitness Consultants, Leisure 

Core bar and catering staff (excluding non core bar and catering 

staff as set out at Appendix 1), Leisure. 

 

(c) Payments: 

All the staff required to work on a bank holiday as part of their 

normal working week will receive either: 

• A double time payment, plus one day in lieu 

• A triple time payment 

It will be at the discretion of local management as to which of the 

above options is offered. 

 

(d) Specific provisions for Standby Officers:  

Under the old grading structure these staff received an 'inclusive' 

salary, to take into account non-standard working hours.  Under the 
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new salary structure they will receive a job evaluated salary, and will 

be compensated for bank holiday working in accordance with this 

agreement.  However, should there be a requirement for pay 

protection for this group of staff, the following arrangements will 

apply: 

• During any period of full protection they will not be entitled to 

claim compensation for bank holiday working. 

• Once any period of full protection ends they will have the option 

of receiving their tapering protection payments or receiving their 

new salary (without protection) and claiming compensation for 

bank holiday working.  This will be reviewed on an annual basis.  

Once protection ends they will be required to claim bank holiday 

payments.   

 

(e) Staff who work their full contracted hours during a week 
containing a bank holiday, but who are not rota'd to work on 
the bank holiday: 

It is recognised that these staff (as identified at 2.1(b)) may work 

their full contracted hours during a week in which a bank holiday 

falls, but due to the requirements of the rota will not actually work on 

the bank holiday, and will not therefore receive an enhanced 

payment or time off in lieu.  In these circumstances a plain time 

payment or time off in lieu will be paid, equivalent to the normal 

working day (or average working day where the working day is of 

different lengths during the rota period).  It is at the line manager's 

discretion whether to offer a plain time payment or time off in lieu. 

 

(f) Staff who may be required to work on bank holidays, where it is 
not part of their normal working pattern: 

These staff will receive either double time plus TOIL or a triple time 

payment.  The decision whether to offer double time plus toil or triple 

time rests with the individual manager.  This arrangement excludes 

staff participating in standby/callout arrangements, for whom 

separate arrangements apply. 
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2.2 Additional hours (overtime) 
(a) Entitlement: 

This applies to all core staff. 

(b) Payments: 

(i) Employees paid up to SCP 28 who are required to work 

additional hours beyond 36 hpw may receive the following: 

Monday to Saturday - time and a half  

Sundays, public and extra statutory holidays - double time. 

(ii) Employees above SCP 28 and on or below SCP 35 - time 

and a half, regardless of when worked. 

(iii) Employees above SCP 35 - plain time, regardless of when 

worked. 

(c) Staff for whom Saturdays and Sundays are part of the normal 

working week: 

These staff (as set out in 2.1 (b)), if required to work additional 

hours, will receive additional hours payments for working on rest or 

free days working. 

 

2.3 Weekend enhancements 
(a) Entitlement: 

No weekend enhancements will be payable to staff employed by the 

Council, where this forms part of their rota'd working week.  

Therefore, Operations Officers (NWA) will receive this on a 

protected basis, in line with the Council's pay protection policy.  The 

value of the protected payment will be based on the payments 

received by individuals during the financial year 2002/03 for 

weekend working.  However, if these staff receive a salary increase 

on 1 July 2003 as a result of the new grading structure the 

protection of the value of weekend enhancements earned in 

2002/03 will not apply.  However, if the value of their new higher 

salary is less than the value of their old salary, plus the value of the 

weekend enhancements earned in 2002/03, protection will apply to 

the difference between these two amounts. 

 

2.4 Night work 
(a) Entitlement: 

All staff who work throughout the night as part of their normal 

working week shall receive this. 
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(b) Staff in this category: 

Careline Staff, Housing 

Standby Duty Officers, Legal and Admin 

Noise Enforcement staff in Environmental Services (but see 2.7). 

(c) Payments: 

Time plus one-third for hours worked between 8.00 p.m. and 6.00 

a.m. 

(d) Special provisions for Standby Officers: 

Under the old grading structure these staff received an inclusive 

salary, to take into account non-standard working hours.  Under the 

new salary structure they will receive a job evaluated salary, and will 

be compensated for night working in accordance with this 

agreement.  However, if there is a requirement for pay protection for 

this group of staff, the following arrangements will apply: 

• During any period of full protection they will not be entitled to 

claim compensation for night time working 

• Once any period of full protection ends they will have the 

option of receiving their tapering protection payments or 

receiving their new salary (without protection) and claiming 

compensation for night working.  This will be reviewed on an 

annual basis.  Once the protection period ends they must 

make regular claims for night work enhancement.   
 

2.5 Shift Enhancements 
(a) Entitlement 

These will not be paid to any staff in the Council. 

 

2.6 Evening Meeting Payments 
(a) Entitlement 

All staff who attend evening meetings which commence or continue 

after 7.00 p.m, where this is not part of their normal contracted hours 

of work. 

(b) Payments 

These will be £50 per meeting until 10 p.m.  If the meeting extends 

beyond 10 p.m. the payment for the whole evening will be £75. 

For external meetings (i.e. meetings of bodies other than the 

Council) where a member of staff represents the Council, (as 
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required by the Head of Service or Management Board),  the 

payment will be £50 regardless of the length of the meeting. 

 

2.7 Standby/Callout Payments 
(a) Entitlement 

All staff who are required, as part of their contract of employment, to 

participate in formal standby schemes, for which payments are 

made for both being on standby and called out.  This agreement 

excludes informal schemes where there is no requirement for a 

designated member of staff to be on standby.  The Council's formal 

standby and call-out scheme will apply to the staff listed below in 

Environmental Services:  

• Highways winter/summer standby staff 

• Land Drainage standby staff 

• Electrical breakdown/road traffic accidents standby staff 

• Separate arrangements will exist for noise enforcement staff.  

The formal standby/call-out scheme described at 2.7(b) may in the 

future apply to other Council staff who fulfil the scheme criteria.  The 

responsibility for determining whether the scheme should be applied 

to other groups of staff will be reserved to Management Board, who 

will consider these matters on a case-by-case basis. 

(b) Payments and arrangements 

The standby/callout week will be 9.00 a.m. Monday - 8.59 a.m. on 

the following Monday or an equivalent period as agreed with the 

Head of  Service. 

Staff rota'd to be on standby will be available (as set out below) 

outside all normal 'office' working hours during this period.  Standby 

payments will be on the basis of 15% of the member of staff's actual 

SCP calculated for each week on standby, according to the 

following: 

 
(i) Standby payments - to qualify for this payment the member of 

staff must satisfy the requirement to be available to receive 

and/or make calls for the purpose of giving advice or directions 

by telephone to officers, electronic equipment, contractors, 

agencies or the public. Officers falling within the scope of this  

may be required to make visits as part of their standby/callout 

duties during out of office hours. 
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(ii)     If an officer either makes or receives a telephone call as set 

out in (i) above, they will receive a payment of half an hour at 

plain time for each call. 

(iii)    Officers participating in this scheme must be within a 25-mile   

radius of the Civic Offices by car whilst on standby duty. 

(iv) If an officer is called out whilst on Standby, a payment of 3 

hours at plain time is payable on each occasion an officer is 

called out.  

(v) However, where a telephone call results in a site visit the 

officer will be paid for the site visit, not the telephone call which 

led to the visit taking place. Total hours claimed cannot exceed 

the number of hours available in the callout period. 

   

(c) Special provisions for Environmental Services Noise 
Enforcement Staff 

These staff have previously had an entitlement to a flat rate payment 

covering both standby/call-out and out of hours working.  Under this 

agreement these elements will be separated.  They will be paid for 

the standby/callout element as a lump sum of £3000 per annum 

(subject to normal cost of living pay increases) paid monthly with 

their salaries.  For this, they will participate in a rota which requires 

them to carry out 10.4 weeks of standby/callout during a year.  For 

the out of hours element of their normal working week (i.e. when 

they are not on standby) they will receive their normal salary 

payment plus one third for all hours worked between 8.00 p.m. and 

6.00 a.m.  Furthermore, for any additional hours worked beyond 36 

per week, which do not constitute their work on standby/callout, they 

will be reimbursed by means of additional hours (overtime) 

payments as set out in 2.2(b) or by time off in lieu. 

 

(d) Protection arrangements 

If as a result of this scheme any member of Environmental Services 

suffers a financial detriment compared with their payments under the 

previous schemes specifically for callout and out of hours working, 

the difference will be protected in accordance with the Council's pay 

protection policy.  Previous higher earnings will be calculated by 
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reference to the individual's payments during the 2002/03 financial 

year.   

 

(e) Informal callout schemes: 

An informal callout scheme is defined as one where there is no 

requirement for a designated individual to be on standby, and 

therefore no standby payment is made.  Staff participate on a 

voluntary basis, and are called out if available, without compulsion.  

In such circumstances, if called out an individual will receive an 

overtime payment in accordance with 2.2 (b). 

 
2.8 Tied Accommodation: 

Entitlement 

The provision of tied accommodation for Wardens will be reviewed as part 

of the Housing Best Value Review.  No changes are proposed at present 

concerning the Senior Superintendent. 

 

2.9 Sickness Payments: 
Entitlement 

All staff will receive standard 'Green Book' entitlements. 

 

2.10 Flexible Working Hours Scheme: 
Entitlement 

All staff will have access to the flexi scheme unless they are working on a 

rota, a shift, annualised hours or defined hours. 

 

2.11 Annual Leave 
Entitlement 

All staff will receive the Council's agreed annual leave entitlements.  

Grounds Maintenance Staff will continue to operate under seasonal working 

arrangements. 

 

2.12 Performance Related Premium Pay (PRPP) 
Entitlement 

The PRPP Scheme ceased with effect from 31 March 2002, with final PRPP 

payments made at Christmas 2002.  No further payments will be made 

under this Scheme.  Staff in Leisure Centres who previously had an 

entitlement to PRPP will now receive enhanced conditions of service 

instead.  In contrast Grounds Maintenance Staff did not suffer a detriment in 
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conditions of service whilst subject to the Compulsory Competitive 

Tendering regime.  Therefore, bearing in mind the higher payments made to 

Grounds Maintenance Staff under the PRPP Scheme, a compensation 

payment based on the highest payment made to these staff over the three 

years from Christmas 2000 will be made. 

 

2.13 Bailiff: 

Terms and conditions for this post will be considered outside this 

agreement. 

  

PART 3 - CONDITIONS OF SERVICE APPLYING TO NON CORE AND CASUAL 
STAFF 
3.1 Bank Holidays 

Non core and casual staff who are required to work on a bank holiday will 

receive their normal hourly rate. 

3.2 Additional hours 

Non core staff are unlikely to work additional hours beyond 36 hpw, given 

their working patterns.  However, if they do so, plain time will be paid.  

Casual staff will not work additional hours beyond 36 hpw, given their non-

employee status. 

3.3 Weekend enhancements 

These will not be payable. 

3.4 Night work 

No enhancements will be payable. 

3.5 Shift work 

Shift work will not apply to these categories. 

3.6 Evening meeting payments 

These are not applicable. 

3.7 Standby/callout 

These are not applicable 

3.8 Tied Accommodation 

Not applicable. 

3.9 Sickness payments 

Non core staff (i.e. coaches, instructors, bar and crèche staff) will receive 

national entitlements, pro rata to the hours worked. 

Casual staff will have no entitlement to sickness payments. 
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3.10 Annual Leave 

Non-core staff will receive either (a) an enhanced hourly rate in lieu of 

annual leave.  This will be calculated on the basis of the full EFDC 

entitlement, or (b) annual leave based upon the full EFDC entitlement. The 

option of (a) or (b) will be at the individual manager's discretion. 

Casual staff will receive an enhanced hourly rate based on 20 days per year 

(pro rata). Bank Holidays will be included in the 20 days entitlement. 

 

3.11 Temporary Closures 

Casual staff will receive no payment in the event of a temporary closure of a 

facility.  If appropriate work is available at another centre, this will be offered 

at the pay rate applicable to the alternative work. 

 

PART 4 - CHANGES TO THIS AGREEMENT 

This agreement may be varied by negotiation subject to the agreement of all 

parties. 
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APPENDIX 1 
 

Lists of posts defined as non-core. 

 

This list represents the posts defined as non-core as at 1 July 2003.  It will be 

subject to amendment as operational needs change over time, and the Council 

reserves the right to add or delete posts from this list from time to time and without 

notice. 

 

New Horizon's Co-ordinator 

All Coaches and Instructors, including the following: 

Bowls Coach 

Senior Bowls Coach 

Intermediate Bowls Coach 

Swimming Instructor 

Yoga Coach 

Learn in Turn Coach 

Gymnastics Coach 

Tennis Coach 

Badminton Coach 

Crèche Supervisor   

Crèche Assistant 

Bar Staff 

Kitchen Assistant 

Fitness Instructor 

Football Coach 

Basketball Coach 

Judo Coach 

Trampoline Coach 

Football Referee 

Personal Trainer 

Self Defence Coach 

Non-Core Receptionist 

Non-Core Gymnastics Admin 

Non-Core Clerical Assistant 

Non-Core Staff Trainer/Assessor 

Play Leader 

Non-Core Leisure Attendant 
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Non Core Shapes Assistant 

Non-Core Cleaner 

Lifeguard Trainer 

Water Workout Instructor 

Synchro Instructor 

Non-Core Grounds Maintenance Operatives 

Non-Core Operations Officers (NWA) 


