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Summary  
 
This report sets out the details of the proposal to freeze increments for the financial 
years 2012/13 and 2013/14 and the results of the consultation process with trade 
unions and staff. 
 
This report will be considered at the Joint Consultative Committee (JCC) at 
6pm on 18 January 2012. The views of the JCC will be reported to the 
Employment Matters Committee. 
 
 
1. Budget and Policy Framework  
 
1.1 The staffing implications of budget reductions are a matter for this 

committee, which can decide on the policies and processes supporting 
any changes in staffing. A decision on whether to freeze increments for 
the financial years 2012/13 and 2013/14 will be made by Council, as part 
of the budget setting process on 23 February 2012. 

 
2. Background 
 
2.1 The Cabinet meeting on 6 September 2011 considered the medium term 

financial plan (MTFP). This plan reviewed the major financial issues facing 
the Council over the next three years and provided a framework for the 
more detailed preparation of the draft revenue budget 2012/15.  

 
2.2 It is clear that the financial arrangements for the council continue to be 

extremely difficult and this will continue in the medium term.  
 
2.3 The funding gap for the next financial year is projected at £9.5 million after 

taking into account some efficiencies and savings and assumes a council 
tax increase of 2.5%.  

 
2.4 In addition the cost of incremental progression continues to run at around 

£1.6 million per year.  
 



2.5 The MTFP currently includes no increase for pay and therefore relies on 
no overall increase in the pay bill, which for all staff is £215 million, of 
which £125 million is for services funded through the Dedicated Schools 
Grant (DSG) and Housing Revenue Account (HRA) with the remaining 
£90m being borne through council tax and other grant. It is worth noting 
that every 1% increase in the council tax component is therefore some 
£900,000 additional pressure against the £9.5 million deficit.  

 
2.6 The committee will be aware that incremental progression was frozen last 

year (2011/12) and linked with a 0% national pay award that meant that 
individuals did not receive a pay rise at all.  

 
2.7 The signs are that nationally there will not be a cost of living award next 

year, although the trade unions intend to make a claim.  
 
2.8 The change of contract that removed the incremental progression for one 

year was achieved through a collective agreement with the trade unions. In 
return the council made a one-off payment of £250 to employees earning 
£19,000 or less a year at a cost of just over £130,000. 

 
2.9 An exception to the incremental freeze was made in 2011/12 for those in 

posts where incremental progression was linked to competency levels/the 
attainment of qualifications. This included the following groups of staff: 

 
- Social Workers covered by the Children’s Care Career Grade 

Scheme; 
- The progression from B1 grade to B2 grade for Care Managers in 

Adult Social Care who achieve the Post Qualifying award, and 
- Soulbury staff eligible for SPA increments (Structured Professional 

Assessment). 
 
2.10  Another exception to the incremental freeze in 2011/12 and for any future 

freeze would be for teachers as there are statutory provisions for teachers’ 
increments and teachers are not included in these proposals. It will be for 
each Governing Body to decide whether or not to apply the proposal to 
non-teaching staff in their school. To date, no schools have decided to 
commence consultation to freeze increments for non-teaching staff. 

 
2.10 As part of the decisions made at the 6 September 2011 meeting, the 

Cabinet authorised the commencement of a consultation aimed at freezing 
incremental progression for the next two years to meet the financial 
constraints set out in the MTFP (decision no. 105/2011). 

 
2.11 The total number of non-school based staff who would be affected by the 

proposal is 1924 out of a total staff group of 2819. 
 
2.12 The proposal to freeze increments and clarification of the consultation 

process with staff and the Trade Unions was provided to Members of the 
Employment Matters Committee on 28 September 2011. The consultation 
period has now ended and this report details the outcome of the 
consultation. 

 
 



 
 
 
3. Consultation 
 
3.1 The arrangements including a timetable for consultation are detailed in the 

consultation document distributed to the Trade Unions and is attached as 
appendix one. 

 
3.2 There was early consultation with the Trade Unions on 31 August and 

early notification to all staff via an e-mail from the Chief Executive 
regarding the proposal on 1 September 2011. 

 
3.3 A formal 90 day consultation period with staff and the Trade Unions 

commenced on 19 September 2011 and ended on 21 December. During 
this time employees were given the opportunity to make responses and 
ask questions via a dedicated email box.  

 
3.4 As part of the consultation process, the Chief Executive and the Assistant 

Director, Organisational Services undertook three presentations for staff 
on the budget position and the rationale for the proposal to freeze 
increments. Staff were given the opportunity to air their views and ask 
questions. These sessions took place on Friday, 9 December at Gun 
Wharf and Tuesday, 6 December at the St George’s Centre, Chatham 
Maritime.  

 
3.5 Consultation also included discussions with the Trade Unions at the Joint 

Consultative Committee on 13 October 2011, a dedicated meeting 
regarding the proposal on 5 December 2011 and the Corporate 
Consultative Committee on 6 December 2011. A further meeting with the 
Trade Unions has been arranged for Wednesday 11 January 2012 and a 
verbal update will be given at this meeting. 

 
3.6 There were 37 responses from staff to the dedicated email box, including 

joint responses from UNISON and ASPECT on behalf of their members 
and also a joint response from a team containing 30 signatures. There 
were no other responses from other trade unions. All comments received 
have been made anonymous and are attached as Appendix two for 
Members to consider.  

 
3.7 To summarise, comments fell into a number of themes, mostly opposing 

the proposals. These included the following: 
 

- concerns relating to how the proposal will affect pension; 
- the proposals are unfair to the lower paid; 
- detailing personal circumstances and financial hardship; 
- unfairness and inequality of proposal; 
- proposals leading to a dissatisfied, demoralised, and de-motivated 

workforce; 
- a belief that the consultation process is worthless as considered 

already a “done deal” 
- suggestions for alternative ways of saving the money; 
- agree to proposal providing consideration is given to the lower paid. 



 
 

4. Advice and Analysis 
 
4.1 It should be noted that the number of responses received for the 

consultation that ended on 21 December is considerably lower in number 
than those received during the consultation that took place in 2010 where 
114 responses were received. 

 
4.2 It could be determined from this that there is little opposition to the 

proposals to freeze increments.  However, it could also be a reflection of 
the current mood of the workforce where influences such as the 
organisation change process, the external economic climate and the lack 
of any pay rise have a negative impact on the morale and motivation of 
staff. This can be inferred from the responses that were received. 

 
4.3 At the Corporate Consultative Committee on 6 December the trade unions 

said that they would be willing to commence negotiations on a collective 
agreement providing a payment of £250 were to be paid for those 
employees earning less than £21,000. Since then, UNISON has 
undertaken an indicative ballot with their members, the result being that 
UNISON, subject to the result of a formal ballot with their members, would 
negotiate a collective agreement for a 12 month increment freeze on the 
basis that all staff on £21,500 or under receive a payment of £250. 

 
4.4 The present position is that the Council is meeting with the Trade Unions 

on 11 January 2012 to confirm that it will continue to negotiate a £250 
payment for staff on £21,500 or less but only on the basis of it being a 2 
year collective agreement, with £250 being paid both years. This is 
because it is highly unlikely that a full pay review will be completed within 
one year. A verbal update on progress will be given to Members at the 
Committee. 

 
4.5 If agreed, the cost of this would be £316,740 for each year, which would 

have to be found from elsewhere in the Council’s budget. 
 
4.6 It is clear from considering the pay scales as part of freezing of increments 

that they are no longer fit for purpose and require an overall review. When 
the pay and grade scheme was introduced in 2002 as a result of an equal 
pay review long over-lapping grades were introduced. The reason for this 
was to both minimize the cost of the changes to grades and protect staff 
pay as much as possible. However these long grades mean that the pay 
bill is continuing to rise, particularly as the increments are currently time-
served, i.e. automatic. It is therefore imperative that the current pay 
scheme is reviewed to ensure that it continues to be both affordable and fit 
for purpose.  

 
4.7 Any pay and grading scheme has two main elements; the ranking of the 

jobs according to their relative size and the pay rates applied to the 
rankings. It is possible to amend the pay rates, say by reducing the length 
of the grades, but this is quite a blunt tool and would also mean that either 
a large number of people have their pay reduced or a significant amount of 
money has to be put into protection arrangements. 



 
4.8 It is therefore proposed that a complete review of pay and grade is 

undertaken, including considering different types of job evaluation 
schemes as well as a range of remuneration packages. It is suggested 
that nothing is ruled out at this stage including competency and/or 
performance related pay. Clearly any proposals would be subject to 
consultation with staff and trade unions. If it is agreed by this committee 
that such a review should take place this will commence immediately with 
a view to returning to the committee in June with an initial proposal. If a 
major review of pay is undertaken this will take at least 18 months and 
therefore it is important to have some stability on pay arrangements for the 
next two years. This is why the proposal to freeze increments is for two 
years to allow time for a considered approach to be taken. 

 
4.9 In addition to the pay review the Localism Act, which was passed earlier  

this month, requires local authorities to prepare a pay policy statement, 
which must articulate that authority's own policies towards a range of 
issues relating to the pay of its workforce, particularly its senior staff (or 
'chief officers') and its lowest paid employees. The statement must be 
prepared for each financial year, beginning with 2012/13. It must be 
approved by Full Council and then once agreed be published on the 
councils website. The Employment Matters Committee will be invited to 
attend a briefing regarding the pay policy statement before it is put before 
Full Council. 

 
5. Risk Management 
 
5.1 The risks in relation to these proposed changes relate to the personal 

financial implications for employees and how this may affect morale, 
motivation and performance, particularly in the light of other financial 
pressures such as the proposed increase in pension contributions in April 
2012.  

 
5.2 The council also faces the risk of losing highly valued skills of employees 

who decide to find employment elsewhere. 
 
6. Diversity Impact Assessment (DIA) 
 
6.1 A Diversity Impact Assessment Screening has been undertaken and is 

attached as Appendix 3.   
 
6.2 Findings from the screening indicate that the area where there is potential 

for cause for concern would be for those employees in the age range of 
16-24 who are on the lower grades D1, E2 and E1. It would appear from 
the data that those employees in this group will be adversely affected. 
However, there is potential for this adverse affect to be mitigated by the 
payment of £250 for lower paid staff. The analysis for the full DIA is 
attached at Appendix 3a and the full DIA is attached at Appendix 3b. 

 
7. Financial and legal implications 
  
7.1 The financial implications are outlined above in paragraph 2. If the £1.6 

million is not found from freezing increments for the financial years 



2012/13 and 2013/14 it will have to be found from elsewhere in the 
council’s budget. 

 
7.2 If the above proposal is agreed by Full Council but without a collective 

agreement with the Trade Unions, this would result in a change to the 
current contractual terms and conditions of employment for the staff 
affected. In order to implement these changes it will be necessary for the 
council to reach agreement with individual employees by agreeing a 
variation to their current contracts of employment. 

 
7.3 In the event that an agreement cannot be reached with the individual 

employee, the council can then proceed to unilaterally vary the existing 
contract by issuing the employee with the contractual notice to terminate 
their current employment contract and then issue the new contract of 
employment incorporating the new term which would effectively result in 
the freezing of entitlement to incremental progression. If the variation is 
not agreed with the individual employee, a right of appeal would be 
available and details of the appeal process would be provided at that time. 
A senior manager would consider any appeals. 

 
7.4 The council must ensure that the process for any changes to contracts of 

employment complies with the required statutory obligations to inform and 
consult employees both collectively and individually under Section 188 of 
The Trade Union and Labour Relations (Consolidation) Act 1992 in order 
to minimise successful employment tribunal claims. 

 
8. Recommendations for Employment Matters Committee 
 
8.1 The Employment Matters Committee is asked to recommend to Cabinet 

and Council that: 
 

8.1.1 Increments are frozen for the financial years 2012/13 and 2013/14 
with a review of the pay and grading structure being developed and 
consulted upon during this time. 

 
8.1.2 The Assistant Director, Organisational Services is given delegated 

authority to continue negotiations with the Trade Unions with a view 
to reaching a collective agreement on this proposal, which 
achieves, within the present financial constraints, some protection 
for lower paid staff. 

 
8.1.3 If this collective agreement is not reached, that individual 

employees are asked whether they will agree to a variation of their 
contracts of employment for a freeze of their increments for two 
years. 

 
8.1.4 For individuals who do not agree to this variation, that notice be 

given that their present contracts of employment are terminated 
and new contracts are offered stating their increments for 2012 and 
2013 will be frozen. 

 
8.1.5 Incremental progression linked to competency levels/qualifications 

achieved should be retained for the following: 



 Social Workers covered by the Children’s Care Career 
Grade Scheme,  

 The progression from B1 grade to B2 grade for Care 
Managers in Adult Social Care who achieve the Post 
Qualifying 1 award and  

 Soulbury staff eligible for SPA increments (Structured 
Professional Assessment). 

 
8.2 The Employment Matters Committee is also asked to agree that the 

Assistant Director, Organisational Services commences a complete review 
of pay and grade with initial findings being reported to this Committee in 
June. 

 
 
Lead officer contact 
Paula Charker email: paula.charker@medway.gov.uk 
Telephone: 01634 334078 
 
Background Papers: 
 
Cabinet Report - Medium Term Financial Plan, 6 September 2011 
Employment Matters Committee Report, 28 September 2011. 
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Consultation Document for Trade Unions – Proposal to freeze 
increments for a further two years from April 2012 

 
1. Background 
 
Every September the Council produces its Medium Term Financial Plan which 
sets out the Council’s expected funding and spending over a three year 
period.  This year’s plan was considered by Cabinet on 6 September. 
 
The publication of the plan marks the start of the council’s annual budget 
setting work for the next financial year.  The budget setting process concludes 
early next year with consideration of budget proposals by Cabinet on 14 
February and by full council on 23 February. 
 
Last year’s plan was set in unprecedented turbulent times for the public 
sector.  Reductions in funding received from central government and the 
demographic pressures on many council services remain a challenge. 
 
The government’s spending review late last year provided some clarity about 
how much council funding would be cut.  However there are still some areas 
of government funding where we are not clear about the impact of cuts on 
council budgets.   
 
Our transformation programme, Better for Less, was set up last year to help 
the council radically change working practices and to respond to the twin 
challenges of improving the quality of services and reducing costs.  This is 
well on track to deliver savings in the current and subsequent financial years. 
 
However the improvements to services and savings that will be delivered are 
only part of the picture.  It has always been understood that hard decisions 
will need to be made in the budget setting process for 2012/13 to ensure the 
council can achieve a balanced budget.  
 
Work has already begun on the category management project which is 
expected to deliver substantial savings through more effective commissioning 
and procurement as well as through renewing many of the council’s existing 
external contracts.  Work is already underway to achieve improvements in 
services and reductions in costs through changes in adult social care, SEN 
provision and property rationalisation. 
 
Last year you will be aware that we reached a collective agreement with 
trades unions to freeze incremental progression for one year to help achieve a 
balanced budget.  However we cannot ignore the impact on our finances of 
the growth of the council’s staff pay bill over the next three years.  For 
example next year the additional cost of incremental progression is forecast to 
be around £1.6 million. 
 
In light of this a meeting took place with trades unions on 31 August to start 
consultation with staff and unions on a further two year freeze to incremental 
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pay progression from April 2012 as part of a range of options to help the 
council address the challenges facing it. 
 
The council is part of the national pay negotiations and will honour any 
nationally negotiated changes to pay that staff are entitled to. 
 
The management team has been working closely with members on these 
measures and recognises that some of them will be difficult for staff and their 
families. 
 
2. Proposal 
 
The proposal is to freeze increments for a further two years from April 2012. 
 
Of the staff group involved, there are approximately 1944 staff not on the top 
of the grade and 851 staff on the top of the grade.  Therefore if the proposal is 
agreed, 69.55% of staff would be affected and 30.45% would not be.  We are 
consulting both groups of staff on this proposal. 
 
There are statutory provisions for teachers’ increments and teachers are not 
included in these proposals.  It will be for each school governing body to 
decide whether or not to consult on the proposal with support staff in their 
school. 
 
There was early consultation with you on 31 August 2011 and early 
notification to staff on 1 September 2011. 
 
It is recognised that, if the above proposal is agreed, this would result in a 
change to the current contractual terms and conditions of employment for the 
staff affected. 
 
In order to implement these changes in the absence of trade union 
agreement, it will be necessary for the council to reach agreement with 
individual employees by agreeing a variation to their current contracts of 
employment.   In the event that an agreement cannot be reached with the 
individual employee, the council can then proceed to unilaterally vary the 
existing contract by issuing the employee with the contractual notice to 
terminate their current employment contract and then issue the new contract 
of employment incorporating the new term which would effectively result in the 
freezing of entitlement to incremental progression for a further two years.  If 
the latter is the case, a right of appeal would be available and details of the 
appeal process would be provided at that time. A senior manager would 
consider any appeals. 
 
You will note from the timetable below that the Employment Matters 
Committee on 18 January 2012 will consider all responses and make 
recommendations to Cabinet on 14 February 2012 who will make 
recommendations to Council on 23 February 2012, where the final decision 
will be made.  
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If the proposal is agreed by full Council on 23 February 2012, and if we have 
not reached agreement with you, contractual notice will be given to the 
affected employees who have not agreed to the proposed variation to 
contract. Contractual notice will vary from one month to three months 
depending upon individual contracts.  
 
For staff whose increment is normally paid on 1 April: 
 
If the notice period is one month, the increment will be frozen from 1 April 
2012 for two years.  
 
If the notice period is longer than one month, the increment will be paid and 
then removed from the start date of the new contract of employment. For 
example, for staff entitled to a two-month notice period, they would receive the 
increment on 1 April 2012 but it would be removed two months after they had 
been given notice and offered the new contract. So, if notice were given on 25 
February 2012, the increment would be paid on 1 April 2012 but removed on 
25 April 2012.  
 
For staff whose increment is normally paid on 1 September: 
 
Notice would be given during late February/early March 2012 that the 
increment would be frozen from 1 September 2012 for two years. 
 
For staff who would normally have received an increment on the 
anniversary of their appointment: 
 
Appropriate notice would be given on a case-by-case basis 
 
For staff commencing employment or promoted on or after 2 October 
2011 who would normally have received an increment on the 6-month 
anniversary date of the start date or promotion: 
 
Appropriate notice would be given on a case-by-case basis. 
 
Staff will be asked towards the end of the consultation period to let us know 
whether, if the proposal is agreed at the Council meeting on 23 February 
2012, they are willing to accept a variation to their individual contract. If that is 
the case, there will be no need to issue notice to those staff and a variation to 
contract will be offered. If agreed, the implementation date will be the same as 
it would have been had they been given notice. This is to ensure that there is 
no detriment to those staff that may prefer to accept a variation to contract. 
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3. Timetable 
 
The proposed timetable is set out below. 
 
31 August 2011 Early consultation meetings with Trade Unions (TUs)  

 
01 September 2011 E mail from Neil Davies to all staff regarding the 

proposal 
 

06 September 2011 Cabinet meeting considered Medium Term Financial 
Plan and decided to begin consultation on the proposal 
to freeze increments for a further 2 years 
 

19 September 2011 Commence formal 90-day consultation with TUs and 
employees 
 

28 September 2011 Employment Matters Committee consider proposals on 
pay 
 

13 October 2011 Joint Consultative Committee between Members of the 
Council and Trades Unions to discuss issues 

03 November 2011 Report to Employment Matters Committee on present 
situation 
 

21 December 2011 90 day Consultation Period ends 
 

18 January 2012 Employment Matters Committee considers responses 
and makes recommendations to Cabinet on 14 
February 2012 who will consider the draft budget for 
2012/13 
 

14 February 2012 Cabinet considers draft budget and makes 
recommendations to Council 
 

23 February 2012 Council Meeting to take final decision 
 

From  
23 February 2012 

If proposal agreed, issue notice of termination of 
contract to affected employees and offer new contracts 
to those employees who have not accepted a variation 
to contract 
 

11 April 2012 Update report to Employment Matters Committee 
 

March-May 2012 Any appeals received will be considered and heard 
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Next steps 
  
A report is to be presented to Employment Matters Committee on 18 January 
2012.   The end of the consultation period is 21 December 2011 and any 
comments that are received by then will be reported to Members.  
 
Employees and Trade Unions are invited to comment on the proposal.  
Please send any e-mail comments that you may have on the proposals to: 
employee.consultation@medway.gov.uk. If you do not have access to e-mail, 
you can write to HR Advice at Gun Wharf. All comments will be included as an 
appendix to the report presented to Members.  
 

 
 
 
 
 
 

 
Tricia Palmer 
Assistant Director, Organisational Services 
 
 
 
 
 
 
 

 
 





































































Diversity Impact Assessment: Screening Form   Appendix 3 
 
Directorate 
 
Business 
Support 

Name of Function or Policy or Major Service Change 
 
Proposal to freeze increments for 2 years from April 
2012 – Employee Consultation 
 
 

Officer responsible for assessment 
 
Tricia Palmer  
 

Date of assessment 
 
7 September 2011 

New or existing? 
 
New 

Defining what is being assessed 
1. Briefly describe the 
purpose and objectives  
 
 
 
 
 
 
 

The council has an established process for setting its 
budget for the next financial year; one of the first 
stages in this involves updating the council's medium 
term financial plan each year. This document looks 
forward at the key factors that affect the council's 
budget for the next three years. This was discussed 
at the Cabinet meeting on 6 September 2011.  

 
It is clear that the financial arrangements for the 
Council continue to be extremely difficult and this will 
continue in the medium term. The funding gap for the 
next financial year is projected at £9.5 million after 
taking into account some efficiencies and savings and 
assumes a council tax increase of 2.5%. In addition 
the cost of incremental progression continues to run 
at around £1.6 million per year. The Medium Term 
Financial Plan currently includes no increase for pay 
and therefore relies on no overall increase in the pay 
bill, which for all staff is £215 million, of which £125 
million is for services funded through the Dedicated 
Schools Grant (DSG) and Housing Revenue Account 
(HRA) with the remaining £90m being borne through 
council tax and other grant. It is worth noting that 
every 1% increase in the council tax component is 
therefore some £900,000 additional pressure against 
the £9.5 million deficit. The signs are that nationally 
there will not be a cost of living award next year, 
although the trade unions intend to make a claim.  
 
As it is clear that the financial position of the Council 
will not improve in the medium term it is proposed that 
incremental progression is frozen from April 2012 for 
2 years. This means that staff due an incremental pay 
increase would no longer receive that increase in pay 
in 2012/13 and 2013/2014. This would save 
approximately £1.6m from the 2012/2013 and 
2013/2014 council budgets.  
 
There are currently 851 (30.45%) employees on the 
top of their grade, therefore 1944 (69.55%) staff are 
potentially impacted upon as a result of these 
proposals It should be noted that turnover is 
approximately 13% a year and this should be taken 
into account when reviewing figures presented. 
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2. Who is intended to 
benefit, and in what way? 
 
 
 

Savings are intended to be achieved in a way that 
ensures financial sustainability whilst not 
disproportionately impacting on or unfairly 
disadvantaging any sections of the community. 

3. What outcomes are 
wanted? 
 
 
 
 

That the Council continues to deliver vital services to 
customers whilst at the same time managing 
reductions to funding and functioning as a sustainable 
organisation continuing to focus on priorities and 
providing effective services.  
Obviously, this proposal will have detrimental impact 
on the earning capacity of those workers who are due 
an incremental rise next financial year. This proposal 
is being considered as a way of delivering savings 
which goes someway to sharing the impact equally 
across the organisation. 
 

4. What factors/forces 
could contribute/detract 
from the outcomes? 
 
 
 
 
 

Contribute 
 
Good analysis of the 
proposals 
Effective consultation 
Clear communication of 
proposals 

Detract 
 
Decisions made without 
full analysis and 
discussion 

5. Who are the main 
stakeholders? 
 
 
 

All Staff and Members 

6. Who implements this 
and who is responsible? 
 
 
 
 

Senior Management Team 

Assessing impact  

YES 
7. Are there concerns that 
there could be a differential 
impact due to racial/ethnic 
groups? NO 

 

What evidence exists for 
this? 

 

The analysis of staff who could be expecting to 
receive an increment this year demonstrates that 
of the 1944 staff that may be impacted upon 
90.02% are from a white ethnic group and 9.98% 
are from a BME group.  
 
The last workforce monitoring information for April 
2011 for non-schools staff shows that 8.81% of 
staff were from a BME group. The potential figure 
for BME staff that might be impacted upon by this 
proposal is higher than 8.81%, at 9.98% and this 
should be examined as part of the consultation 
process.   
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YES 
8. Are there concerns that 
there could be a differential 
impact due to disability? 

NO 

 

What evidence exists for 
this? 

 

The analysis of staff who could be expecting to 
receive an increment this year demonstrates that 
of the 1944 staff who may be impacted upon 
2.53% are recorded declaring themselves as 
disabled.  
The last workforce monitoring information (April 
2011) for non schools states that 3.51% of staff 
were declaring themselves as disabled. The 
percentage likely to be impacted upon is slightly 
lower. 

YES 
9. Are there concerns that 
there could be a differential 
impact due to gender? 

NO 

 
Possibly 

What evidence exists for 
this? 

 

The analysis of staff who could be expecting to 
receive an increment this year demonstrates that 
of the 1944 staff that may be impacted upon 72% 
are women and 28% men. This is slightly higher 
for men than the last workforce information shows 
for non-schools staff. In April 2011 70.6% of the 
non-schools workforce were women and 29.4% 
were men.  

YES 10. Are there concerns there 
could be a differential impact 
due to sexual orientation? NO 

Do not know 

What evidence exists for 
this? 
 

We do not currently hold sufficient information to 
be able to do any reliable comparison.  

YES 
11. Are there concerns there 
could be a have a differential 
impact due to religion or 
belief? NO 

Do not know 

What evidence exists for 
this? 
 

We do not currently hold sufficient information to 
be able to do any reliable comparison. 

YES 12. Are there concerns there 
could be a differential impact 
due to people’s age? NO 

 
Possibly 

What evidence exists for 
this? 
 

The analysis of staff who could be expecting to 
receive an increment this year demonstrates that 
of the 1944 staff who may be impacted upon by 
age bands shows the following: 
 
Those affected:                      Current Workforce:  
29 and under = 22%               29 and under =  17% 
30 – 39 = 20%                        30 – 39 = 18% 
40 – 49 = 27%                        40 – 49 = 27% 
50 – 59 = 23%                        50 – 59 = 28% 
60 and over = 8%                   60 and over = 10% 
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This does indicate that younger employees will be 
subject to a greater impact than older employees. 
  

YES 
13. Are there concerns that 
there could be a differential 
impact due to being trans-
gendered or transsexual? NO 

 
Do not know 

What evidence exists for 
this? 
 

We do not have information upon which to 
undertake any analysis 

YES 

14. Are there any other 
groups that would find it 
difficult to access/make use 
of the function (e.g. speakers 
of other languages; people 
with caring responsibilities 
or dependants; those with an 
offending past; or people 
living in rural areas)? 

NO 

 
Possibly 

What evidence exists for 
this? 
 

 There may be greater impact on lower paid 
employees and this will be considered as part of 
the consultation process. 

YES 
15. Are there concerns there 
could be a have a differential 
impact due to multiple 
discriminations (e.g. 
disability and age)? 

NO 

 

What evidence exists for 
this? 
 

N/A 

 
Conclusions & recommendation 

YES 
16. Could the differential 
impacts identified in 
questions 7-15 amount to 
there being the potential for 
adverse impact? 

NO 

The consultation process is an opportunity to 
investigate possible disproportionate impact 
on particular groups. 

YES 
17. Can the adverse impact 
be justified on the grounds 
of promoting equality of 
opportunity for one group? 
Or another reason? 

NO 

 

Recommendation to proceed to a full impact assessment? 

NO 
This function/ policy/ service change complies with the requirements of 
the legislation and there is evidence to show this is the case. 
 

NO, 
BUT 
… 

What is required to ensure 
this complies with the 
requirements of the 
legislation? (see DIA 
Guidance Notes)? 

 
 
 
 
 

YES 

Give details of key 
person responsible and 
target date for carrying 
out full impact 
assessment (see DIA 

A full impact assessment is envisaged as part of 
the consultation process. This screening raises 
areas for further consideration during that period; 
these are set out in the action plan below. 
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Guidance Notes) 
 

 

 
 
Action plan to make modifications 
Outcome Actions (with date of completion) Officer responsible 
Comparative data in 
relation to age.  
 
 
 

More detailed analysis in relation to 
age. 

Paula Charker 

Clarity about potential 
for disproportionate 
impact on certain 
‘protected categories’ 

 
 
 
 
 

Consultation with the  
 Black Workers Forum 
 Disabled Workers Forum 
 LGBT Forum 

Consider any differential impact on 
the lowest paid employees 

Paula Charker 

Improve monitoring of 
all protected 
categories across the 
council to assist with 
future exercises 
 

Continue to encourage staff to 
complete equality monitoring via 
Self Serve 4 You 

HR Services 

Senior Managers 

 
Planning ahead: Reminders for the next review 
Date of next review 
 

 

Areas to check at next 
review (e.g. new census 
information, new 
legislation due) 
 

 

Is there another group 
(e.g. new communities) 
that is relevant and ought 
to be considered next 
time? 
 

 

Signed (Assistant Director) 
 
 
 
 
 
 
 
 

Date 
 
9 September 
2011 

 

 
 





DIA Proposed freezing of Increments November 2011 
 
Total staff group    2819  (Minus duplicate posts) 
 
Total proposed affected staff  1924 (2010/11 2056) 
 
1.0 - Breakdown by Protected Characteristics 
 
1.1 – Ethnicity 
 
 White 

British/Irish/Other 
BME Other 

Those affected 1744/1924 = 91% 143/1924 = 7% 37/1924 = 2% 
Total staff group 2579/2819 = 91% 187/2819 = 7% 53/2819 = 2% 
 
1.2 - Gender 
 
 Female Male 
Those affected 1399/1924 = 73% 525/1924 = 27% 
Total staff group 2037/2819 = 72% 782/2819 = 28% 
 
1.3 - Age 
 
 16-24 25+ 
Those affected 153/1924 = 8% 1771/1924 = 92% 
Total staff group 155/2819 = 5% 2664/2819 = 95% 
 
1.4 - Disability 
 
 Yes No Blank/Not stated
Those affected 51/1924 = 3% 1851/1924 = 96% 22/1924 = 1% 
Total staff group 94/2819 = 3% 2697/2819 = 96% 28/2819 = 1% 
 
1.5 – Religion (Where declared by employee) 
 
 Christianity Buddhism Atheist Sikh 
Those affected 16 1 6 0 
Total Staff group 24 2 8 2 
 
 Agnostic Other Prefer not to 

answer 
Not stated 

Those affected 2 1 9 1889 
Total Staff group 3 1 11 2768 
 
1.6 - Sexual Orientation (Where declared by employee) 
 
 Heterosexual Gay Prefer not to 

answer 
Not 
stated 

Those affected 31 2 3 1888 
Total staff group 43 3 4 2769 
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1.7 - Marital status (Where declared by employee) 
 
 Single Married Divorced 
Those affected 651 878 127 
Total staff group 801 1396 198 
 
 Widowed Separated Civil 

Partnership 
Not Stated 

Those affected 14 45 8 201 
Total staff group 26 61 9 328 
 
2.0 - By grade 
 
 C2, C1, D2 D1, E2, E1 
Those affected 961/1924 = 50% 166/1924 = 8% 
Total staff group 1345/2819 = 47% 277/2819 = 10% 
 
2.1 - Ethnicity by grade 
 
C2, C1, D2 
 
 White 

British/Irish/Other
BME Other 

Those affected 875/961 = 91% 65/961 = 7% 21/961 = 2% 
Total staff group 1237/1345 = 92% 83/1345 = 6% 25/1345 = 2% 
 
D1, E2, E1 
 
 White 

British/Irish/Other 
BME Other 

Those affected 152/166 = 92% 9/166 = 5% 5/166 = 3% 
Total staff group 258/277 = 93% 12/277 = 4% 7/277 = 3% 
 
2.2 - Gender by grade 
 
C2, C1, D2 
 
 Female Male 
Those affected 750/961 = 78% 211/961 = 22% 
Total staff group 1054/1345 = 78% 291/1345 = 22% 
 
D1, E2, E1 
 
 Female Male 
Those affected 103/166 = 62% 63/166 = 38% 
Total staff group 189/277 = 68% 88/277 = 32% 
 
 
 
 
 
 
 
 



2.3 - Age by grade 
 
C2, C1, D2 
 
 16-24 25+ 
Those affected 81/961 = 8% 880/961 = 92% 
Total staff group 83/1345 = 6% 1262/1345 = 94% 
 
D1, E2, E1 
 
 16-24 25+ 
Those affected 38/166 = 23% 128/166 = 77% 
Total staff group 38/277 = 14% 239/277 = 86% 
 
2.4 - Disability by grade 
 
C2, C1, D2 
 
 Yes No Blank/Not stated
Those affected 24/961 = 2% 929/961 = 97% 8/961 = 1% 
Total staff group 42/1345 = 3% 1293/1345 = 96% 10/1345 = 1% 
 
D1, E2, E1 
 
 Yes No Blank/Not stated
Those affected 3/166 = 2% 160/166 = 96% 3/166 = 2% 
Total staff group 8/277 = 3% 266/277 = 96% 5/277 = 2% 
 
2.5 - Religion by grade 
 
C2, C1, D2 
 
 Christianity Buddhism Atheist Sikh 
Those affected 5  5  
Total Staff group 9  6 1 
 
 Agnostic Other Prefer not 

to answer 
Not stated 

Those affected 1  6 944 
Total Staff group 1  6 1322 
 
D1, E2, E1 
 
 Christianity Buddhism Atheist Sikh 
Those 
affected 

    

Total Staff 
group 

    

 
 Agnostic Other Prefer not 

to answer 
Not stated 

Those affected    166 
Total Staff group   1 276 
 



2.6 - Sexual Orientation by grade 
 
C2, C1, D2 
 
 Heterosexual Gay Prefer not to 

answer 
Not 
stated 

Those 
affected 

14  3 944 

Total staff 
group 

18 1 3 1323 

 
D1, E2, E1 
 
 Heterosexual Gay Not 

stated/Prefer not 
to answer 

Those affected 1  165 
Total staff group 2  275 
 
2.7 - Marital status by grade 
 
C2, C1, D2 
 
 Single Married Divorced 
Those affected 326 450 61 
Total staff group 394 662 106 
 
Widowed Separated Civil Partnership Not Stated 
9 23 5 87 
15 28 5 135 
 
D1, E2, E1 
 
 Single Married Divorced 
Those affected 75 65 8 
Total staff group 95 126 16 
 
Widowed Separated Civil Partnership Not Stated 
3 3  12 
4 6  29 
 
3.0 - Impact on Part-timers 
 
 Total Number # Part-time Percentage % 
Those affected 1924 705 37% 
Total staff group 2819 1114 40% 
 
3.1 - Impact on Part-timers by gender 
 
 Total Number # Part-time Percentage % 
 Male Female Male Female Male Female
Those affected 525 1399 103 602 15% 85% 
Total staff group 782 2037 156 958 14% 86% 
 



Diversity Impact Assessment: Full Assessment Form 
(for use after DIA screening has identified concerns that unfair access or 
differential impacts of function, policy, major service change or strategy may exist) 

Directorate 
Business 
Support 

Name of Service Change/Policy/Function 
 
Proposal to freeze increments for two years from April 2012 – 
Employee Consultation 
 

Officer responsible for assessment 

Tricia Palmer, Assistant Director, 
Organisational Services 

 
 

Assessment date 
 
21 December 2012 

New or existing? 
 
New 

Identify potential issues and factors 

Race Religious belief 
Trans-gendered or 
transsexual 

Disability Age     

1. In regard to which 
groups are there 
concerns that there could 
be a differential impact? 

Gender 
Sexual 
orientation 

Other (specify) 

2. What differential 
impact do you think there 
could be on this/these 
group(s)? 
 

See appendix 3 (a). 
The data indicates that there could be a differential impact due to people’s 
age in particular those on the lower grades. D1, E2 & E1 as follows: 
 
D1, E2, E1 
 

 16-24 25+ 
Those affected 38/166 = 23% 128/166 = 77% 
Total staff group 38/277 = 14% 239/277 = 86% 

 
 
 

Map existing data 
3. What existing evidence do you have for this - e.g. take-up, complaints? 
Information/ 
data 

When 
collected 

Source Strengths of 
data (e.g. up-
to-date) 

Gaps 

Data  November 2011 Resourcelink Up-to-date Gaps are in the data collected for 
some of the Protected 
Characteristics such as 
Transgender, Sexual Orientation, 
Religion & Belief. This is due to 
staff not willing to complete their 
personal details. 
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4. What are implications 
of the gaps in evidence 
(e.g. people with visual 
impairments do not know 
about council services)? 
 

Full reporting and impact assessment is not possible. 

5. What is the key 
question you want 
answered, and by whom. 
 
 
 

 

 
Formal Consultation 

YES 
6. Are there any experts/ 
relevant groups who you 
could approach to ask 
their views on the 
issues? 

NO 

Consultation has taken place with: 
- staff 
- trade unions 
- staff forums. 

YES 
7. Have you discussed 
your consultation request 
with Research and 
Review? NO 

 

8. Describe in detail the views of the relevant groups/experts on the issues.  
 
The Trade Unions are prepared to commence negotiations on a collective agreement for 12 month increment 
freeze on the  basis that all staff on £21,500 or under receive a payment of £250. 
 
The Trade Unions requested that data broken down by part-time and all other Protected Characteristics be 
included. 
 
 
 
 
 
 
9. What options, alternatives or reasonable readjustment(s) have been considered? 
 
 
 
 
 
Conclusion and recommendations 
10. In your own words, briefly state what changes (from the customers’ point of view) are 
reasonable adjustments to make access fair.  
 
 
 
 
 
 
 
Target setting 
Outcome Actions (with completion dates) Measure of progress 
   

   



  

   

Signed (officer responsible for achieving above DIA actions) 
 
 
 
 

Date 

Signed (completing officer/service manager) 
 
 
 
 

Date 

Signed (service manager/Assistant Director) 
 
 
 
 

Date 
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