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Report to: Policy and Resources Committee, 22nd March 2022 
 

Report of: Corporate Director - Planning and Governance 
 

 
Subject: STAFF PAY AWARD  

 
1. Recommendation 

 

That the Committee: 

1.1 Notes the nationally agreed pay award of 1.75% for all Council employees 

on NJC terms and conditions, which will now be implemented by the Council 
and backdated to 1 April 2021; 

 
1.2 Determines whether, alongside the implementation of the national pay 

award, the Council should offer a local agreement, so that all employees on 

NJC terms and conditions on the Council’s local pay spine receive an uplift 
of 0.25%, in order to reduce the gap between the Council’s local pay spine 

and the national pay spine; and 
 
1.3 If the Committee agrees to implement a local agreement as set out in 

recommendation 2 above, then the Managing Director and Corporate 
Director Planning and Governance, in consultation with Chair and Vice 

Chairs of this Committee, be authorised to secure a local collective 
agreement with the Unions with the assistance of West Midlands Employers 
and to update the rates of pay stated in the Council’s Local Conditions. 

 
2. Background 

 
2.1 The Committee will be aware that after protracted negotiations, the national pay 

bargaining award for 2021 to 2022 for employees on NJC terms and conditions, has 

been decided at 1.75% across all levels. This was communicated to local authorities 
on Monday 28 February. 

2.2 This pay award will apply to all Council employees apart from a small number who 
are not within NJC terms and conditions, as a result of transfers into the Council 
under TUPE Regulations. 

2.3 The Council has demonstrated its commitment to collective bargaining in previous 
years, by implementing national pay awards as agreed. There was one exception to 

this, in 2012, when the Council as part of a cost saving exercise, reviewed Terms 
and Conditions and signed a local collective agreement with the Unions which 
deferred the 2013/14 pay award to be paid 1.4.2014 (a pay freeze for the year) and 

deferred its decision to pay the 2014/15 pay award until 1.4.2015. The Council then 
reaffirmed its long-term commitment to national pay bargaining from 1.4.2015 and 

has implemented the national awards ever since. 
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2.4 However this historic pay freeze had the impact of putting the pay spine for 
Worcester City Council behind the national pay spine by 0.97% for the lowest grade 

and 1.09% for everyone else. This gap remains unless it is directly addressed by the 
Council through local actions. 

2.5 As the pay rates for Worcester City Council are now behind the national pay scales, 

because of the historic pay freeze, this can contribute to difficulties in staff 
recruitment and retention in a competitive jobs market. 

2.6 Worcester City Council had budgeted 2% for the national pay award during this 
period. 

2.7 If Members wish, there is an opportunity to narrow the gap in the inequality in the 

pay scales by paying the full budgeted 2% amount for this year.  The gap would then 
be 0.73% for the lowest grade and 0.84% for everyone else. It may be possible to 

further narrow the gap in future years, but this would be a decision for Members 
every year and would depend on financial circumstances prevailing at that time. 

3. Preferred Option 
 
3.1 It is a matter for Members to determine which option they wish to pursue. Officers 

are not making a recommendation as they have a personal interest in this item.  

3.2 The options are: 

(a) To simply implement the 1.75% pay award for all employees on NJC terms 
and conditions; or 
 

(b) In addition to implementing the national award, a local collective agreement is 
sought, with Unions, that makes no reference of national pay bargaining, but 

seeks to amend WCC’s independent pay spine in line with a 0.25% increase 
for employees who are on the Worcester pay spine and subject to NJC terms 
and conditions.   

 

The business case for this rationale is based on an intent for the organisation 
to reduce the gap between WCC’s pay spine and the national pay spine. 

 
 The local collective agreement would set out the intent to pay the increase at 

the same time as the nationally agreed pay award; the rationale being that, 
whilst separate, the Council will be paying it at the same time as the national 
increase because of expediency and not having to do payroll and tax 

calculations twice. 

3.3 West Midlands Employers have reviewed the potential options and made it very clear 

that the principle of national collective bargaining is of paramount importance to 
them. WME have commented that they can support the option to make a local 

enhancement, alongside the national award, provided this is on the basis that the 
Council is not stepping outside of the national award but rather taking an additional 

measure towards addressing a local pay inequality. 

3.4 The views of the Unions are being sought and will be shared with Members. 
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4. Implications 
 

4.1 Financial and Budgetary Implications 
 
At its meeting of 23 February 2021 Full Council approved a budget which included an 

allowance for a pay award of 2%. A pay award of 1.75% for 2021/22 would result in 
an underspend of approximately £27,000 against the approved employee cost 

budget of £11.670m 
 

4.2 Legal and Governance Implications 

 
As set out above, there is no proposal here to step away from the implementation of 

the national award. Any locally agreed payment which is made alongside the national 
pay award, would need to be made under a local collective agreement entered into 

by the Council and by the Unions on behalf of the employees.  
 
This local agreement would not set a legal precedent for future years; it would be a 

matter for Members to review the local pay spine issue again in future years should 
they so wish and consider it affordable to make further uplifts based on the financial 

circumstances prevailing at that time. 
 

4.3 Risk Implications 

 
There is a risk that a local collective agreement is not reached for some reason. If 

this were to happen, the national pay award will simply be implemented on its own 
without any further steps. 
 

4.4 Corporate/Policy Implications 
 

Taking a step towards addressing the impact of the historic pay freeze is compatible 
with the Council’s People Strategy which includes a focus on recruitment and 
retention of a talented workforce. 

 
4.5 Equality Implications 

 
There are no significant implications identified. 
 

4.6 Human Resources Implications 
 

These are set out in the main part of the report. The negotiations on the national pay 
award took a long time to complete and so it is considered desirable to bring this 
matter to a conclusion now with reasonable haste in order to make the payments to 

Council employees. 
 

4.7 Health and Safety Implications 
 
There are no significant implications identified. 

 
4.8 Social, Economic and Environmental Implications 

 
Inflation is currently running at approximately 5%. The proposed increase would 

reduce the extent of the impact of price rises on employees but would not itself 
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contribute further to inflation as the increase has already been allowed for in 
estimates. 

 
 
 

Ward(s):   All 
Contact Officer: Alison Darbyshire – HR Manager – 01905 721159.   

                                      alison.darbyshire@worcester.gov.uk  
Background Papers: none  
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