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RECOMMENDATION 
 
The Committee is recommended: 
 
(1) To approve the proposed pay scheme for construction craft operatives for 
implementation by April 2012, subject to the agreement of the proposals with 
the Trade Unions and workforce, 
 
OR 
 
(2) as an alternative to (1) above should the proposed pay scheme not be 
agreed with Trade Unions or workforce,  to reject these proposals and agree 
to see a further report at September Committee in respect to the imposing of 
single status terms and conditions to this workgroup. 
 
 
Summary 
The Landlord Transformation Programme is aiming to improve the 
management of the Council’s housing stock. The programme will give an 
improved service to our tenants and better value for money for spending 
from the Housing Revenue Account. In terms of repairs and maintenance to 
tenants homes and void properties the desired philosophy is ‘the right repair, 
first time, on time’.  
 



In order to achieve this there is a fundamental need to change the way craft 
operatives are paid. The current system is based on payments from work 
done and rewards quantity irrespective of quality or right job. A new pay 
scheme is required to help change the culture and drive new behaviours. 
This workstream is integral to the Landlord Transformation Programme’s 
objectives and failure to change the means of payment to craft operatives 
will jeopardise the success of the programme.  This report proposes a move 
to a salary based pay scheme. 
 
 
The significant issues in the report are: 
 

 This is one workstream of the Landlord Transformation Programme 
and is key to being able to achieve the objectives in terms of service 
delivery to the customer and savings to the HRA budget.  

 The current pay scheme is inequitable and no longer fit for purpose. 
 The proposed scheme is salary based. 
 The Trade Unions and the craft workforce are strongly opposed to 

discontinuing the national craft agreement, in favour of a transfer to the 
single status scheme. 

 The proposal now recommended in (1) above retains the national craft 
agreement, as substituted by a local agreement, set out in paragraph 5 
below. 

 There will be gainers and losers within the workgroup, however the 
proposed scheme will be within 2% of current contractual pay costs 
within two years. 

 This proposal is presented as a local agreement under Section 2 of the 
National Agreement on pay and conditions of service for Local 
Authority Craft & Associated Employees (known as the 'red book' 
agreement).  

 
 
1. Policy 
 
1.1 This is a variation of a National Agreement under the City Council's Pay 

Policy. 
 
Consultation 
 
2 Internal 
 
 Negotiations/consultations meetings have taken place with official and 

representatives of both Unite the Union and UCATT. These proposals 



are to be put to craft operatives by the Trade Union at a mass meeting 
on Tuesday 28th June, the result of which should be known the following 
day and will be noted to HR Committee members ahead of Committee 
meeting.  

 
Should there be a positive response and agreement on the proposals 
from this ballot, it is managements’ intention to withdraw, for 
consideration, recommendation (2) from this report. 

 
3 External 
 
 Management have worked with external consultancy Kingsclere 

Associates throughout these negotiations. 
 
Context 
 
4.1 The Landlord Transformation Programme (LTP) was set up to make 

fundamental changes to the way council housing services are delivered 
in Bristol. The goal is to establish a top-class, thriving housing service 
that puts the customer first and drives up customer satisfaction with the 
service. These services are funded by the ring-fenced Housing 
Revenue Account (HRA), which is made up of rental and sundry 
income from tenants and leaseholders as well as Government 
subsidies. This Landlord Transformation Programme is budgeted to 
bring yearly cost savings to the HRA from 2014/15, which can be 
invested to further the delivery to the customer. 

 
4.2 The repairs and maintenance of the Council’s housing stock makes this 

the number one priority within the Landlord Service. Almost half of the 
staff are employed in this area, which not only has a high level of 
contact with a large sector of the public but has the potential to have a 
high impact on this group.  

 
4.3 The LTP is looking to change structures, work practices, work 

processes, management ethos and general culture to achieve improved 
service delivery, greater customer satisfaction and cost savings to the 
HRA. The changes to the means of payments for craft operatives are 
integral to the drive to change behaviours and the achievement of the 
proposed changes under LTP.  

 
4.4 The Client/Contractor arrangement between Neighbourhoods and 

Bristol Contract Services (BCS) has been in place since 1992 having 
been established under CCT (Compulsory Competitive Tendering). 
BCS was created as an independent trading, (albeit non-profit making), 
company. This client/contractor arrangement underpinned all aspects of 



the working relationship between both former organisations, with each 
organisation having its’ own business objectives, performance 
measures, staff structures, working practices and financial 
arrangements.  

 
4.5 The Council's decision to discontinue with the contractor/client 

relationship and merge BCS with Landlord Services created further 
opportunities to improve service quality, deliver better value for money 
and drive up customer satisfaction.   

 
4.6 Craft operatives within BCS are essentially on a task and finish 

payment scheme receiving a payment for completing individual jobs.  
Under this arrangement the more jobs completed, or the more work 
completed as part of a job, the more a craft operative got paid with no 
measure on quality. This means of payment is also time consuming and 
costly to process with time sheets being completed, checked and sent 
to payroll for input.   

 
4.7 The current craft operatives pay scheme, which is a local agreement 

under the 'Red Book' National Agreement, is not aligned to the business 
objective of delivering 'The right repair, first time, on time'. It creates 
perverse incentives resulting in increased repair costs, a lack of focus 
upon first time fixes and customer satisfaction. It causes conflict 
between quantity and quality. 

 
4.8 The current pay scheme is viewed as inequitable by both management 

and trade unions with large pay variances within trades between lowest 
and highest earners (table 1). How much an employee earns can be 
down to the type of work allocated, with re-lets work being rewarded 
more than response work, and the allocation of work not being equally 
distributed. 

 



 
Table 1 
Trade Lowest Salary Highest Salary Average Salary 
Electrician £18,645 £51,948 £30,900 
Carpenter £18,116 £43,386 £27,904 
Construction Op £17,462 £39,693 £25,615 
Gas Engineer £28,458 £44,494 £36,042 
Glazier £18,301 £22,046 £19,660 
Painter £19,541 £39,082 £27,989 
Plasterer £19,062 £43,443 £27,445 
Plumber £18,423 £46,152 £29,142 
Roofer £26,506 £35,300 £30,752 
 
 
4.9 Early discussions between management and trade unions agreed the 

solution to issues raised above in 4.7 and 4.8 was for the operatives to 
be placed on a salary based scheme. 

 
4.10 The proposed cost savings to the HRA are not planned to come directly 

by decreasing the pay bill.  They will be enabled by a change in culture 
and ways of working .  The way pay is received is a key element of that 
change. 

 
4.11 The implementation of Single Status terms and conditions remain an 

objective for the council in terms of equality. However early discussions 
with the Trade Unions and craft representatives made it clear this was 
something they were not willing to consider under any circumstances. 
The main focus of opposition was the maintenance of the craft workers 
identity under the 'red book' national agreement and the perceive 
incompatibility of the job evaluation scheme to accurately recognise 
their jobs.    

 
4.12 It was clear to management that the only way to get Single Status 

implemented was to impose this solution. This would cause 
considerable employee relations issues, therefore it was decided to 
attempt to seek an agreed solution under the ‘red book’ national 
agreement. The single status option would remain as a fall back option 
should agreement not be reached on another acceptable solution. 

 
 
 



Proposal (Appendix 1) 
 
5.1 Local Agreement 

The agreement is a variation on the Joint Negotiating Committee for 
Local Authority & Associated Employees National Agreement on Pay 
and Conditions of Service (the 'Red Book' agreement) and covers not 
only pay, but other conditions of service. The areas covered are; 

 
 Grades - determination of new and current pay levels 
 Tool Allowance 
 Working Week - flexibility 
 Additional payments 
 Standby/Call out arrangements 
 Technology 
 Multi-Skilling 

 
 It was agreed at the outset that the cost of any new pay scheme would 

not be looking to make cost savings on the basic contractual pay as the 
new means of payment would help to achieve the cost savings in other 
ways. It was agreed that any new scheme (excluding any costs for pay 
protection) would be within a tolerance of +/- 2% of the contractual pay 
expenditure for financial year for 2010/11 (£7.16m). 

 
 
5.2 Pay & Grading 
 The decision was to use a banded salary scheme using the current 

spinal column points in use for single status employees. The precise 
placement on the scales was determined by a number of factors, with 
the overall cost being the primary factor. Other factors included 
traditional groupings for trades and current average earnings. 

 
 In order to determine an employee's current rate of pay it was decided 

to use the average over the last two financial years 2009/10 and 
2010/11. This would help to even out any variations due to fluctuations 
in work ie: seasonal with greater demand on gas heating repairs and 
plumbing repairs during winter months.   

  
 The range of pay between employees of the same trade was in many 

cases in excess of 100% between highest and lowest earners (see 
table 1). The reason for this is in part due to the inequity of the SOR 
scheme, where tradesman employed to work on void properties could 
not do the type of work that attracted the greater earnings potential. 
There were also concerns that some employees were specifically given 
the jobs that allowed them to earn more than others.  

 



 It was agreed that as the majority of the tradesman were either time 
served or had been through a recognised apprenticeship, and in the 
justification for equity, that all existing employees would be placed at 
the top spinal column point of their banded grade irrespective of current 
earnings. Those employees who result in getting a decrease in pay 
based on their average salary would be entitled to receive pay 
protection for a period of two years in line with the Council's pay 
protection arrangements. 

  
5.3 Tool Allowance 
 Under the 'Red Book' agreement the trades are entitled to receive a 

payment for the supply and use of non-power tools relevant to their 
trade. This payment was incorporated into the SOR scheme. With the 
abolition of the SOR scheme it was deemed appropriate to resurrect 
this payment as a separate entity and for craft operatives to continue 
supplying their own non-power tools as per the national craft 
agreement. Payments would be made in line with those outlined in the 
'Red Book' agreement. Power tools and plant would still continue to be 
supplied by the Council through its recognised supplier. 

 
5.4 Working Week 
 The current working week is Monday to Thursday 8am - 4.30pm and 

Friday 8am - 1.00pm. The agreement proposes the new working week 
will be 7.30am - 6pm Monday-Friday to allow for improved service 
delivery.  

 
 Until now there has been very little flexibility with regards to working 

hours. Under the attached proposals a degree of flexibility will be 
allowed which will help with work life balance situation like taking or 
picking up children from school. Employees will also be able to look at 
other work life balance working patterns eg: nine day fortnights or four 
day weeks.  

 
5.5 Overtime Working 

The agreement also looks to vary the level of overtime payments from 
the 'Red Book' conditions with the first two hours being paid at plain 
time on any overtime worked between Monday to Friday above 37 
hours followed by time and half for additional hours. The ‘Red Book’ 
payments for this are time and a half for all hours worked in addition. 
For Members information, single status employees who work overtime 
during the period Monday to Friday each week, receive overtime at 
plain time for all hours worked. 

 
 
 



5.6 Standby/Call Out 
 In the past there has been an informal arrangement for being on 

standby/call out. The payments for this were £22.80 or the value of the 
job under SOR, whichever was greater. This agreement looks to 
formalise the standby arrangements and payments will be in line with 
the Council's Working Arrangements Policy, with the exception of an 
additional weekend session and one less weekday session. 

 
5.7 Technology 
 Part of this agreement is a recognition that new technologies will be 

introduced both now and in the future to further enhance the business 
in terms of service delivery and efficiency. The introduction of a new 
scheduling system and hand held devices will seek out the most 
efficient way of allocating the right operative to the right job saving both 
time for travelling and need for call backs, and money in terms of fuel 
costs and job carried out first time by right operative. 

 
 The implementation of new technology like the scheduling system being 

introduced as part of tranche 1 of the LTP will mean better 
arrangements, which will allow more work to be absorbed rather than 
contracting out. 

 
5.8 Multi-Skilling 
 There already exists a degree of multi-skilling throughout the trades in 

order to complete their jobs. This agreement looks to recognise that this 
is good practice and will continue. 

 
5.9 Costs 

From the outset it was recognised that there would be winners and 
losers within the workgroup due to the large differentials in pay under 
the SOR pay scheme. The current cost of the pay, excluding overtime, 
call out payments and expenses before employers costs is £7.167m pa 
(2010/11). It was agreed that the cost of the new salary scheme plus 
tool allowance but excluding pay protection would be within +/- 2% of 
this figure.  The cost of the new salary scheme is calculated as 
£7.272m pa. This represents an increase of 1.46%. 
 
There are further costs as a result of the formalisation of the 
Standby/Call Out system. In 2010/11 the cost of the informal system 
was £186,085. The cost of the new scheme based on 2010/11 data 
would be £229,928. Therefore there is a potential increase in costs of 
£43,843 pa. 

 
 
 



These proposals would see an overall increase of £148k on the net 
salary budget after pay protection, for salaries, allowances and standby 
costs, representing an increase of 2.02%. 

 
Pay protection for the next two years will add an additional £609k pa. 

 
 
Other Options Considered 
 
6.1 Reducing the numbers of rates within the Schedule 
 There were attempts during 2009 to try to reduce from over 1600 rates 

to only 600 and thereby stream line the process. Discussions were long 
and protracted and caused considerable disagreement amongst the 
differing trades to enable a satisfactory agreement to be achieved. At 
this time the decision was taken to bring the craft operatives into 
Landlord Services. This gave the opportunity to incorporate them in the 
reshaping of the service under the Landlord Transformation 
Programme. Under this change programme it now means the use of the 
Schedule of Rates bonus system is no longer compatible with the 
culture change of scheduling and getting repairs done 'right first time'. 
Therefore this was rejected as an option. 

 
6.2 Move to 'Green Book' Single Status. 
 This initially was the focus of early discussions (see 4.10) and there are 

many areas of commonality, however it was made very clear to 
management that the trade unions were very much against this on both 
local and national level. The main focus of opposition was the 
maintenance of the craft workers identity under the 'red book' national 
agreement and the perceived incompatibility of the job evaluation 
scheme to accurately recognise their jobs.  UCATT have instructed 
their full time officials to withdraw from any negotiations that talk about 
potential job evaluation schemes. The only way this could be 
implemented would be to impose. If this were to happen we believe that 
the deterioration of employee relations, which would certainly result 
from these actions, would severely hamper the other changes within the 
Landlord Transformation Programme eg: introduction of new 
technology, and put at risk the timetable for the planned cost savings. 
However the imposition of this option remains as a fall back should 
there be no agreed solution. 

 
6.3 Do nothing 
 This was rejected as the Schedule of Rates bonus scheme would be at 

odds with the new 'right first time' culture (see 4.6, 4.7, 4.8). There is a 
requirement for a salary based scheme. 

 



6.4 Pay current market rates 
 These were considered but rejected on the basis that it was difficult to 

find exact comparison with craft jobs either being conducted on 
construction sites with no customer contact or by self employed 
craftsmen in houses with customer contact. Scanning local adverts 
showed a variety of hourly rates eg: Carpenter vacancies ranged from 
£7 per hour to £15 per hour.  

 
Risk Assessment 
 
7.1 Failure to put in a salary based scheme would put at risk the 

implementation of tranche 1 of the Landlord Transformation Programme  
which seeks to drive changes of behaviour and achieve not only the 
improved service and satisfaction to tenants but also cost savings to the 
HRA. 

 
7.2 Failure to get agreement of trade unions and workforce of the proposals 

will indicate the need to impose a solution, which will create employee 
relations issues and impact on the implementation of the Landlord 
Transformation Programme. 

 
7.3 As the proposal would be a local agreement under the National 

Agreement for Local Authority Craft & Associated Employees (known 
as the 'Red Book') any equal pay challenges to these proposals has a 
ready made defence from claims of employees covered by other 
National Agreements. 

 
 
Public Sector Equality Duties 

 
8a) Before making a decision, section 149 Equality Act 2010 requires that 

each decision-maker considers the need to promote equality for 
persons with the following “protected characteristics”: age, disability, 
gender reassignment, pregnancy and maternity, race, religion or belief, 
sex, sexual orientation. Each decision-maker must, therefore, have due 
regard to the need to: 

 
i) Eliminate discrimination, harassment, victimisation and any other 

conduct prohibited under the Equality Act 2010. 
1.  
ii)  Advance equality of opportunity between persons who share a 

relevant protected characteristic and those who do not share it. 
This involves having due regard, in particular, to the need to - 

 
- remove or minimise disadvantage suffered by persons who share 



a relevant protected characteristic; 
 

- take steps to meet the needs of persons who share a relevant 
protected characteristic that are different from the needs of people 
who do not share it (in relation to disabled people, this includes, in 
particular, steps to take account of disabled persons' disabilities); 

 
- encourage persons who share a protected characteristic to 

participate in public life or in any other activity in which 
participation by such persons is disproportionately low. 
 

iii) Foster good relations between persons who share a relevant 
protected characteristic and those who do not share it. This 
involves having due regard, in particular, to the need to – 

- tackle prejudice; and 
- promote understanding. 

 
 

8b)  This is a white male orientated workforce. The proposals are not about 
changing this workforce to be more representative as this will need to 
be addressed in any future recruitment, some of which is starting to 
happen through encouraging under representative groups to join the 
apprenticeship scheme. 

 
 What this proposal does do is look to equalise pay within trade groups, 

thereby removing the disparity between highest and lowest earners 
within the trade (see table 1). Data shows that there are a 
disproportionate number of young people, older people and BME 
employees who earn below the average pay for the trade group. For 
example young people represent 23% of total workforce, however 
make up 38% of employees paid below average wage, Older 
employees make up 12% of workforce, however make up 58% of 
employees paid below average wage. 

 
Legal and Resource Implications 
 
 Legal 
  

"The Report details the proposed pay scheme for construction craft 
operatives.  The Council is legally required to address inequalities in 
pay.  Any change to terms and conditions of employment should be 
made via consultation with the affected staff." 
 
“I would agree that based on the current equal pay case law, there is 
some protection for the Council in these employees being under the 



Red Book national agreement in terms of their being used as 
comparators by employees under the Green Book.” 
 

 
Husinara Jones, Senior Practitioner (Employment Law) 

 
 
 Financial 
  
 (a) Revenue:  
 

On the basis of the employees currently employed the total pay and 
allowances (excluding overtime) is anticipated to come to £7.27m 
based on the proposals outlined in this report. The direct pay costs for 
2010/11 were £7.17m so the costs will increase by £104k or 1.4% 
(assuming that number of staff stay the same.) There will also be 
additional national insurance and pension costs of approximately £31k.  

 
This proposal will also result in approximately £609k of pay protection 
(plus pension and national insurance costs - this would result in another 
£183k pa, so this is a total cost of £792k pa).  

 
These costs are part of the Business Case for the Landlord service 
transformation programme. The initial business case had considerably 
lower costs within it for the pay protection and the impact to the overall 
payroll. However, despite these increases the business case still 
remains positive (although this increases the importance of other 
benefits assumptions being correct). Resolving the terms and 
conditions is a critical part to the success of the programme (both in 
financial and non financial terms.) It is important that the Programme 
Board have the opportunity to understand the implications to the 
Business Case and this will be done on 4 July meeting. 

 
 Claire Burston – Finance Business Partner - HRA 
 
 (b) Capital: 
  
 Not applicable 
 
 Land 
 
 Not applicable 
 
 Personnel 
 



 This will vary Part 2 Section 5 the National Agreement on pay and 
Conditions of Service for Local Authority Craft & Associated Employees 
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Craft Operatives Pay and Conditions Offer – June 2011 

1. Introduction 
 
1.1 The proposed changes to the way in which repairs are delivered by 

Bristol City Council (BCC) on a 'right first time' basis means that 
the current system of work and payment through a 'Schedule of 
Rates' scheme is no longer suitable in the achievement of this 
objective. The following proposals look to cover the pay and 
conditions based on the principles of these changes.  Since the 
demise of CCT and the introduction of equal pay legislation, there 
is a need to rationalise trade pay. How and what trades are paid for 
their work, has a large impact on a number of BCC and Housing 
targets and objectives.  

 
1.2 The current pay system is untenable in terms of future service 

delivery, equal pay claims, market rates and the long-term future of 
Landlord Services.  

  

1.3 Specifically, this paper outlines pay proposals for all construction 
craft employees paid via the 'Schedule of Rates' pay system; 
construction employees covered by JIB and SEC terms and 
conditions following TUPE transfer*; and Craft employees within 
the Joiners shop. 

* subject to future discussions on harmonisation of terms and conditions 
 
1.4 This pay proposal, when agreed, will supersede all prior pay 

arrangements and agreements; and will serve to vary Part 2 of the 
National Agreement, particularly section 5. For matters not covered 
by this local agreement the National Agreement will continue to 
apply; but it should be clarified that the ACOPS payment currently 
paid as a separate allowance will be discontinued. 

 
1.5 The proposals set out in this paper constitute a package. Any 

request to modify an individual element will be considered in this 
context. 

 
1.6 All figures included in this proposal are at current rates and will be 

indexed in accordance with paragraph 2.5, with the exception of 
figures for pay protection, discussed in Section 3. 

 
1.7 This proposal is made following extensive discussions between 

Management and Trade Union side. 
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Craft Operatives Pay and Conditions Offer – June 2011 

 
1.8 This proposal offers: 
 

• Pay that compares favourably with current local market rates; 
• A proposal that is based on the ‘Red Book’;  
• Protection based on the BCC’s Corporate Policy; 
• A commitment to apprenticeships and fast track progression once 

qualified; 
• Flexible working arrangements; 
• A deal that is based on the final pay bill, excluding the costs of pay 

protection, that is based on the current total contractual pay costs 
+/- 2%; 

• Training to achieve the BCC’s vision of a skilled workforce capable 
of undertaking multi tasking and with effective communication 
skills. 

3 



Craft Operatives Pay and Conditions Offer – June 2011 

 
 
2 Scope and Grades 
 
2.1 It is proposed to retain the fundamental principles of the National 

Agreement on Pay and Conditions of Service of the JNC for Local 
Authorities Craft and Associates Employees (the ‘Red Book’). 

 
2.2 We have established pay groups, with different rates for each on a 

banded scheme using BCC’s current spinal column points system.  
The groups are set out below. The salaries proposed for these 
groups are on the basis that all trades will participate in multi 
tasking as set out in section 8; will embrace the use of new IT 
systems and equipment (for which training will be given); and will 
continue to use those skills which they have used in the past. 

 
2.3 The salary points (including incremental steps) are as set out 

below.  These rates are for a 37-hour week; and exclude additional 
monies that will be paid as a Tool Allowance (see Section 4).  
Gradings with incremental steps are in use throughout the BCC. 

 
Grade scp 34 - 37 – gas engineers; electricians; approved 
electricians; gas-trained plumbers, technician 

 
£28,636 (spinal column point (scp) 34) 
£29,236 (scp 35) 
£30,011 (scp 36) 
£30,851 (scp 37) 

 
Grade scp 30 - 34 – carpenters; non-gas-trained plumbers**; 
joiners;  

 
£25,472 (scp 30) 
£26,276 (scp 31) 
£27,052 (scp 32) 
£27,849 (scp 33) 
£28,636 (scp 34) 
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Craft Operatives Pay and Conditions Offer – June 2011 

Grade scp 30 - 32  – plasterers; painters; roofers; glaziers; 
bricklayers;  

 
 
£25,472 (scp 30) 
£26,276 (scp 31) 
£27,052 (scp 32) 

 
Grade scp 26 - 29 - Construction operatives***; Electrical labourer

 
 £22,221 (scp 26) 
 £22,958 (scp 27) 

£23,708 (scp 28) 
£24,646 (scp 29) 

 
Notes 

 
** Under this agreement the BCC has a commitment to increase 
the number of plumbers that are gas-trained, including offering 
training to all who wish to receive it, thereby enabling greater 
flexibility; and service needs and training budgets will determine 
how quickly this can be done.   
 
*** It is proposed that all Construction Operatives currently 
employed should move to grade scp 29 and this will remain their 
grade provided they are willing and able to deliver the full range of 
duties expected of a Construction Operative at this level.  We 
believe that a career grade for future recruits as Construction 
Operatives would be appropriate, starting at scp 18 (which might 
be appropriate for e.g. an unskilled school-leaver) and progressing 
to scp 29 (for a fully-trained, fully skilled Construction Operative 
with relevant qualification).  A formal process for assessing 
progression of Construction Operatives will be set up whereby 
progression through the grades will be on the basis of assessed 
ability and completion of key elements of training.  The full grades 
with incremental steps are as follows: 
 
Grade scp 18 - 21 
 
£17,161 (scp 18) 
£17,802 (scp 19) 
£18,453 (scp 20) 
£19,126 (scp 21) 
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Craft Operatives Pay and Conditions Offer – June 2011 

 
Grade scp 22 - 25 
 
£19,621 (scp 22) 
£20,198 (scp 23) 
£20,858 (scp 24) 
£21,519 (scp 25) 
 
Grade scp 26 - 29 

 
£22,221 (scp 26) 
£22,958 (scp 27) 
£23,708 (scp 28) 
£24,646 (scp 29) 
 

 
2.4 BCC will look to support Construction Operatives in their 

development, subject to training budgets and service needs, 
especially in the pursuit of specific trade skills. 

 
2.5 Apprentices will continue to be paid on current Red Book pay rates; 

but once qualified future pay would be at the appropriate grade for 
their job. 

 
2.6 Annual pay awards shall be in accordance with increases to the 

spinal column points for other BCC staff. This is a benefit to staff: 
the agreement reached by the JNC for Local Authority craft and 
associated employees (‘Red Book’) is on a low level for ‘basic pay’. 

 
2.7 These spinal column points will be paid, together with any relevant 

protection and tool allowance on a monthly basis by payroll. 
 
2.8 In the future when new staff are employed (including newly-

qualified apprentices) there will be an assessment of their skill level 
based on a practical test (including for multi-skilling); an 
assessment of qualifications; plus an assessment of their ability to 
correctly and successfully interact with customers.  These 
assessments will determine their starting salary within the 
appropriate grade, which need not be at the bottom of the scale. 
This documents looks to agree this in principle and details of these 
assessments will be developed in conjunction with the trade unions 
and agreed through a separate arrangement. 
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Craft Operatives Pay and Conditions Offer – June 2011 

 
2.9 Where new staff have been employed and are not at the top of the 

grade a further assessment of their overall capabilities will take place 
12 months after completing their six month probationary period. If 
successfully proving their competence in all aspects of the job at this 
assessment the employee will be accelerated to the top of the grade. 
This documents looks to agree this in principle and details of these 
assessments will be developed in conjunction with the trade unions 
and agreed through a separate arrangement. 
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Craft Operatives Pay and Conditions Offer – June 2011 

3 Determining grades / pay levels for individuals 
 
3.1 The process is as follows: 
 

Step 1 – determine an individual’s job title, in order to determine 
the appropriate grade as set out in Section 2 (e.g. carpenter would 
be scp 30 - 34; plasterer would be scp 30 - 32 etc). 

 
Step 2 – examine the individual’s pay received in 2009/10 and 
2010/11, excluding payments for call-out, overtime etc and 
calculate an average annual wage. 

 
Step 3a – if this pay is greater than would be received at the top of 
the relevant grade, then the individual’s pay level would be at the 
top of the grade; and the balance would be protected pay (for two 
years under current BCC policy). 

 
Example: if Mr Chips is a carpenter his grade is scp 30 - 34 and the 
top of the grade is £28,636.  If his pay calculation for 2009/10 and 
2010/11 (excluding overtime, call-out etc) showed he had earned, 
on average, £30,000, his pay level would be £28,636; and he 
would receive the balance as protected pay (which would be 
pensionable). 

 
Step 3b – if this pay is less than would be received at the highest 
incremental point of the relevant grade, then the individual’s pay 
level would be set at the highest incremental point. 

 
Example: if Mr Sparks is an electrician his grade is scp 34 - 37 with 
a range from £28,636 to £30,851.  If his pay calculation for 2009/10 
and 2010/11 (excluding overtime, call-out etc) showed he had 
earned, on average, £30,000, his pay level would be  £30,851. 
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4 Tool Allowance 
 
4.1 In addition to the salary levels as set out in Section 2, tool money 

as set out in 4.2 would be paid.  
 
4.2 Employees will be expected to supply their own non-power tools 

and in return BCC will pay a tool allowance in line with Part 2 
Appendix 4 of the ‘Red Book’ National Agreement of Pay and 
Conditions (appendix 2). This allowance to be calculated as an 
annual amount and paid in twelve equal payments on a monthly 
basis. The Council will supply power tools and also items for 
sanitising of all tools; also a basic set of hand tools where 
additional tools are required for multi-skilling/tasking. 

  
4.3 The Council accepts that it would continue to pay for the charging 

of regularly used battery-powered appliances. This payment to be 
added and paid as part of tool allowance. The allowance (at rate of 
£15 per item) to be added to the tool allowance rates outlined in 
the ‘red book’ National Agreement is as follows; 

 
• Gas Engineers, Electricians, Plumbers (for actual number of 

appliances up to 4 items) – maximum of £60 per annum 
 

• Carpenters, Glaziers (for actual number of appliances up to 3 
items) – maximum of £45 per annum 

 
• Cons Ops, Plasterers, Painters, Roofer (for actual number of 

appliances up to 2 items ) – maximum of £30 per annum   
 

 
Where operatives have in excess of the maximum number of 
chargeable items, facilities will be made available for charging 
these items. 

 
This figure to be index linked to pay awards outlined in 2.5 of this 
agreement. 

 
4.4 Consumables for non-power tools are covered by the tool 

allowance. Insurance for no-power tools, which are owned by the 
operative, is the responsibility of individual operatives. 
Consumables for power tools supplied by the BCC will continue to 
be supplied by the employer. 
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5 Working Week and Work Patterns; Overtime and Holidays 
 
5.1 Staff will work a flexible working week of 37 hours between 7.30am 

– 6pm Monday to Friday; details are subject to management 
approval, to ensure that an adequate level of staffing exists to 
provide a high quality responsive repairs service within those 
hours.  Appendix 1 sets out indicative minimum staffing levels.  

 
5.2 Work outside of those hours, and on Bank Holidays, will be 

covered by the call-out service (see Section 6).   
 
5.3 It is expected that individuals will agree a standard work pattern, 

which will be varied by exception.  It is essential that, overall, work 
patterns are such that a quality service that operates to fulfil needs 
covering the hours of 7.30am to 6pm Monday to Friday (excluding 
Bank Holidays) is delivered. 

 
5.4 Individual work patterns can be such that they may start at any 

time between 7.30am and 10am; that they may finish at any time 
between 3pm and 6pm; and that they may take an unpaid lunch 
break of between 30 minutes (minimum) and 1 hour.  However, this 
is subject to the points made in 5.1 above and Appendix 1: the 
working pattern must be agreed with management in advance and 
the needs of the service must be covered. 

 
5.5 It may be that there will be circumstances where individuals will 

wish, on occasion, to start later than 10am; or finish earlier than 
3pm; or take a lunch break of greater than one hour.  This may be 
possible, provided this arrangement is specifically agreed in 
advance and the needs of the service are not compromised. 

 
5.6 Generally it is expected that staff will work a five-day week; but it 

may be possible, subject to specific agreements and subject to the 
needs of the service, for some individuals to work the 37 hours 
over a four-day week on a set or rotating work pattern. 

 
5.7 Time shall be reconciled over a four-week period.  Over those four 

weeks staff must work the minimum of 148 hours; it is possible to 
work up to 10 hours in excess of this, which may be taken as time 
off in lieu in the following four-week period as described in 5.9 
below. 
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5.8 Any overtime, excluding work done as part of call-out 
arrangements will be paid at plain time for the first two hours 
worked in excess of the standard 37 hours on Monday to Friday 
and thereafter at time-and-a-half; but at time-and-a-half for 
Saturday working and double time for Sunday, monthly in arrears 
and based on the hourly rate using a 37 hour week.  If any 
overtime, excluding work done as part of call-out arrangements, is 
worked on Bank Holidays then national Red Book conditions will 
apply.  If staff not on the standby rota are called out (e.g. in an 
emergency) then the arrangements as set out here in 5.8 and 6.3 
will apply. These payments are not pensionable. 

 
5.9 It is possible to take up to one day off per four-week period as flexi 

time provided those additional hours have been worked in the 
previous four-week period and the time off is agreed in advance 
with management (as is the case for all leave requests).  Clearly, in 
those cases, no overtime is payable; if, however, it is not possible 
for management to agree that the individual can take the accrued 
time off in the following four-week period for operational reasons, it 
can either be agreed to be carried forward to the next four-week 
period or agreed to be paid as overtime at flat rate. 

 
5.10 It is essential that staff accurately record their working week 

including out of hours work and overtime. 
 
5.11 Where work commences on a job before 6pm but it becomes clear 

that the job cannot be completed by 6pm, a course of action should 
be agreed.  It may be agreed; 

 
• to complete the job but pay hours beyond 6pm as overtime;  
• to complete the job but accrue the hours; 
• to make the job safe, leave it and return the following working 

day.  
 

Where work is likely to take more than an additional 30 minutes 
beyond 6pm to complete the course of action needs to be agreed 
with management. 
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5.12 Holidays will be based on a leave year, which instead of running 

from 1 April to 31 March, runs from either the employee’s birthday 
or commencement of employment date with BCC. Holidays should 
be agreed in advance with the designated manager. Agreement for 
holidays is subject to the needs of the service and will be 
considered on a ‘first come, first serve basis. Holiday entitlement 
will be in line with section 1.2 of BCC’s Leave policy. 

 
5.13 For the sake of clarity: For mobile employees responsible for 

vehicles the working day starts when they sign on for work and 
start vehicle checks****; and finishes when the last job of the day is 
completed – travel from work is not part of the working day 
however this is authorised use and does not compromise any 
insurances while so travelling. For other employees the working 
day starts on arrival at workplace or first job. 

 
**** The exception to this will be for operatives living outside Bristol 
where a time allowance will need to be deducted from their recorded 
hours.
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6 Standby/Call-out 
 
Standby 

6.1 Management want to implement a more formal contractual out of 
hours standby system.   To date call out is on a voluntary basis and 
this has, thus far, provided sufficient numbers to deliver the 
required level of service.  Under this agreement, volunteers will be 
sought to work on a contractual basis; but, should this not provide 
sufficient numbers to deliver the required level of service, a 
compulsory system will need to be introduced. 

6.2 Employees who go on to the Out of Hours Standby rota will be 
required to be available and attend any emergency call out 
applicable to their skill when deemed on duty.  They will also be 
required to give one month’s notice should they wish to leave the 
rota.  The number of sessions will depend on the trade, the 
numbers of each trade on the out-of-hours roster and the level of 
cover required, based on the needs of the service: all of which will 
require regular review. 

6.3 Payment for this will be as per the BCC's Working Arrangements 
Policy for contractual standby; and as Craft employees are 
provided with a BCC mobile phone then for each rostered standby 
arrangement employees will be paid 4% of their weekly basic pay 
for each weekday standby session and 8% at weekends and public 
holidays, irrespective of whether employees are actually called out. 
These payments are pensionable.  

6.4 A session will be based on the end of one working day to the start 
of another. Therefore under these proposals a standby session 
would commence at 6pm until 8am the following day on weekdays. 
At weekends the sessions would run from 6pm on Friday until 8am 
Saturday then for twelve-hour periods until 8am on Monday 
morning. Therefore there will be nine standby sessions each week 
(4 weekday and 5 weekend). 
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Call Out 

6.5 In addition to the standby payment employees will be paid at plain 
time for work carried out Monday to Friday; at time-and-a-half for 
work carried out on Saturday; at double time for work carried out 
on Sunday; and as per the ‘Red Book’ for work on Bank Holidays: 
in all cases, with the minimum payment for the first call out per 
session being for two hours and then actual time for each 
subsequent call out during the same session. These payments are 
not pensionable. 

For clarity, time commences for call out payments from the time an 
operative leaves home and concludes when an operative returns 
home following the completion of the call out. 

6.6 Allocation on to any emergency standby rota will need to take into 
account the impact to the employee under Health & Safety 
legislation and the Working Time Regulations. This includes the 
working arrangements for following days.  

6.7 Any standard working time taken off following a call out session will 
need to be made up to ensure the average 37 hour week is 
maintained. BCC is committed to complying with the working time 
regulations and the BCC recognises the need for employees to 
ensure they get adequate rest between working days to ensure the 
health and safety of both staff and members of the public is 
maintained. Health and safety remains the responsibility of both 
BCC and employees.  

6.8 Therefore, for a transitional period to help determine the extent of 
difficulties this may cause, where operatives are called out 
between midnight and 4am on their first call out, or midnight and 6 
am on a second or subsequent call out, operatives will be allowed 
to decide to have up to four hours paid compensatory rest the 
same day. This arrangement will be reviewed after six months 
operation following the implementation of this agreement. In 
exceptional circumstance e.g.; major incidents such as a fire or 
other significant occurrence, where employees are required to 
spend the majority of the night attending the incident and it is not 
reasonable for them to attend the next working day, management 
will consider, on a case by case basis, how many of the lost hours, 
if any, will need to be made up. 
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6.9 Only emergency jobs to be allocated to employees who are called 
out. 

 
 
 
 
 
 
 
 
7 Use of Information Technology 
 
7.1 The determined grades take into account employees will use new 

technology, including but not limited to: 
 

• Automated scheduling with GPS and PDA tracking systems; 
• Automated work allocation process; 
• Mobile Technology – Personal Digital Assistant (PDAs); and 
• Automated / standard stock on vans. 

 
7.2 Employees will be given training in the use of any new technology. 
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8 Multi-Skilling/Multi-Tasking 
 
8.1 The determined grades take into account that there is a degree of 

multi-skilling / multi-tasking undertaken.  It is not possible to 
comprehensively determine the full range of skills to be covered.  

 
8.2 The key principles are: 
 

• Where employees are asked to carry out work outside of their 
core trade, this would be minor works that are subsidiary 
tasks that are needed in pursuance of the main task. 

• Employees will be given tasks that, as main tasks, are 
appropriate to their trade group. 

• Linguistic skills relate to the ability to communicate 
accurately, clearly and in an appropriate verbal manner to 
customers, work colleagues and the general public. 

• Where multi-tasking skills do not exist, reasonable and 
appropriate training will be given. 

 
8.3 Construction Operatives would be expected to deliver, at the 

highest grade, services including but not limited to the following (in 
addition to the skills in 8.4 and 8.5): 

 
• Concrete and tarmac paths;  
• Slabbing and block paving; 
• Concrete steps and works involving shuttering and formwork;  
• Concreting / tarmac for minor appliances (e.g. washing line 

posts etc); 
• Minor roof /brickwork maintenance e.g. replace tiles, air bricks, 

cement fillets etc; 
• Minor plastering / rendering; 
• Wall and floor tiles; 
• Fencing and gates;  
• Driving of LGV; 
• Operation of mechanised items of plant; 
• Supervision of gang members(s); and 
• A good standard of communication skills. 

 
8.4 At an intermediate level Construction Operatives would be 

expected to deliver at least half of the items above; plus removal 
and safe and proper disposal of all items plus base level skills. 
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8.5 At base level work would include lifting, carrying, all cleaning 

(external and internal), removals including clinical waste, 
hazardous waste from e.g. a re-let, excavation, basic grounds 
maintenance, winter maintenance (salting, snow clearing) etc. 

 
 
 
 
 
 
 
9 Timetable 
 
9.1 It is proposed to take a report to the Council’s HR Committee in 

July 2011. 
 
9.2 It is proposed that implementation would follow the decision of the 

HR Committee and in conjunction with the conclusion of tranche 1 
of the Transforming Housing Programme 
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APPENDIX 1 - Indicative Mon-Fri staffing level per trade 
 
RESPONSE   
 
TIME  All Standby Hrs 8am – 10am 10am – 4pm 4pm - 6pm 
TRADE Total ECO Start of day Core day Up to end of 

day 
Bricklayer 1 N/A 1 1 0 
Carpenter 15 1 11 15 4 
Cons Op 4 N/A 3 4 1 
Decorator 6 N/A 5 6 2 
Electrical 10 1 8 10 3 
Floor Tiler 0 N/A 0 0 0 
Glazier 3 1 2 3 1 
Plasterer 11 N/A 8 11 3 
Plumber 16 1 12 16 4 
Roofer 2 N/A 2 2 0 

  
             VOIDS   
 

TIME  8am – 10am 10am – 4pm 4pm - 6pm 
TRADE Total Start of day Core day Up to end of 

day 
Bricklayer 0 N/A 0 N/A 
Carpenter 15 11 15 4 
Cons Op 13 10 13 3 
Decorator 15 11 15 4 
Electrical 9 7 9 2 
Floor Tiles 1 1 1 0 
Glazier 0 N/A 0 N/A 
Plasterer 10 8 10 2 
Plumber 15 11 15 4 
Roofer 0 N/A 0 N/A 

      
              Planned Programme  
               

TIME  All Standby Hrs 8am – 10am 10am – 4pm 4pm - 6pm 
TRADE Total ECO Start of day Core day Up to end of 

day 
Gas  41 2 winter/ 

1summer 
8 winter/ 

5 summer 
41 9 

Electrical 29 1 22 29 7 
Carpenter  6 N/A 4 6 2 
 
The above figures for a core day is based on existing establishment which may 
change according to Work Life Balance, Leave, Flexi, Sickness, Training etc. 
 
These numbers may also vary according to service need or seasonal variation 
to workflow 
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Appendix 2 
 
Tool Allowance Payments (as per ‘Red Book’ agreement) 
 
Carpenters   £6.36 per week 
Electricians   £6.88 per week 
Gas Engineers  £6.88 per week 
Plasterers   £3.24 per week 
Bricklayers   £3.24 per week 
Painters   £3.24 per week 
Floor Tiler   £3.24 per week 
Plumbers   £7.32 per week 
Cons Ops   £3.24 per week 
Roofer   £3.24 per week 
Glaziers   £3.24 per week
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