After Christmas the LA brought the revisions to the schools single status proposals to us.  Following our initial feedback on these revisions some more small changes were made.  We need to give our comments back to the LA in early February and the documents that we need your comments and feed back on are below.  All this information is in schools both with the head teacher and your Unison steward or contact.  We have arranged a series of meetings to discuss the revised proposals with members.  The dates and venues for these meetings are in the latest school newsletter Jan 2012 and we urge you to attend the meetings and give us your feed back.
SUMMARY OF SINGLE STATUS TERMS & CONDITIONS AS IMPLEMENTED IN NOVEMBER 2010 INCLUDING PROPOSALS SPECIFIC TO SCHOOLS SUPPORT STAFF  
On adoption of the new terms and conditions all implied terms and local agreements will cease to have effect.

TABLE A - SCHOOL SPECIFIC PROPOSALS TO BE AGREED BY THE COUNCIL’S APPOINTMENT & CONDITIONS OF SERVICE COMMITTEE (ACOS) 
	
	Single Status Changes:  School Specific Proposals (To be approved by ACOS)

	Status*

	Amended equated weeks formula
	· Amended formula for equated weeks to be adopted, approved by NCC Accountant as that used by Bradford City Council. 
	NEW PROPOSAL

	Teaching Assistants – changes to hours
	· Full time contractual hours to be a 37-hour week (with pay pro rata’d for part timers), consistent with Equal Pay legislation requiring the Council to pay employees for the hours they actually work. Although the 37 hour week (pro rata for part time colleagues) will be standard, employees will have the option of choosing to work their existing hours or increasing their hours by any amount up to 37 (pro rata for part timers), with pay pro-rata’d according to hours worked.

Local hours recording arrangements will be introduced and administered to facilitate the increase in hours. 
	REVISED PROPOSAL

	Teaching Assistants – change to working weeks 
	· To mitigate any loss, offer the opportunity for TAs to increase their working weeks by up to an extra one to four weeks per year, in addition to their 39 contractual weeks (to a maximum of 43 weeks).  The number of extra weeks offered, if an employee elects to work these, will be capped at the amount necessary to off-set any loss to an individual’s pay. The number of extra weeks, and the method in which these will be accumulated and recorded, will be agreed with the Headteacher prior to implementation. By arrangement, these weeks could be translated into additional hours to be spread across term time rather than during the holidays.
	REVISED PROPOSAL

	Teaching Assistants – assimilation onto new grade
	· For assimilation purposes, TAs will be placed at the top of their new grade based on their new job descriptions in order to minimise loss. 
	NEW PROPOSAL

	Teaching Assistants – Incentive Payments
	· Where necessary, incentive payments will be paid for a period of 3 years from implementation to cover any loss in salary, where an individual is unable to increase their hours/weeks (either fully or partly).  
· Lump sum “historical” incentive payments will be offered to TAs whose grades of posts worked between 1 April 2006 and 31 January 2010 have increased, based on pre-implementation job descriptions. 
	REVISED PROPOSAL


	Training Opportunities for unqualified Teaching Assistants
	· Offer Unqualified Teaching Assistants the opportunity to access programmes to achieve qualified status, allowing employees to apply for qualified posts on successful completion. 
	NEW PROPOSAL

	Teaching Assistant job descriptions
	· Teaching Assistants to be assimilated onto new job descriptions, written in line with National Occupational Standards, on the basis of their current LGS grade.  
	EXISTING PROPOSAL 

	Changes to hours/weeks – schools support staff
	· Support staff colleagues to be paid in accordance with the correct hourly rate for their actual hours and weeks worked.  

· An incentive payment to be offered to cover any loss in salary resulting from a change to hours and weeks. 

· Support flexible working by allowing schools to introduce systems to monitor and record hours worked. 
	REVISED PROPOSAL 

	Midday Supervisor retention payments 
	· Removal of retention payment (currently 3.3 or 3.8 weeks’ pay) in line with all other colleagues. 

· Additional hours to be offered locally, where possible, to help mitigate loss from removal of retention payment and changes to how leave is paid, pro-rata’d and rounded up. 

OR

· Offer a lump sum incentive to “buy out” the retention payment. 
	NEW PROPOSAL 



	Midday Supervisor annual leave 
	· Annual leave entitlement to be pro-rata’d in line with the equated weeks calculations, consistent with Single Status terms and conditions and equal pay legislation. Currently, midday supervisors receive a full year’s annual leave entitlement.
· Long service annual leave entitlements to be made available to all midday supervisors, through the equated weeks calculation.
	EXISTING PROPOSAL 

	Senior Midday Supervisor annual leave 
	· Annual leave entitlement to be pro-rata’d in line with standard equated weeks calculations, consistent with Single Status terms and conditions and equal pay legislation. Currently, senior midday supervisors receive a full year’s annual leave entitlement.
	EXISTING PROPOSAL 

	School based apprentices
	· Changes to terms and conditions (and not grade) to be implemented to ensure consistency with council wide apprentices. 
	EXISTING PROPOSAL 

	Probationary Periods
	· A three month probationary period for employees transferring between schools to be added to the Council’s core contract in order to meet the needs of governing bodies who have responsibility for appointing employees to schools
	EXISTING PROPOSAL 

	Flexibility Clause
	· Removal of the flexibility clause from Council’s core contract as this will not apply to schools, where local informal arrangements will continue.   
	EXISTING PROPOSAL 


* Status:  indicates whether this proposal has been revised or introduced in light of feedback from consultation (June – October 2011). 

SUMMARY OF SINGLE STATUS TERMS & CONDITIONS AS IMPLEMENTED IN NOVEMBER 2010
TABLE B:  SUMMARY OF SINGLE STATUS TERMS & CONDITIONS AS IMPLEMENTED IN NOVEMBER 2010 – TO BE IMPLEMENTED FOR SCHOOLS SUPPORT STAFF
	
	Terms and Conditions:  Agreed at ACOS and implemented in November 2010 for most Council employees.  To be implemented for schools support colleagues


	Incentive payments (relating to salary changes resulting from a change to grade only)
	· An ongoing monthly incentive payment for 36 months from date of implementation to be offered to those employees whose grade has been reduced under Single Status 
· Lump sum “historical” incentive payment to be offered to those employees whose grade of posts worked in between 1 April 2006 and 31 January 2010 has increased. 

· £100 offered to those employees who are not eligible for ongoing/lump sum incentive (i.e. those employees whose salary has not changed, or those employees whose salary has increased but who have joined the council since 31 January 2010. 



	Annual Holidays
	· Four extra statutory and concessionary days to be converted to annual leave. This will be added to your annual leave entitlement as part of your equated week’s salary calculation. 

·  For colleagues employed to work 52 weeks, the approval of annual leave to remain at a manager’s discretion, subject to the needs of the service.  In a school this means that Head Teachers, as now, are unlikely to agree to annual leave in term time.   For colleagues on a term time only contract, there is no entitlement to take annual leave during term-time.  


	Working Patterns
	Nine contractual working patterns:
· Mon – Fri 8.00am – 6.00pm

· Mon – Sat 8.00am – 6.00pm

· Mon – Sun 8.00am – 6.00pm

· Mon – Fri 6.00 am – 8.00 pm

· Mon – Sat 6.00 am – 8.00 pm

· Mon – Sun 6.00 am – 8.00 pm

· Mon – Fri 24 hour cover

· Mon – Sat 24 hour cover

· Mon – Sun 24 hour cover
· Contracted weekly hours worked within the identified relevant working pattern to meet the needs of the service 

· The appropriate working pattern will be determined by management on a service led basis. 

A framework has been agreed with the trade unions which sets out the issues a manager must take into account when seeking to make changes to employees’ working patterns, including service needs and the needs of individuals, seeking volunteers, consultation and reasonable notice requirements.

	Overtime Payments

(Green Book)
	· Overtime (for employees at scp 30 and below) beyond the normal 37 hour working week will be paid at:
· Monday to Saturday – time and a half

· Sunday and Bank Holidays – double time.



	Weekend Working

(Green Book)
	· Saturday and Sunday: time and a half for employees between scp 12 and 30 (inclusive).

· Saturday: time and a half.

· Sunday: double time for employees at or below Spinal Column Point 11.



	Bank Holiday Working

(Green Book)
	· Bank Holiday working rates only payable to those at or below spinal column point 30

· Bank Holiday rate of double time for all hours worked on a bank holiday if the bank holiday falls on a normal working day, plus day off in lieu



	Night Working 


	· Night working defined as from 11pm – 6.00am

· Time and one third for employees at scp 30 or below. (Green Book)


	Evening Working
	· Evening working defined (8pm – 11pm)

· 5% enhancement paid to all staff at or below scp 30 for all hours worked from 8pm until 11pm.


	Sleep-in Payments

	· Pay nationally agreed sleep-in rate (£39.13)



	Stand-by Rates
	· Pay nationally agreed stand-by rate (£26.24) for each stand-by period of 24 hours

· Introduce criteria to qualify for stand-by rate both on recall to work and telephone stand-by



	Recall to Work
	· Recall to work payments are only paid to those at spinal column point 30 or below

· Minimum of two hours paid for first call out in stand-by period 

· Any hours worked over the first two hours will be paid at normal additional hours or overtime rates

· For employees above spinal column point 30, time off in lieu should be taken for any hours worked including travelling time.



	Split Shift Payments

	· No split shift enhancement 



	Lettings
	· Paid in accordance with arrangements set out in the East Midlands Provincial Council Agreement



	Client Holidays
	· Payment for accompanying clients on holiday £50 per day above normal working hours



	Lunchtimes
	· All lunchtimes to be unpaid unless business case exists 

· No meals to be provided unless business case exists 



	Unsocial hours not worked
	· Where an employee would normally attract an enhanced payment for working unsocial hours and they are absent from work with pay they will not receive the enhancement (i.e. sickness etc), except for statutory holidays under the Working Time Regulations.



	Pay Periods
	· All employees to be paid monthly

· All schools based non-teaching employees to be paid on 22nd of the month



	Notice Periods
	· All employees to be subject to one month or two months’ notice dependent on seniority

· SLMG notice periods remain unchanged



	Flexible Working Scheme (where applicable)
	· Flexi scheme changes to remove ‘Core Hours’ and reduce minimum lunch break period from 30 to 20 minutes.



	Sick Pay and Management of Sickness Absence
	· Will maintain the Green Book Part 2 National Sick Pay provisions of up to 6 months’ full pay and 6 months’ half pay in return for the trade unions’ commitment to work with management to reduce absence across the Council.

· Trigger levels for action under the Council’s non-contractual Absence Management Policy will be reduced to 10 days or 3 occasions.



	Pay Protection

(Redeployment in cases where employee is provisionally selected for redundancy )


	· The period of pay protection where an employee is redeployed into a lower graded post will be reduced from two years to one year. Further amendments to be made to the Council’s (non-contractual) Redeployment Procedure.

· One year’s pay protection will remain a contractual provision.



	Core Contract 
	· Contractual right to re-claim overpayments directly from pay (in line with the Overpayments Policy already agreed with the trades unions as part of the Single Status negotiations, which takes into account hardship issues).

· Contractual duty to pay Workplace Parking Levy (as appropriate to the school)
· Greater flexibility in terms of working patterns

· Contractual right to place on garden leave

· Remove implied right to free car-parking space by inserting explicit no right clause

· Mileage payments for business use to reflect prevailing HRMC rates (currently capped at 40p per mile). 

· Explicit clause that the Council is not obliged to pay professional subscriptions for any occupational groups.


	HR Policies & Procedures

	· Appropriate policies and procedures will be updated to reflect Single Status terms and conditions. 


Here is a chart that the Local Authority is saying is the increase in figures for TA extra weeks by TA level and if they are full time or part time.  

	Wkg Wks
	TA Grade
	PT/FT
	Count
	%

	39
	LGS-TA-QUAL1
	FT
	54
	4.7%

	 
	 
	PT
	65
	5.7%

	 
	LGS-TA-QUAL2
	FT
	25
	2.2%

	 
	 
	PT
	15
	1.3%

	 
	LGS-TA-QUAL3
	FT
	2
	0.2%

	 
	 
	PT
	2
	0.2%

	 
	LGS-TA-UNQ1
	FT
	11
	1.0%

	 
	 
	PT
	21
	1.8%

	39 Total
	 
	 
	195
	17.1%

	40
	LGS-TA-QUAL1
	FT
	28
	2.4%

	 
	 
	PT
	28
	2.4%

	 
	LGS-TA-QUAL2
	FT
	33
	2.9%

	 
	 
	PT
	10
	0.9%

	 
	LGS-TA-QUAL3
	FT
	6
	0.5%

	 
	 
	PT
	1
	0.1%

	40 Total
	 
	 
	106
	9.3%

	41
	LGS-TA-QUAL1
	FT
	71
	6.2%

	 
	 
	PT
	59
	5.2%

	 
	LGS-TA-QUAL2
	FT
	27
	2.4%

	 
	 
	PT
	11
	1.0%

	 
	LGS-TA-UNQ1
	FT
	1
	0.1%

	 
	LGS-TA-UNQ2
	FT
	2
	0.2%

	 
	 
	PT
	2
	0.2%

	41 Total
	 
	 
	173
	15.1%

	42
	LGS-TA-QUAL2
	FT
	238
	20.8%

	 
	 
	PT
	203
	17.8%

	 
	LGS-TA-QUAL3
	FT
	87
	7.6%

	 
	 
	PT
	17
	1.5%

	 
	LGS-TA-UNQ1
	FT
	2
	0.2%

	 
	 
	PT
	8
	0.7%

	42 Total
	 
	 
	555
	48.6%

	43
	LGS-TA-QUAL2
	PT
	1
	0.1%

	 
	LGS-TA-QUAL2PLUS
	FT
	7
	0.6%

	 
	 
	PT
	1
	0.1%

	 
	LGS-TA-QUAL3
	FT
	1
	0.1%

	 
	LGS-TA-UNQ1
	FT
	31
	2.7%

	 
	 
	PT
	53
	4.6%

	 
	LGS-TA-UNQ2
	FT
	10
	0.9%

	 
	 
	PT
	10
	0.9%

	43 Total
	 
	 
	114
	10.0%

	Grand Total
	 
	 
	1143
	100.0%


