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FULL COUNCIL REPORT

To:  Mayor, Ladies and Gentlemen

2019/2020 Pay Structure  

1.0 SUMMARY OF THE REPORT

1.1 The purpose of this report is to detail the implications and options involved by 
implementing the proposed National Joint Council for Local Government Service 
(NJC) pay spines from 1st April 2019 into Merthyr Tydfil County Borough Council.

1.2 The NJC for local employers agreed the 2 year Pay Deal for 2018/2020 with Trade 
Unions for implementation in 2018.  

1.3 The 2019 pay structure from the NJC puts forward significant changes to the pay 
structures across the Country; this is with a view of ‘future-proofing’ Authorities and 
introducing the Real Living Wage as recommended by the Living Wage Foundation 
(LWF)

1.4 The Pay Deal includes a percentage pay increase and this affects all employees on 
Grades 1 to 12. 

1.5 For Grades 1- 5 the average increase for those staff within the grades is 3.44%

1.6 For those staff within Grades 6 and above there is a 2% increase.

1.7 For those staff within the locally agreed Grades 11 and 12 a 2% increase will also be 
applied (SCP’s 50-53.)

1.8 The Pay Deal also produced changes to the Spinal Column Points (SCP) structure 
numbering and ‘pairing off’ of some SCP’s, to create new SCP’s within Grades 1 – 5.
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1.9 The NJC agreement is silent on the approach to be taken with regard to the 
chronology of assimilation and increments when moving to the new pay spine on 1 
April 2019. 

1.10 There is no discretion in applying the pay increases for employees; this report will 
only look to seek approval for any localised amendments and the application of the 
new pay structure.

2.0 RECOMMENDATIONS that

2.1 Adoption of the new/additional SCP’s, 10, 13, 16 18 and 21 as recommended by the 
NJC for an ‘equal step’ between the grades as a localised amendment be approved.

2.2 Reduction to the SCP’s in Grade 1 and Grade 2, in order to become single point 
grades as a localised amendment be approved. 

2.3 That staff are incremented on the 2018 pay structure then assimilated across on the 
2019 pay scale as of 1st April 2019. This is detailed as ‘Approach B’ in the NJC 
Circular be approved.

2.4 Merthyr Tydfil County Borough Council enter into a collective agreement with the 
Trade Unions GMB, Unison and Unite in order to implement the new pay structure 
and as a localised amendment into staff terms and conditions be approved.

2.5 The new pay structure and all localised amendments is implemented for Merthyr 
Tydfil County Borough Council as of the 1st April 2019 be approved.

3.0 INTRODUCTION AND BACKGROUND

3.1 Merthyr Tydfil County Borough Council (the Council) has a legal obligation under the 
Equalities Act 2010 to ensure that its pay and grading structure is fair and not 
discriminatory. 

3.2 The Council is required to implement the nationally agreed NJC (National Joint 
Council) pay award for those employees who are engaged on those terms and 
conditions. Appendix 1 

3.3 This provides a grading structure that is sustainably above the Real Living Wage as 
recommended by the Living Wage Foundation (LWF). Appendix 2

3.4 Introducing a new pay and grading structure for employees is a variation to the 
employees Terms and Conditions of employment.  The Council is obliged to consult 
with its recognised Trade Unions in order to achieve a collective agreement on the 
introduction of the new pay and grading structure including any localised 
amendments. 

3.5 The amendment to the pay and grading structure for the Council will enable Equal 
Pay legislation to be met.



3.6 The NJC agreement is silent on the approach to be taken with regard to the 
chronology of assimilation and increments when moving to the new pay spine on 1 
April 2019. The two potential approaches produce different outcomes at some pay 
points. Either of the Options is acceptable but it is important to use the same 
approach for the entire workforce covered by the agreement.

3.7 The new pay deal is introducing the Real Living Wage as recommended by the 
Living Wage Foundation (LWF) to pay structures across the Country; the Council 
introduced this in 2016 by removing SCP’s 6-12, and starting the hourly rate for 
Grade 1 at an hourly rate of £8.39. The implementation of the new pay structure will 
provide a starting the hourly rate for Grade 1 at an hourly rate of £9.74

3.8 The most significant amendment to the Council’s pay spine is the proposal of single 
point SCP's for Grades 1 and 2, this has been caused by historically eroding SCP's 
6-12 to meet the LWF supplement; also due to the 'pairing off' of some SCP's.  To 
introduce lower SCP's could lead to 'unlawful deduction of wages' by not allowing 
those on the lowest paid SCP's the natural progression with the % increase 
proposed.

3.9 The NJC state that it is not a requirement to use all the spine points as it recognises 
some pay points are locally agreed, it also recognises where Authorities have 
addressed the Living age before the creation of the new scale points, it would create 
shorter grades at the bottom end. 

3.10 Adoption of the new/additional SCP's recommended by the NJC for an 'equal step' 
between the grades, this would increase the SCP's in our lower grades, however, 
some of these SCP’s may not be used in 19/20 due to the approach of incrementing 
on the 2018 pay structure and assimilating across; as these new SCP’s do not relate 
to our current pay structure. 

3.11 NJC advises that the breadth of grades should recognise the time period required for 
an employee to become fully competent in their role would therefore advise that 
good practice (particularly where incremental progression is largely automatic) would 
limit incremental progression to five years which is the case with a six point grade. 
This would remain in line with our 2018 SCP's with the equivalent increment being 
matched across. The attached comparison document also showing the percentage 
increase that staff will receive on implementation of the new pay system, shows the 
difference between the pay and grading system for 2018/2019 to 2019/2020 
Appendix 3.

3.12 With the revised grading structure in place it would be possible to forecast future 
years staffing budgets to aid the budget setting process and to ensure our grading 
structure is fit for purpose for the foreseeable future.  It also ensures that the Council 
can recruit and retain staff.

3.13 Appendix 4 shows how the pay scales for the Council following implementation on 
the 1st April 2019. This will be reflected in the Council Pay Policy Statement for 
2019/2020.



3.14 As a result of the National Pay Deal there has been significant work undertaken by 
Human Resources and Finance to consider these implications. Pending approval of 
local recommendations there will be a demand on Payroll and colleagues to prepare 
HR/Payroll systems in advance of 1st April 2019 implementation.

4.0 Consultation with the Local Trade Unions GMB, Unison and Unite

4.1 The NJC has gone through a consultation process with the Trade Unions nationally 
in relation to the pay spines for 2019. 

4.2 Introducing a new pay and grading structure is a variation to employees Terms and 
Conditions.  As the Council has recognised trade unions, consultation with the trade 
unions in accordance with the collective bargaining arrangements has be conducted.

4.3 There have been informal discussions and formal discussions which commenced in 
September 2018 with the trade union locally. This report has been shared 
regionally/nationally and has impacted on the options proposed.

4.4 Through negotiations with the Trade Unions there was concern expressed of there 
not being a large enough hourly rate gap between Grade 1 and Grade 2, this would 
primarily affect predominantly female employees. It was considered to bring the 'new' 
SCP 7 from Grade 3 to Grade 2 to create a larger hourly rate differential, however 
this added an extra cost of £53,000 in 19/20, £51,000 in 20/21 and £54,000 in 21/22. 
Due to the financial pressures faced by the Authority it has been recommended to 
remain with the initial proposal of single points in Grade 1 and Grade 2.

4.5 The Trade Unions are prepared to enter into a Collective Agreement with the Council 
in order to assimilate the new pay scales into staffs terms and conditions of 
employment. 

5.0 FINANCIAL IMPLICATION(S)

5.1 The financial implication is an increase on the wage bill of £207,000 this includes pay 
to employees and the associated employers’ contributions in respect of 
superannuation, national insurance, and the apprenticeship levy.

5.2 This has been factored in to the MTFP.

6.0 INTEGRATED IMPACT ASSESSMENT

Positive 
Impacts

Negative 
Impacts

Not 
Applicable 

1. Merthyr Tydfil Well-being 
Objectives 0 of 4 0 of 4 4 of 4

2. Sustainable Development 
Principles - How have you 
considered the five ways of 
working:

5 of 5 0 of 5 0 of 5



 Long term
 Prevention
 Integration
 Collaboration
 Involvement

3. Protected Characteristics 
(including Welsh Language) 0 of 10 0 of 10 10 of 10

4. Biodiversity 0 of 1 0 of 1 1 of 1

Summary:

The main positive impacts are… the proposal has a positive impact on the sustainable 
development principles, and doesn’t impact the Well-being Objectives

The main negative impacts are …No negative impacts have been identified

GARETH CHAPMAN
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Does the report contain any issue that may impact the Council’s 
Constitution? 

Consultation has been undertaken with the Corporate Management Team in respect 
of each proposal(s) and recommendation(s) set out in this report. 


