
 

 

 

 

 

City of Wolverhampton Council 

Collective Agreement 

March 2019 

 

Amendments to the Terms and Conditions of employment  

1. Introduction 

1.1 This collective agreement is made in accordance with s.178 of the Trade 

Unions & Labour Relations (Consolidation) Act 1992 between City of 

Wolverhampton Council (the Council) and the following trade unions 

recognised for collective bargaining purposed on behalf of the Councils 

employees; 

- Unison 

- GMB 

- Unite 

- Prospect 

- Association of Educational Psychologists 

- National Education Union 

 

2. Scope of the Agreement 

2.1 This agreement is in two parts; 

- Part 1. Pay Model 

- Part 2. Terms and Conditions 

 

2.2 Part 1. Pay Model 

2.2.1 Part 1 of this agreement affects all employees of the Council appointed on 

City of Wolverhampton NJC terms and conditions of employment.  

2.2.2 NJC employees that have transferred to the Council under a TUPE 

arrangement will receive the nationally agreed pay award and will be aligned 

to their current pay point on the national pay spine on 1 April 2019. 

 

 

 

 



 

 
 

 

2.3 Part 2. Term and Conditions 

2.3.1 Part 2 of this agreement affects all employees of the Council including those 

employed on Soulbury and Senior Management terms and conditions with the 

exception of; 

a) those employed on Adult Lecturers terms and conditions of employment 

b) those employed by a maintained school.  

c) those employed on Apprenticeship Level 2 pay grade would be exempt 

from the mandatory unpaid leave deduction to prevent their hourly rate 

reducing below the statutory minimum. They will be required to book annual 

leave during the Christmas closure period in the normal way. 

d) those employed on term time contracts who are contractually unable to 

take any form of leave during term time. 

 

2.3.2 The modifications to the terms and conditions contained within this agreement 

are incorporated into individual contracts of employment of all Council staff, 

subject to the exceptions in 2.3.1.   

2.3.3  The Council will continue to observe the terms and conditions of service 

agreed by the National Joint Council (NJC) for Local Government Services, 

Joint National Councils (JNC) for Chief Executives and Chief Officers and 

Soulbury Committee for Soulbury Officers, with the exception of such 

modifications contained within this and previous local agreements and any 

further modifications that may be collectively agreed in the future. 

2.4 This agreement is in accordance with the s.178 of the Trade Union & Labour 

Relations (Consolidation) Act 1992 and it is intended it be legally enforceable. 

 

Terms of the Agreement 

3. Context and Background 

3.1 Over the last eight financial years the Council has identified budget reductions 

in excess of £220 million due to Government cuts, rising cost pressures and 

increased need for services. When the 2018-2019 budget was approved by 

Full Council in March 2018, it was projected that further budget reduction and 

income generation proposals totalling £19.5 million for 2019-2020 were 

required. This is in addition to the £28.3 million already agreed.  

3.2 Work has been ongoing to identify ways in which the Council can meet the 

budget challenge for 2019-2020.  In October 2018, the Council had identified 

budget efficiencies and budget reduction proposals to reduce the deficit, 

leaving a gap in the region of £6 million to find for 2019-2020.  



 

 
 

 

3.3 Due to the uncertainty the Council currently faces, it is difficult to establish a 

medium-term financial strategy beyond 2019-2020, however work has been 

ongoing to project a medium-term position forecast.  It is projected that the 

medium-term budget challenge could be in the region of £40-50 million over 

the next five years. This continues to represent the most significant financial 

challenge that the Council has faced. Service areas across the Council will 

continue to develop budget efficiencies, service transformation and income 

generation proposals in order to meet the budget challenge. 

3.4 The estimated total payroll costs for the Council for 2019-2020 is in the region 

of £150 million. This includes the NJC pay award which must be implemented 

in April 2019. The council is seeking to achieve savings of £2 million from 

amendments to the terms and conditions of employment in 2019/20. 

 

 

4. Summary of Proposals 

4.1 Pay Model 

4.1.1 The 2016-2018 pay deal included a commitment for the National Joint Council 

(NJC) to review the pay structure. From 1 April 2019 a new NJC pay model 

will be introduced. This will impact all employees employed on City of 

Wolverhampton Councils (CWCs), current Single Status, NJC terms and 

conditions and those employees who have transferred to CWC on NJC salary 

scales 

4.1.2 The Council has considered a number of pay models, the impact to 

employees and the cost to the organisation. 

4.1.3 The key features of the agreed Pay Model are;  

 It maintains the “look and feel” of the current pay model  

 There are no spot points i.e. more than one incremental point in all grades 

 It is not discriminatory  

 No employees are negatively impacted, with all employees on NJC terms 

and conditions receiving their pay award (minimum 2%, but some 

employees receiving significantly more than 2%, i.e. employees paid on 

grade 2 to grade 5 getting between 2.33% and 9.4% pay increases.)  

4.1.4 Those employees employed on City of Wolverhampton Council NJC terms 

and conditions will transfer to the revised pay model is set out below, on 1 

April 2019  

4.1.5 An equality Impact Assessment has been undertaken on the design and 

impact of the structure as part of the development.  

4.1.6 NJC employees who have transferred to City of Wolverhampton Council 

under a TUPE arrangement will receive the nationally agreed pay award and 

their pay point will be aligned to the NJC national pay spine on 1 April 2019. 



 

 
 

 

 

4.1.7 Those employees that have transferred to City of Wolverhampton Council 

under a TUPE arrangement who have differing terms and conditions (not 

NJC) will receive a 2 % cost of living pay award on 1 April 2019. This 

agreement does not constitute a precedent for future pay awards. 



 

 
 

 

 

 



 

 
 

 

Terms and Conditions 

4.2. Mandatory Unpaid Leave.  

4.2.1 With effect from 1 April 2019 all employees within scope will be required to 

take 3 days leave without pay, or pro rata equivalent for part time employees. 

4.2.2 The salary deduction for mandatory unpaid leave salary will commence in 

April 2019. It is proposed that employees will have the mandatory leave 

added to their annual leave balance on 1 April 2019, the amount will be 

proportionate to the period between 1 April 2019 and the end of their personal 

leave year, pro rata for part time employees. 

From the beginning employees next personal leave year, the full 3 days 

mandatory unpaid leave (pro rata for part time employees) will be added to 

annual leave balances.  

4.2.3 This represents a pay deduction equivalent to 1.15% of gross salary, which 

will be deducted from salary in 12 equal amounts each month. 

4.2.4 Should any employee commence or leave employment after 1 April 2019, 

appropriate adjustments and repayments where necessary will be made to 

equitably reflect the amount of leave taken in that leave year. 

 

4.3. Christmas Closure. 

4.3.1 With the exception of “essential” and “emergency” services for all employees 

the period of mandatory unpaid leave detailed in section 4.2 will be fixed as 

the 3 days that fall between the Christmas and New Year Bank Holidays. The 

specified days will be determined by the Council on an annual basis taking 

into account the timing of the respective bank holidays from year to year. 

4.3.2 Employees who are required to provide “essential” or “emergency” services 

and work on the 3 days defined will be provided with compensatory leave 

which reflects the pay deduction and is to be taken in agreement with their 

line manager. 

4.3.3 Employees engaged on term time contracts that are within scope of this 

agreement will be exempt subject to there being a contractual clause that 

prevents them from taking any form of leave during term time. 

 

4.4 Flexi- Leave & Flexible Working Hours 

4.4.1 The City of Wolverhampton Council commit to further engagement with the 

trade unions regarding changes to the non-contractual terms relating to flexi-

leave and flexible working hours arrangements. 

4.4.2 The implementation of any future changes to the current arrangements will 

only be introduced following appropriate engagement & notice. 



 

 
 

 

 

 

Signatories to the Agreement 

 

 

 

 

 


