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14th Meeting, 2011 (Session 4) 
 

Wednesday 14 December 2011 
 
The Committee will meet at 10.00 am in Committee Room 1. 
 
1. Decision on taking business in private: The Committee will decide whether 

to take item 4 in private. 
 
2. Inquiry on a living wage in Scotland: The Committee will take evidence, in a 

video conference, from— 
 

Christine Matambo, Private Sector Team, Greater London Authority; 
 
Julie Amory, Head of Equality and Inclusion, and Loraine Martins, Former 
Head of Equality, Inclusion, Employment and Skills, Olympic Delivery 
Agency; 
 

and then, in round-table discussion, from— 
 

Councillor Michael Cook, Strategic Human Resource Spokesperson, 
COSLA; 
 
Caroline Innes, Deputy Chief Executive, East Renfrewshire Council; 
 
David Coyne, Head of Business and the Economy, Development and 
Regeneration Services, Glasgow City Council; 
 
Elma Murray, Chief Executive, North Ayrshire Council; 
 
Kay McVeigh, Head of Personnel Services, South Lanarkshire Council; 
 
Paul McGowan, Human Resource Business Partner, West Dunbartonshire 
Council. 
 

3. Inquiry on a living wage in Scotland (in private): The Committee will 
consider the evidence received on a living wage in Scotland. 
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SUBMISSION FROM GREATER LONDON AUTHORITY 

 
This is a combined written submission from the Greater London Authority and 
Transport for London. Greater London Authority also submitted a report on the 
London Living Wage „A Fairer London: The 2011 Living Wage in London.‟ 
 
Introduction to the London Living Wage 
 
1. The London Living Wage (LLW) is an hourly rate of pay, calculated according 

to the higher costs of living in London, to give the wage rate required to provide a 
worker enough to provide their family with the essentials of life. Since its 
introduction in 2005, the LLW has kept pace with average earnings and prices, in 
order to set a level at which a wage-earner will need to be paid in order not to fall 
into poverty. It has consistently been higher than the national minimum wage, 
reflecting London‟s persistently higher cost of living compared to the rest of the 
country. The purposes of the London Living Wage are to reduce child poverty, 
and to ensure that work pays in London so that unemployed Londoners are 
better off in work than living on benefits.  

 
2. The London Living Wage campaign is led by the Living Wage Foundation with 

active support from the Mayor of London delivered through his Economics and 
Business Policy Team (EBPT). The EBPT has worked to encourage private 
sector businesses to sign up to the campaign and pay the living wage. The GLA 
Group, one of London‟s largest employers, continues to lead the way on the 
implementation of the LLW. There are now over 3,000 employees working for 
companies with contracts from the GLA Group who are benefiting from the 
London Living Wage. In May 2011 the Mayor announced the new annual LLW 
figure of £8.30 per hour. This was a rise of 45 pence on last year‟s figure and is 
22 per cent above the National Minimum Wage rate. This is outlined in the 
seventh annual London Living Wage report, „A Fairer London: The 2011 Living 
Wage in London‟, a copy of which is attached.  

 
3. The Mayor believes that the LLW makes not only moral sense, but business 

sense. Over 100 London employers are now signed up to paying the London 
Living Wage, including leading private companies, universities and charities. 
Research conducted by Queen Mary University found that since its introduction 
in 2005, the LLW has benefited almost 10,000 workers boosting the income of 
some of the lowest paid in London by an extra £60 million. There is however 
more to do, as around one in six London workers continue to receive less than 
the £8.30 LLW and the GLA is continuing to encourage more employers to sign 
up to the LLW. When the 2011 rate is applied, workers in the capital paid the 
living wage will receive a further £5.5 million in their pocket. It is recognised that 
employers who pay the living wage have different business planning cycles. All 
employers are expected to implement the new living wage figure at the 
beginning of the financial year or planning cycle following the announcement of 
the new rate.  
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4. The EBPT is in the process of developing their approach for future private sector 
business engagement on the Living Wage. Current proposals under discussion 
include working together with the Living Wage Foundation to organise a Living 
Wage Campaign Week during November 2012. It is envisaged that the new 
annual living wage figure for next year will be announced during this week.  

 
A Fairer London: The 2011 Living Wage Report 
 
5. I have attached a copy of our 2011 report into the living wage.1 The report 

provides a detailed overview of the living wage policy, its economic methodology 
and how it operates. Following our engagement over the past year with private 
sector employers, good progress has been made in terms of private sector 
companies committing to the London Living Wage with 12 major employers 
newly signed up.  As knowledge of the benefits of implementing the London 
Living Wage spreads, there has been increasing interest from London boroughs 
and Higher Education institutions, with 14 higher education institutions in London 
either paying the London Living Wage or committed to implementing it when 
contracts are renewed. The report takes a systematic approach to identifying 
what is a Living Wage in London.  It shows how a wage earner paid less than 
about £7.25 an hour will be living in poverty, even after benefits and tax credits 
are taken into account.  This means that in London an hourly wage rate of 22 per 
cent above the National Minimum Wage (NMW) rate of £5.93 is necessary just 
to take the wage earner above the poverty level.   

 
6. The report shows that there is still much work to do before all Londoners are 

paid a decent wage. Ten per cent of full-time workers and 41 per cent of part-
time workers earn less than the Living Wage and just over one in ten employees 
receives less than the £7.25 poverty threshold wage. All these details and further 
information about the Living Wage can be found in the report. In particular I 
would like to draw your attention to Chapter 4 which explains how the Living 
Wage is calculated and Chapter 5 which reviews the progress that has been 
made in the take-up of the Living Wage.  

 
Transport for London – Submission on Procurement Issues 
 
7. Transport for London (TfL) has applied London Living Wage (LLW) to a number 

of contracts, ensuring that over 2,500 low paid contracted employees receive the 
benefits of the LLW.  These have primarily been in the facilities management 
area which has a prevalence of low pay operatives such as cleaning and 
catering. 

 
8. TfL has not adopted a blanket approach to implementing LLW in all contracts. At 

the outset of a procurement process the service is assessed to determine 
whether the LLW should be applied. Issues considered include the prevalence of 
low pay in the sector, whether staff will be working full time on TfL contracts, and 
based in London. This approach ensures that the LLW is only applied where it is 
relevant and proportional, which supports TfL in meeting the requirements of the 
EU Procurement Directives. TfL's approach has been to then include the LLW as 

                                            
1 http://www.london.gov.uk/publication/fairer-london-2011-living-wage-london  
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a contract performance condition requiring compliance, with the LLW 
requirement clearly set out in the invitation to tender documents and in the terms 
and conditions of relevant contracts.  

 
9. In some of our service areas TfL has negotiated a cost/benefit sharing model for 

LLW, whilst in others TfL or the supplier bears the cost. As the LLW figure is 
currently reviewed annually by the Greater London Authority (GLA) a clear 
methodology needs to be agreed with suppliers for costs arising from any 
incremental increases over the life of the contract. 

 
10. Monitoring is undertaken by contract managers who are responsible for ensuring 

that at the very minimum the LLW is paid to the applicable employees. The 
number of employees receiving the LLW is reported by TfL to the GLA group‟s 
Responsible Procurement Steering Group each quarter. TfL uses a number of 
measures to confirm staff on relevant contracts are receiving at least the LLW. 
For example, we ask for written confirmation from the contractor‟s Financial 
Director that they pay the LLW and verification of payment through evidence of 
employee rates of pay. 

 
11. TfL has identified benefits in the areas of lower staff turnover, improved 

productivity, lower sickness absence and ability to adopt new working methods. 
These all contribute to a more efficient and better quality service. Suppliers view 
LLW as favourable due to the increased competition for positions on LLW 
contracts. An early cost/benefit study was undertaken by GLA looking at our 
contracts and others from the private sector, and it confirmed positive benefits in 
these areas. A copy of the report is available at 
http://legacy.london.gov.uk/mayor/economic_unit/docs/living-wage-benefits-
report.pdf 

 

 
 
 
 
 
 
 
 
 
 
Mark Kleinman 
 
Assistant Director Economics and Business Policy 
Greater London Authority 
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SUBMISSION FROM THE OLYMPIC DELIVERY AUTHORITY 
  

1.0  Summary  

 
This paper describes the Olympic Delivery Authority‟s (ODA‟s) broad approach to 
delivering a major regeneration project; its priority themes that included equality and 
inclusion, employment and skills and a commitment to the London Living Wage 
(LLW).  It describes how the used its procurement processes to introduce the LLW; 
its work with its Contractors in implementing the LLW and some conclusions on the 
success of implementing the LLW on the Olympic Build programme.  

  
2.0  Introduction  

 
The Olympic Delivery Authority (ODA) is the public sector body responsible for the 
design and construction of the venues and infrastructure for the London 2012 
Olympic and Paralympic Games.  It was set up by statute in 2006 and is funded by 
its sponsoring government body – the Department for Culture, Media and Sport, the 
National Lottery and through the Greater London Assembly (GLA).  
  
One of the principle drivers for the Olympic Park being located in East London was 
the acknowledgment that this part of the Capital has historically experienced high 
levels of deprivation; high levels of unemployment most disproportionate amongst 
black, Asian and minority ethnic communities, disabled people and women; poor 
housing and low education.  The boroughs where the bulk of the Games will take 
place and home to the Olympic Park, are amongst the poorest boroughs in the UK – 
the London Boroughs of Newham, Hackney, Tower Hamlets, Waltham Forest and 
Greenwich.    
  
The London 2012 Olympic and Paralympic Games and the significant public sector 
investment represented an opportunity to redress some of the notable imbalances by 
regenerating the physical, economic and social environment of East London.  
  
3.0  Priority themes  
 
Leading the largest regeneration project in Europe and creating the biggest Park in 
Europe for over 150 years, the ODA was committed to delivering the programme, on 
time, to quality and budget with added value through its priority themes.    
  
The ODA‟s vision, driven by Government, to use the Games as a catalyst for 
change, provided substantial drive and opportunities to not only impact on the 
physical space but also through its Delivery Partner (CLM) and Contractors, create 
the environment to improve the performance of the construction industry through 
application of what it called priority themes.  The themes; health and safety; security; 
inclusive design; sustainability, equality and inclusion and employment and skills 
were areas that all contractors involved in the Olympic Build programme were 
expected to deliver on alongside building the major sporting facilities.  
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Diversity and equality were important in winning the London 2012 Bid to host the 
Olympic and Paralympic Games and the ODA has taken on its public sector duties 
and driven performance in this area to deliver two broad aspirations, improve the 
construction industry‟s equality and inclusion practices and to ensure that everyone 
associated with the Games is treated in a fair way, this including adopting good 
employment practices and fair rates of pay.  
  
4.0  Procurement Process  
 
In 2007, the ODA pledged to work together with London Citizens to promote decent 
wage levels within ODA contracts to deliver the venues and infrastructure for the 
London 2012 Olympic Games and Paralympic Games.  The ODA confirmed that it 
was committed to encouraging fair employment practices, including promoting wage 
levels, which supported the Mayor of London's aspirations for the London Living 
Wage.   
  
The ODA wanted its contractors to adopt the best employment practices including 
trade union recognition, absolute commitment to health and safety and sufficient 
wage levels; factors that it considered when deciding which contracts offered best 
value for money.  
  
The ODA wanted the economic and social benefits of the regeneration of the area, 
and the design and build of the Olympic Park and venues, to have a positive effect 
on local communities and different parts of the UK. An example of how this has been 
achieved has been ensuring that our procurement process is transparent, fair and 
open to a wider range of diverse suppliers.  
  
The priority themes were reflected in the procurement process in the Invitation to 
Tender (ITT) and the Pre-Qualification Questionnaire (PQQ) where the ODA 
articulated the importance of its priority themes and asked potential providers to 
describe their experience of fulfilling these areas.   
  
When a contractor was appointed, a detailed contract was issued which specified the 
activities and deliverables to be achieved.    
  
Legally the ODA could not make the LLW a blanket condition. However, in 
demonstrating to Government value for money in all its contracting, the ODA asked 
its contractors if they would be prepared to adopt fair employment measures 
including that included LLW.  
  
The ODA adopted high-levels of collaboration in working with partner organisations 
to encourage the payment of the London Living wage, and the employment of 
women, black, Asian and minority ethnic people, and disabled people – groups that 
are traditionally in low-paid employment.  This approach not only delivers the public 
sector duties to promote equality but will also created a positive legacy of good 
practice.   
  
An important feature of this partnership has been the rigorous monitoring of 
performance and delivery against commitments. The ODA continues to work 
effectively in partnership with contractors to maintain a work environment that  
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actively respects and values diversity. It promotes supplier diversity supported by 
CompeteFor, the electronic gateway to business opportunities.  It also worked to 
ensure that the workforce had union representation, and operated in healthy and 
safe environments.  
  
5.0  Implementing LLW on the Olympic Park and the Athletes Village  
 
At its peak there were more than 12,000 people working on the construction of the 
Olympic Park and Athletes Village sites.    
  
When appointed to work on the build programme individuals were asked at the point 
of enrolment the question on whether or not they were being paid the LLW, and this 
information would then be followed up through audits of the employment practices of 
the contractors.  
  
In July 2011 the ODA recorded that 81.2 per cent of the workforce on the Olympic 
Park declared themselves as earning the LLW or above at their point of their 
enrolment. 8.4 per cent of the workforce stated that they were not paid the LLW, with   
the remaining 10.4 per cent preferring not to say.  
  
Contractors and their supply chains are encouraged to pay the LLW by the ODA.  
The ODA‟s and its Tier One contractors work closely with sub contractors that have 
been identified as not paying the LLW, to persuade them to do so.  
 
5.1  Olympic Park   
 
The regular rates of pay within construction, and the contractual requirement to 
comply with sector specific National Working Rule Agreements, for example those 
established by the Construction Industry Joint Council (CIJC), and the Joint Industry 
Board (JIB), have meant that, apart from some initial challenges; Tier One 
contractors and CLM have not typically encountered major difficulties in 
implementing LLW compliance within the construction supply chain on the Olympic 
Park.   
  
Early strategic decisions to hold contractors to the letter of the contract, and insist on 
National Working Rule Agreement terms as a minimum, have also helped reduce the 
risk of lower pay in areas outside mainstream construction for example landscaping, 
site services, logistics and temporary structures.   
  
As the largest employer of non-construction labour on the Park, G4S Security has 
negotiated rates of pay with the GMB union in line with the LLW. In other potentially 
vulnerable areas (for example venue security, catering and cleaning), Tier One 
contractors and CLM have normally been able to overcome the non-mandatory 
nature of the LLW provisions in the contract to persuade employers to abide by the 
LLW, and to implement LLW increases within a reasonable timeframe after their 
announcement by the Mayor of London.  
  
This success is a result of the proactive efforts of the ODA and CLM to bring the 
importance of LLW compliance to contractors' attention at the procurement stage. 
High levels of direct employment have also made it easier for Tier One contractors 

7



Agenda item 2  LGR/S4/11/14/1 

 

and CLM to monitor who is employing whom, and on what terms. In addition, other 
aspects of the Park's industrial relations regime (monthly reporting and coordination, 
Tier One and Delivery Partner payroll audits, the Employee Concerns Helpline and a 
trade union presence on many larger projects) have helped engender an 
appreciation that practices which might go on unobserved, and therefore 
unchallenged, elsewhere will not be tolerated on the Olympic Park.  
   
5.2  Athletes Village  
 
Since the second quarter of 2010, ODA/ CLM has supported the Village contractor, 
Lend Lease in efforts to tackle occasional instances of low pay on the Athletes 
Village. Although this task has been complicated by the more fragmented nature of 
Lend Lease's supply chain, Lend Lease's audits (adapted from the Park model) are 
continuing to confirm generally high levels of LLW compliance.   
  
6.0  Future LLW increases  
 
In recent years, construction sector earnings have tended to stagnate or decline, 
while the LLW has continued to increase. In 2011, with a further rise to £8.30, the 
LLW overtook the lowest minimum hourly rate payable under the CIJC Working Rule 
Agreement (£7.87) significantly for the first time. While this has not caused particular 
difficulties to this point, if this trend continues other major projects in London could 
struggle to enforce LLW compliance without stronger contractual provisions in place 
to support the policy.  
 
7.0  ODA - external support received in implementing LLW   
 
A supportive factor in applying the LLW was the relationship that the ODA developed 
with the East London Community Organisation (TELCO) part of Citizens UK who 
were leading the Living Wage Campaign.  The ODA met regularly with TELCO and 
was transparent about its approach, monitoring and mechanics of implementing 
LLW.  Having an external agency, advocate for the London Living Wage and align 
itself with the Games and its economic and social regeneration impact was a positive 
fillip to the ODA, who were regularly acknowledged for their innovative best practice 
in getting adopting the LLW.  
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8.0  Conclusion  
 
All of the ODA‟s own workforce (mostly office based) were paid the LLW.  Where the 
ODA‟s influence had a positive impact has been on the workforce working on-site, 
including non-construction trades like security, catering and cleaning.  
The ODA was committed to the London Living Wage as part of its overall drive to 
exhibit the best possible practice and influence change in the construction industry.  
  
The ODA‟s procurement process was more carrot than stick in terms of making sure 
that contractors were aware of important commitments and would be encouraged to 
implement and adhere to key priority theme objectives.  
  
The regular and robust monitoring of implementation of LLW served to normalise its 
provision and whilst reinforcing its importance.  The ODA promoted the LLW to its 
contractors and worked with them to help ensure its adoption.  
   
Seen as part of a package of good employment practice, payment of the London 
Living Wage has been a positive feature of working on the Olympic Build 
programme.  
  
 
 
 
 
Authors  
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SUBMISSION FROM COSLA 
 
Introduction 
 
1. The Convention of Scottish Local Authorities (COSLA) welcomes the opportunity 

to provide evidence to the Local Government and Regeneration Committee‟s 
Inquiry on a Living Wage in Scotland.   

 
Context 
 
2. Local government is one of Scotland's largest employers, employing around 

300,000 people. Our workforce is diverse, and includes many of society's most 
valued workers, including those who help our children grow and learn, those who 
protect our communities and care for the vulnerable and those providing the 
essential day-to-day services that allow people to work, live in or visit our 
communities. 

 
3. With over 60% of all local government budgets spent on their staff, local 

government employers know that only a properly motivated, skilled and rewarded 
workforce can deliver the best possible services to communities across Scotland.   
We also understand that there are many strategic and tactical issues in how 
councils address pay and workforce issues.  Council and wider public sector 
employment is critical to demand, consumption and the strength of local 
economies across Scotland, and as a major procurer of services, wider spending 
decisions also have the potential to resonate across the wider public and private 
sectors.  

 
4. These considerations are particular important at a time when local government 

faces tough financial challenges.  Councils, their communities, partners, local 
businesses and residents face a number of new pressures characterised by an 
environment of diminishing resources and growing demand.  The measures open 
to local government as it seeks to continue the provision of essential local 
services, protect employment and related social outcomes, and at the same time 
balance the books, are limited and profoundly challenging.  

 
5. Over the last two years, the focus of local government‟s activity around pay and 

conditions has therefore been to secure affordable and sustainable employment 
through responsible management of the pay bill and associated terms and 
conditions. Many of the decisions that have been required would not have been 
contemplated in the past. In particular, pay for the majority of local government 
employees was determined in August 2010 when Council Leaders took the 
unanimous decision to make a modest pay award of 0.65% followed by a two 
year pay freeze for the period 2010/11 to 2012/13.  
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6. Difficult as that decision was, it has meant that Scotland's local government 
workforce is more sustainable and more competitive than ever before, and has 
protected vital services while successfully keeping compulsory redundancies to 
an absolute minimum.  It also broadly reflects the pay arrangements in place for 
local government workers in England and Wales. 

 
Living Wage and Income Distribution 
 
7. Nevertheless, COSLA understands many of the drivers behind the Living Wage, 

including that in the last decade distribution of income across the UK population 
has changed very little, and that the income gap has not reduced. In Scotland we 
also know that the percentage of the population within the bottom 3 income 
deciles has remained fairly constant at around 13-14% of overall income and that 
employees who earn less than £7 per hour are more likely to be part-time, and 
across all age groups are more likely to be female. We further recognise the 
pressures that current levels of inflation can exert on household spending at a 
time of pay freezes.  
 

8. While these are important arguments, we are also mindful that tackling poverty 
requires a complex and nuanced understanding of the issues.  Of greatest 
importance is the need to maintain employment. The pay strategy that has been 
implemented by local government in Scotland has undoubtedly made a vital 
contribution to that objective.  Beyond that, the Living Wage is one of a number of 
options that currently exist for the application of a finite financial resource to be 
used disproportionately to increase pay for lower paid members of the workforce 
and has been the subject of much attention within pay bargaining negotiations 
over the last 24 months. 

 
9. Increasing pay in itself does not necessarily tackle poverty effectively. For 

households on low incomes, the introduction of a living wage may be offset by 
reductions in income received from benefits, tax credits and higher tax payments 
which occur automatically through the UK tax system.  This may also precipitate 
the loss of pass ported services and benefits without an associated increase in 
income or precipitate failure to qualify for financial relief for charges for local 
services.  These potentially limit the policy‟s effectiveness, with employers simply 
replacing benefit rather than increasing the overall income enjoyed by 
employees.  We are also mindful that welfare reform and the adoption of 
Universal Credit has the potential to impact on the effectiveness of a living wage 
policy and that issues around accessibility, childcare, skills and job opportunities 
can also present barriers to employment faced by those in the lowest income 
deciles. 

 
Living Wage and Industrial Relations 
 

10. The Living Wage is, of course, also of a matter of importance within the wider 
industrial relations agenda.  In this context it is important to highlight that, with the 
exception of the Scottish Negotiating Committee for Teachers (SNCT), where the 
Scottish Government is a tri-partite partner in the negotiating machinery, national 
pay bargaining mechanisms and pay settlements covering local government 
employees are autonomous from Treasury or Scottish Government pay policies. 
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Consideration of the Living Wage is chiefly confined to the Scottish Joint Council 
(SJC), SJNC (Craft), and Police Staff groups; no teachers, including 
probationers, or chief officials are paid below the £7.20 threshold. 

 
11. Moreover, the implementation of Single Status by councils has meant that terms 

and conditions, including local pay structures and pay rates, are now almost 
entirely determined locally for most staff other than teachers, and national 
bargaining machinery is not empowered to interfere with these.  There is no 
single pay structure for Scottish local government; rather, each Council has 
undertaken a job sizing exercise and determined pay structures which reflect 
their local circumstances.   Applying the living wage to these, however desirable, 
requires technical assessment, not least of all to ensure that pay rates reflect the 
assessment of job content achieved through job evaluation processes, and to 
ensure appropriate  differentials in pay rates are achieved.   

 
12. This context is important because it affects consideration of the Living Wage in 

two ways.  Firstly, prior to negotiations on pay in 2010, the Employers had 
consulted councils on the potential to introduce of a living wage across Scottish 
local government.  The results of this research found that the specific and highly 
localised nature of individual councils‟ pay and grading structures meant that 
there was little potential to develop a „one size fits all‟ approach that would be 
capable of effectively delivering a Living Wage on a national basis.  For example,  
considerations including the localised nature of equality proofed pay and grading 
structures, different workforce profiles and local labour markets, issues around 
trading operations, affordability issues, and the interactions between local and 
national bargaining priorities meant that a mandate to take forward the Living 
Wage within a national pay strategy was not provided by councils.   This position 
broadly mirrors that of the local government workforce in England and Wales, 
who have also experienced a pay freeze and not received any element of „bottom 
loading‟. 
 

13. Secondly, because councils report that this is a matter best considered on a 
council by council basis, the Living Wage does not constitute a current element of 
the national pay settlement for Scottish local government, albeit that local 
government continues to be committed to examining this at local level.   This 
approach has proved effective in a number of authorities who have taken the 
decision to implement the living wage for their workforce with a number of others 
committed to exploring the issue in the medium term, often as one component of 
a negotiation to secure a wider package of workforce modernisation within the 
council that could allow a Living Wage to be implemented on a cost neutral basis.   

 
14. In addition, councils remain absolutely committed to collective national 

bargaining, and recognise that the living wage remains part of long held trade 
union aspiration for pay, and has featured in the pay claims recently submitted for 
2011/12 by the SJC and SJNC Craft signatory trade unions.  Indeed, although 
the employers have intimated that they consider pay matters to have been largely 
settled for the current period, councils will be consulted in the coming period on 
the terms of this pay claim, including the Living Wage. 
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Conclusion 
 

15. The living wage has been gaining increasing political support in Scotland, and 
has been a part of trade union aspirations in recent years. Scottish local 
government recognises that arguments in favour of the Living Wage have 
currency, and a number of local authorities in Scotland now have a living wage 
policy in place. However, any introduction of a living wage also requires the 
consideration of the impact on the wider anti-poverty agenda.  In addition, a 
range of complex and inter-related industrial relations factors make it unlikely that 
a national consensus will be found on the application of the Living Wage within 
national pay bargaining at this time.   

 
 
 
 
 
 
 
COSLA Employers 
 
December 2011 
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SUBMISSION FROM EAST RENFREWSHIRE COUNCIL 

 

PURPOSE OF REPORT 
 
1.  This report explains the background to the introduction of the Scottish Living 

Wage (SLW) to employees within East Renfrewshire Council. 
 
BACKGROUND 
 
2.  East Renfrewshire Council as part of its 2011/12 budget announcement stated 

that as a priority it would work towards introducing the Living Wage during the 
course of the current financial year.  This has now been fully implemented and 
was done so in 2 stages.  The first interim stage was implemented in April 2011 
by varying the wage rates within the lowest grades of the Councils pay scales 
(Grades 1 and 2) to allow minimum hourly rates of £6.65 per hour within Grade 1 
and £7.15 per hour within Grade 2.  This was seen as a way to progressively 
implement the Living Wage in a 2 stage process whilst still allowing some room 
for negotiation with the Trade Unions locally 

 
3.  The second stage saw the Council move to full implementation of the Living 

Wage by October 2011 to a position whereby all employees receive a minimum 
pay rate of £7.15 per hour by application of a wage supplement.   

 
4.  At that point a further consideration was the recent decision of the Scottish 

Government that it was amending the Living Wage for its directly employed staff 
to £7.20 per hour with effect from 1 April 2012.  The Council has agreed to 
amend the rate in accordance with this from April 2012. 

 
5.  243 Council employees have benefited from the introduction of the Living Wage.  

These employees include our School Crossing Patrollers, Gardeners, Catering 
Assistants and Cleaners. 

 
6.  The Council is undergoing considerable change through an ambitious change 

programme known as Public Service Excellence (PSE) which includes a range 
of service redesigns and transformation work.  The thinking behind the Councils 
change in remuneration policy can be related to this ambitious programme of 
change and also to other separate local negotiations seeking to harmonise terms 
and conditions.  The Council recognised the potential impact of these changes 
on the lowest paid by in return introducing a Living Wage Policy. 

 
TERMS & CONDITIONS 
 
7.  The Council recently negotiated a range of changes to Terms & Conditions 

across the different workforce groups to create greater harmonisation across the 
workforce, particularly around overtime rates of pay and shift allowances. These 
changes resulted in significant savings to the Council during 2011/12. 
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8.  The Council was keen to recognise the potential impact of these changes and 
ongoing pay freezes on the lowest paid all of which could have a detrimental 
impact on staff morale and workforce satisfaction. 

 
9.  The introduction of a Living Wage Policy may go some way to improving 

recruitment and retention within the Council and will be of particular benefit to 
low paid part-time female workers who often occupy positions as Cleaners, 
Domestics and Catering Assistants.   

 
10.  In return for awarding the Living Wage the Council negotiated some further 

minor concessions associated with terms and conditions including moving to a 4-
weekly pay cycle for all employees from 1 April 2012 and moving in a phased 
basis to on-line payslips for employees. 

 
 
INTRODUCTION OF A LIVING WAGE SUPPLEMENT 
 

11.  The Council had concerns about the integrity of the pay and grading structure 
and the potential for distortion as a result of this change in policy. It was aware 
that there could have been potential for future equality implications if the pay and 
grading scheme was distorted. 

 
12.  As a result the Council agreed to apply a supplement to spinal column points to 

provide a minimum pay level, determined by the Council as a Living Wage, 
which would not distort the pay and grading structure.  Providing all of the 
difference in pay can be justified on grounds other than gender, it would not 
undermine the technical integrity of the structure. 

 
FINANCE AND EFFICIENCY 
 

13.  The introduction of the Living Wage supplement to current employee working 
hours will be at a full year cost of £127,602.  Through increased efficiencies 
generated by early application of savings measures, this is being funded from 
within available resources. 

 
14.  The amendment to Living Wage supplements to provide Living Wage of £7.20 

per hour from 1 April 2012 will incur a cost of £13,634 pa.  This will be allowed 
for within the 2012/13 budget. 

 
15.  The Council has reserved the right to vary from the level of Living Wage being 

proposed by the Scottish Living Wage Campaign.  While the Council might 
consider the £7.15/£7.20 per hour minima to be appropriate in its current 
circumstances, this may not always be the case.  Should the Council wish to 
discontinue the „Living Wage‟ supplement it will serve three months notice of its 
intention to allow sufficient time for consultation and negotiation on the matter. 

 
Caroline Innes 
Deputy Chief Executive 
November 2011 
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SUBMISSION FROM GLASGOW CITY COUNCIL 
 

Introduction and Background 
 

1. The Glasgow Living Wage was launched by Glasgow City Council in March 
2009.  At the time, it set a new guaranteed minimum standard of income for 
all Council workers, set at £7 an hour.  In taking this decision, the Council 
raised the salaries of 700 of its lowest paid staff. 

 
Glasgow Living Wage Level 
 

2. The figure of £7 per hour was based on research carried out by the Joseph 
Rowntree Foundation which looked at developing a formula for calculating a 
minimum income standard.  For their purposes, a Living Wage could be 
defined as the level of income needed to provide an acceptable standard of 
living in Britain to ensure good health, adequate child development and social 
inclusion.  Following detailed research, they concluded that the living wage for 
a single working age adult in the UK was £6.88 an hour. 

 
3. Since the Glasgow Living Wage was established in 2009, the hourly rate has 

been increased on two occasions in line with the Scottish Living Wage 
Campaign.  The hourly rate is currently £7.15 per hour and this will increase 
to £7.20 per hour from the 1 April 2012. 

 
Glasgow Living Wage Employers 
 

4. Employers in the city who pay all of their staff at or above the Glasgow Living 
Wage Level have been recognised by the Council with the status of “Glasgow 
Living Wage Employer”.  These businesses are listed on the Glasgow Living 
Wage website and in the appendix to this briefing.  They are  

 
5. Currently, 167 public and private sector employers, with over 50,000 staff, 

have now committed to pay their staff a minimum of £7.20 per hour from 1 
April 2012 and have achieved „Glasgow Living Wage Employer‟ status.  

 
Monitoring 
 

6. Employers are asked to confirm that they are paying all of their employees at 
or above the Living Wage level.  The names of those who sign up as a „Living 
Wage Employer‟ are published online and these employers are taken on trust 
that they will pay all of their staff accordingly.    

 
7. When the hourly rate has been increased, all employers have been required 

to confirm that they will pay at the higher rate or they will be removed from the 
list of „Living Wage Employers‟.  

 

16



Agenda item 2  LGR/S4/11/14/1 

 

Evaluation 
 

8. To date, no formal evaluation has been carried out of the Glasgow Living 
Wage.  Initial discussions have taken place and work will be carried out over 
the coming months to analyse the impact of the Glasgow Living Wage. 

 
Procurement 
  

9. Glasgow City Council, keen to widen the impact of the policy, has worked 
within the current legislative framework to encourage contractors to pay the 
Living Wage.  It is the view of Glasgow City Council that companies who 
benefit from public money demonstrate that they are putting something back 
into their communities and that procurement policy be used to raise standards 
of pay across the city. 

 
Benefits of a Living Wage 
 

10. Dr Linda de Caestecker, Director of Public Health for NHS Greater Glasgow 
and Clyde, in her recent publication “Report of the Director of Public Health 
into the health of the Population of Greater Glasgow and Clyde and Priorities 
for Action2009 – 2011” provides a powerful endorsement of the Glasgow 
Living Wage. 

 
The report clearly states: 

 
“The living wage campaign, which is based on the basic premise that „anyone 
who works for a living should not have to raise a family in poverty‟, has a role 
to play. Other employers, including the NHS, universities and the private 
sector, should be encouraged to adopt the Scottish Living Wage and to 
provide support for both their direct and indirect employees to help mitigate 
the effects of the economic downturn, particularly for low-paid workers.” 

 
The Director of Public Health also highlights the benefits of adopting a living 
wage to employers “through labour-cost savings, through reduced absenteeism 
and turnover and workers have become more efficient and productive as they 
feel more valued.” 

 

 

 
Glasgow City Council 
 
December 2011 

17



Agenda item 2  LGR/S4/11/14/1 

 

SUBMISSION FROM NORTH AYRSHIRE COUNCIL 

 
1. Introduction 
 

The purpose of this report is to assist and inform the Committee‟s inquiry into 
the Living Wage, by setting out the background and the context of North 
Ayrshire Council‟s approach to its adoption. 
 

2. Background 
 

The Council adopted the living wage having regard to the current and future 
reduction of public sector expenditure, expected to equate to an average 
annual decline in Scottish Government spending of 3% through to 2015/16. 
 
In addition, the wider economic climate will likely have a significant impact on 
North Ayrshire given that North Ayrshire already has high levels of 
unemployment and youth unemployment; has a vulnerable industrial structure 
characterised by a high proportion of its jobs in the public sector and in 
intermediate level manufacturing that is at risk of global competition; and the 
importance of investment in the regeneration of Irvine Bay. 
 
The economic circumstances outlined above are affecting all of Scotland and 
much of the developed world.  However, they are likely to have particularly 
severe effects on North Ayrshire as it is starting from a position of weakness: 
 

 Pre-recession, North Ayrshire had one of the highest levels of 
unemployment in Scotland and this will persist unless North Ayrshire 
can buck the trends on unemployment and jobs growth outlined above. 
 

 Pre-recession, North Ayrshire had a high level of youth unemployment 
and a large proportion of young people in the MCMC group.  As young 
people tend to be disproportionately affected by the decline in available 
employment opportunities during the recession, North Ayrshire risks a 
“lost generation”. 

 

 

 The industrial structure of the North Ayrshire economy may put it at 
greater risk than other areas. The perception amongst key 
stakeholders is that North Ayrshire companies tend to produce low 
value goods and services, with manufacturing focused on the 
intermediate stages of production.  This makes these companies 
vulnerable to competition from other economies. 
 

 Linked to this, whilst there are many successful SMEs in the area, 
these tend to focus on selling to the local market.  GDP growth will 
require UK companies to export more – and over time North Ayrshire is 
likely to fall even further behind other areas without a core of 
companies that can exploit opportunities abroad. 

 Pre-recession, North Ayrshire struggled to attract private sector 
investment (for example, developing housing or commercial property).  
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The recession has made attracting private sector investment more 
difficult for all areas but North Ayrshire will be a particularly unattractive 
proposition because of the poor yield on investment compared to other 
areas. 
 

Other key impacts of the economy and public sector spending cuts on North 
Ayrshire are: - 
 

 Since the start of the recession, the numbers claiming Jobseekers 
Allowance in Scotland has increased from 2.8% of the 16-64 population 
to 4.0%.  In North Ayrshire, the proportion has increased from 4.7% to 
6.3%. 
 

 20% of North Ayrshire‟s working age residents are claiming an out-of-
work benefit.  In addition, the area has a slightly larger proportion of 
retirement age residents than Scotland as a whole.  Proposed cuts to 
benefits and pensions will reduce income in the area. 

 
3. Current Position 
 

The Council approved its Economic Development and Regeneration Strategy 
2010-2020 in February 2011, and has and will continue to engage with 
strategic partners, public sector agencies and governments to deliver the 
outcomes set out in the Strategy implementation plans.  An Executive 
Summary of the Strategy is attached at Appendix 1. 
 
The Council is the largest employer within North Ayrshire, with a workforce of 
6,673 people ranging from unskilled workers to professionals.  The Council 
previously employed 294 people who previously earned below the living wage 
of £7.15 per hour. 
 
As a policy initiative, having regard to the weakness of the local economy and 
level of worklessness, the Council took the policy step to introduce the Living 
Wage on 1 April 2011, in support of its ambitious plans to take forward its 
Economic Development and Regeneration Strategy. 
 

4. Going Forward 
 

The Council currently does, and will increasingly, include Community Benefit 
clauses in its contracts let to the marketplace.  The aim is to stimulate the 
local economy within the contract compliance regime.  The Council has not 
taken the step to include the Living Wage as a contractual clause in its 
procurement exercises, given the fragility of the local economy and having 
regard to its strategy to support SME‟s, for whom the Living Wage may 
adversely impact on their sustainability as a local employer. 
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5. Conclusion 
 

The Council‟s decision to introduce the Living Wage is both to help stimulate 
the local economy, and to be in a position to lead by example in order to 
embrace influence the larger employers within the area to follow suit to also 
implement the Living Wage concept. 
 
 
 
 
 
 
Murray Macfarlane 
Head of Human Resources 
North Ayrshire Council 
 
2 December 2011 
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ECONOMIC DEVELOPMENT AND REGENERATION STRATEGY 
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Economic Development and Regeneration Strategy 
 
1. North Ayrshire has for sometime experienced profound economic 

difficulties in relation to high unemployment, low pay, multiple deprivation, 
low levels of business start up and business stock, poor quality urban 
fabric and lower than average house prices. The economic recession 
further exacerbates these difficulties.  

 
2. North Ayrshire Council and the North Ayrshire Community Planning 

Partnership place the upmost importance on the need for economic 
development and regeneration and have worked hard to tackle North 
Ayrshire‟s economic difficulties. However, to guide future activities, an 
Economic Development and Regeneration Strategy for North 
Ayrshire for 2010-2020 is required. This will provide North Ayrshire 
Council and its partners with: 
 A clear vision for North Ayrshire‟s future. 
 A framework for a more joined up approach to economic development 

and regeneration.  
 
Our Challenges and Opportunities: Economy and Public Sector 
Spending Cuts 
 
3. Our Strategy is being developed at a time of great uncertainty for the 

economy as a whole and particularly for the public sector given the 
significant cuts required to tackle the budgetary deficit. Our Strategy will 
be delivered within this context – with the main challenges being: 
 The UK and Scotland are now out of recession but economic output 

remains well below pre-recession trends and growth is likely to be 
weak over the medium term. 

 Previous recessions show that unemployment lags economic recovery 
meaning that unemployment could continue to rise in the short to 
medium term – particularly if there are future cuts in public sector 
employment. 

 Public sector expenditure is expected to fall by 15% between 2009/10 
and 2015/16. In Scotland, this is expected to equate to an average 
annual decline in Scottish Government spending of 3%. Capital 
investment (which includes local government, transport and housing 
and regeneration) is likely to be particularly badly hit. 

 
4. The wider economic climate will likely have a significant impact on North 

Ayrshire given that North Ayrshire already has high levels of 
unemployment and youth unemployment; has a vulnerable industrial 
structure characterised by a high proportion of its jobs in the public sector 
and in intermediate level manufacturing that is at risk of global 
competition; and the importance of investment in the regeneration of 
Irvine Bay.  
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Our Challenges and Opportunities: Scottish and UK Policy 
 
5. The policy environment is also in a period of flux following the election of 

the new UK Government in May 2010. Scottish policy is more well-
established but the May 2011 Scottish Parliamentary elections may lead 
to future changes. For North Ayrshire, the main challenges and 
opportunities are: 
 To contribute more strongly to Scotland‟s Government Economic 

Strategy and National Outcomes. 
 To respond quickly to changes in UK welfare policy and programmes 

so that North Ayrshire‟s out-of-work benefits claimants are supported 
as effectively as possible towards and into jobs in North Ayrshire and 
elsewhere. 

 To support the opportunities for North Ayrshire stemming from the 
National Planning Framework for Scotland 2 and National Renewables 
Infrastructure Plan – most notably the opportunities from Hunterston. 

 
Our Challenges and Opportunities: North Ayrshire’s Economy and 
Labour Market 
 
6. North Ayrshire‟s future prospects are further complicated by evidence that 

indicates that North Ayrshire‟s economy and labour market has been 
deteriorating relative to other areas over the last 5 years. Our Strategy will 
therefore first need to reverse these trends before creating a more vibrant 
and diverse economy and labour market over the next 10 years. The main 
challenges are: 
 Increasing North Ayrshire’s business base – if North Ayrshire had 

the same jobs and business density as Scotland, it would have 22,500 
more jobs and 850 more businesses. By industry, North Ayrshire is 
well-represented in manufacturing, tourism and public sector services 
but is strongly under-represented in business, financial and IT 
services. 

 Tackling North Ayrshire’s high worklessness rates – North 
Ayrshire performs below the Scotland and West of Scotland averages 
on all unemployment measures with the gap widening on most 
indicators.  

 Improving North Ayrshire’s skills levels – using qualifications as a 
proxy for skills, North Ayrshire performs below the Scotland and West 
of Scotland averages on adult and school age qualifications with the 
gap again widening. 

 Reducing North Ayrshire’s deprived areas - the Scottish Index of 
Multiple Deprivation shows that deprivation levels in North Ayrshire 
have increased with 24% of its datazones now in Scotland‟s worst 
15%.  
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Our Challenges and Opportunities: Stakeholder Perspectives 
 
7. Our Strategy is informed by the views of a wide range of stakeholders – 

including local employers and local communities. While all recognised the 
challenges facing North Ayrshire, opportunities and assets on which to 
build were also identified.  
 The challenges (over and above those outlined above) include the 

poor state of many of North Ayrshire‟s town centres; the surplus of 
former industrial land; the poor quality of available business premises; 
gaps in the North Ayrshire tourism offer; and the lack of higher level 
and technical skills amongst the local workforce.  

 The opportunities and assets identified include North Ayrshire‟s 
quality of environment and scenery; tourism assets such as Arran, 
Largs, Clyde Muirshiel Regional Park, golf courses and marinas; good 
road and rail transport infrastructure with access to air and sea ports; 
the presence of some major global and innovative businesses; the 
development opportunities around Hunterston, Ardeer‟s energetics 
cluster and Glengarnock/Lochshore; and an available pool of labour. 

 
8. The uncertain economic climate makes addressing North Ayrshire‟s 

challenges and building on its opportunities and assets and more 
demanding. However, in addition to the uncertain spending environment, 
stakeholders also identified weaknesses in past economic 
development and regeneration activities that our Strategy will seek to 
overcome. These weaknesses include: 
 No clear strategy or vision for North Ayrshire – amidst a wider lack of 

ambition for the area. 
 Lack of clarity around who is driving forward economic development 

and regeneration in North Ayrshire. 
 Lack of leadership around key sectors and opportunities – e.g. tourism 

and renewables.  
 Limited evidence on how effective North Ayrshire‟s economic 

development and regeneration activities have been. 
 
Our Strategy 
 
9. Our vision that guides the North Ayrshire Economic Development and 

Regeneration Strategy is that by 2020 North Ayrshire will be: 
 Vibrant – With more businesses and jobs located in the area and 

revitalised town centres. 
 Diverse – There will continue to be a diverse range of businesses and 

industries in North Ayrshire, attracting a wide range of people to live 
and work in the area. 

 Connected – North Ayrshire will be well-connected to ensure 
individuals and businesses can take advantage of opportunities 
outside the area. North Ayrshire will have a clear role in the wider 
Glasgow City Region. 
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 Ambitious – Individuals and businesses will be ambitious, making the 

most of what North Ayrshire has to offer and taking advantage of the 
connections to elsewhere. The public sector will be ambitious for North 
Ayrshire as a whole and ensure the supports are in place to help 
individuals and businesses to realise their ambitions. 

 Visible – Individuals, businesses, policymakers and funders will have 
a clear sense of what North Ayrshire can offer them.  
Combined, these characteristics will revitalise North Ayrshire‟s 
economy and communities, making them more resilient. 

 
10. To achieve our vision, we have set two bold strategic goals for our 

Strategy. 
 North Ayrshire becomes a leading location for doing business, with a 

jobs density in the top half of all Scotland‟s local authorities. A longer 
term aspiration is to be in the top quartile of Scotland‟s non-city local 
authorities. 

 Worklessness is at the Scottish level and there is less inequality within 
North Ayrshire, with no datazone having an unemployment level of 
more than double the rate for North Ayrshire as a whole. This will help 
halve the number of deprived areas in Scotland‟s worst 15%.  

 
11. We have also set a strategic principle that is important in delivering the 

vision. 
 The public sector will be responsive to the needs of businesses and 

individuals and will achieve this by working more effectively 
individually, collectively and, where appropriate, in partnership. 

 
12. We have 8 strategic objectives which will help to focus our efforts. 

 To increase the number of jobs through a coordinated approach that 
encourages start-up, supports existing business to grow and attracts 
businesses to North Ayrshire. 

 To encourage the current business base to move up the value chain 
and to attract high value-added activities and jobs to North Ayrshire. 

 To provide an accessible and seamless pathway of services to help 
workless residents, including young people, into sustainable 
employment. 

 To stimulate demand for skills and training amongst employers and 
residents. 

 To transform deprived areas in North Ayrshire into strong, resilient and 
sustainable places by developing a customised approach for each 
area. 

 To support the creation of distinctive, vibrant town centres and 
establish mechanisms to encourage spend in North Ayrshire. 

 To improve North Ayrshire‟s connections to neighbouring areas, the 
West of Scotland, Scotland, the UK and internationally. This 
encompasses both physical connections and institutional and business 
links. 

 To develop clear statements of North Ayrshire‟s offer and to ensure 
the area is promoted effectively to individuals, businesses and 
Government. 
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Implementing Our Strategy 
 
13. Our Strategy must be turned into action and begin to change the way 

economic development and regeneration activities are planned, 
commissioned and delivered. Critical to this is the development of 
strategic projects that have the capacity to make a significant impact on 
North Ayrshire but are also targeted at specific opportunities or 
weaknesses. We have identified 10 strategic projects. 
 Develop a Business Development Continuum for businesses to 

access the services they need whether delivered by a local, pan-
Ayrshire, regional or national organisation. A key element of this is a 
Beyond North Ayrshire programme to encourage local businesses to 
widen their markets. 

 Attract and retain high value businesses through developing modern 
business facilities and a skilled and adaptable workforce that 
builds on employment and skills pathways into key industries, 
promotes the benefits of training, and encourages employers to 
partner with schools.  

 Improve the tourism offer by addressing identified gaps and 
developing a cross-marketing campaign as used successfully in Arran. 

 Build on North Ayrshire’s major assets, including Hunterston and 
the energetics cluster, to help create skilled jobs. 

 Update the current Employability Strategy with the aim of developing 
an Integrated Employability Pathway. 

 Develop customised approaches for North Ayrshire‟s deprived areas – 
including the development of Total Place pilots. 

 Town centre regeneration by ensuring an appropriate mix of 
facilities and services in each town centre. 

 Encourage local businesses and the public sector to spend more 
locally through developing business to business networking 
opportunities and public sector community benefit clauses and 
supplier development programmes. 

 Continually improve North Ayrshire’s connections to other areas by 
working with partners to overcome infrastructure problems faced by 
local businesses. 

 Develop clear statements of North Ayrshire’s offer that are 
customised to the target audience – with regular major events or 
developments also delivered to help raise North Ayrshire‟s profile.   

 
14. It is essential that our Strategy has the mechanisms in place to drive 

forward the Strategy. The immediate priority is to establish a Strategic 
Group (or Board) that is tasked with ensuring the Strategy‟s vision, goals, 
objectives and projects are delivered.  
 Its remit includes signing off the strategy; agreeing a 3 year Business 

Plan and 1 year Implementation Plan; making key decisions around 
service design, delivery and resource allocation; and reviewing 
progress towards milestones and targets (staged at intervals leading 
up to 2020). 
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 It should have a small but senior level membership that consists of 

North Ayrshire Council, Irvine Bay Regeneration Company, Scottish 
Enterprise, Skills Development Scotland, Jobcentre Plus and Visit 
Scotland. Private sector representation may also be advantageous. 

 The Strategic Group needs to be served by a dedicated and resourced 
secretariat. 

 
15. At an operational level, it is essential that there is a dedicated 

Implementation Group in place. 
 Its remit is to be collectively responsible for the delivery of specific 

strategic projects; report progress against strategic projects, 
milestones and targets, and raise any emerging issues, challenges 
and opportunities. 
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APPENDIX: PURSUING OUR STRATEGIC OBJECTIVES 
 

SO1: To increase the 
number of jobs 
through coordinated 
approach that 
encourages start-up, 
supports existing 
business to grow and 
attracts businesses to 
NA 

SO2: To encourage 
the current business 
base to move up the 
value chain and to 
attract high value-
added activities and 
jobs to NA 

SO3: To provide an 
accessible and 
seamless pathway of 
services to help 
workless residents, 
including young 
people, into 
sustainable 
employment 

SO4: To stimulate 
demand for skills and 
training amongst 
employers and 
residents 

SO5: To transform 
deprived areas in NA 
by developing a 
customised approach 
for each area 

SO6: To support the 
creation of 
distinctive, vibrant 
town centres and 
establishing 
mechanisms to 
encourage spend in 
NA 

SO7: To improve NA’s 
connections to 
neighbouring areas, 
the West of Scotland, 
Scotland, the UK and 
internationally 

SO8: To develop clear 
statements of North 
Ayrshire’s offer and 
to ensure the area is 
promoted effectively 
to individuals, 
businesses and 
Government 

Headline Evidence 

 Low jobs density 

 Low business density 

 Low start up rate  

Headline Evidence 

 Concentration of low-
value economic 
activities (especially 
manufacturing)  

 At risk of competition 

Headline Evidence 

 High levels of 
worklessness  

 Significant gap 
compared to 
Scotland  

 High levels of youth 
unemployment 

 Gaps persist over 
time 

 

Headline Evidence 

 Skills profile poor 

 Worsening compared 
to other areas 

Headline Evidence 

 Entrenched and 
deepening 
deprivation 

 Affects significant 
proportion of NA 
population (c.25,000) 

Headline Evidence 

 Large proportion of 
North Ayrshire 
income is spent 
outside area  

 Impact on viability of 
town centres 

Headline Evidence 

 North Ayrshire is part 
of wider economy 

 Heavily reliance on 
local market by 
SMEs 

Headline Evidence 

 North Ayrshire 
under-represented in 
funding allocations 

 Lack of inward 
investment 

 Falling population 

 

Our Tasks 

 Enhanced business 
development support  

 Customised 
marketing of NA offer  

 Facilitate 
developments at 
Hunterston and 
energetics cluster 

 Coordinated 
approach to improve 
tourism offer 

Our Tasks 

 Enhanced business 
development support  

 Customised 
marketing of NA offer  

 Develop modern 
business facilities 

 Improve employment 
and skills pathways  

 Beyond North 
Ayrshire programme 
to encourage 
exporting 

 

Our Tasks 

 Enhance 
employability service 
offer 

 Improve linkages to 
jobs outside NA 

 Improve employment 
and skills pathways  

 Redundancy 
matching service 

 Integrated transitions 
team for young 
people 

 Enhance education-
business links 

Our Tasks 

 Promote benefits of 
training  

 Mechanisms in place 
to ensure demand 
can be met 

 Redundancy 
matching service 

Our Tasks 

 Customised 
approaches including 
„Total Place‟ pilots 

 Enhance 
employability service 
offer 

 

Our Tasks 

 Town centre 
regeneration 

 Coordinated 
approach to improve 
tourism offer 

 Improved business 
networking 
opportunities 

 Deploy public 
funding to maximise 
benefits for residents 

 Customised 
marketing of NA offer 

Our Tasks 

 Improve transport, 
energy, water and 
broadband 
infrastructure 

 Improve institutional 
connections 

 Beyond North 
Ayrshire programme 
to encourage 
exporting 

 Improve linkages to 
jobs outside NA 

Our Tasks 

 Developing 
statement of North 
Ayrshire offer 

 Customised 
marketing of NA offer 
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What We Will Achieve 

 More businesses 

 More start-ups 

 More jobs 

What We Will Achieve 

 Industrial profile 
remains diverse 

 More high value 
added activities – 
including SG/SE 
priority industries 

 Increase in GVA per 
employee 

What We Will Achieve 

 Improvement in 
unemployment rates 

 Improvement in 
employment rates 

 Fewer in NEET 
group 

 Lower number of 18-
24s on JSA 

What We Will Achieve 

 Decrease in 
proportion with no 
qualifications 

 Increase in 
proportion of 
workforce with Level 
3/4 qualifications 

 Higher qualifications 
levels for 16-24 

What We Will Achieve 

 Better results from 
services 

 Fewer datazones in 
worst 15% nationally 

 Relative increase in 
employment rates for 
deprived areas 

 Inequality reduced 
within North Ayrshire 

What We Will Achieve 

 More 
jobs/businesses 

 More visitors to NA 

 Greater business-to-
business trade 

What We Will Achieve 

 More 
jobs/businesses 

 Improvement in 
employment rates 

 More visitors to NA 

 

What We Will Achieve 

 More 
jobs/businesses 

 Increase in funding 
received 

 More visitors to NA 
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The Olympic Delivery Authority is a statutory authority established under the London 
Olympic Games and Paralympic Games Act 2006. 

SUBMISSION FROM SOUTH LANARKSHIRE COUNCIL 

 

1. Purpose of Report 
1.1. The purpose of the report is to:- 
[purpose] 

 provide information to the Committee of the actions taken within South 
Lanarkshire Council to implement the Living Wage in 2011 

–[1recs] 
2. Implementation 
2.1. In February 2011 approval was given by the Executive Committee of the 

Council to make changes to the grades paid to employees.  These changes 
would ensure that all employees received an hourly rate of at least £7.16 and 
that employees earning less that £21,000 per annum (based on a 37 hour 
week) would see an increase of at least £250. 

 
2.2. The change substantially benefited the lower paid.  At that point 2234 

employees (15% of the workforce) received an hourly rate of less than £7.16 
and 7819 employees were on an annual salary equivalent of less than 
£21,000. 

 
2.3 An analysis of those benefiting showed that 87% of those earning less than 

£7.16 per hour were women.  This is the group who have seen the greatest 
increase in earnings with an average increase of £1100 per annum.  Other 
employees who were earning less than £21,000 received an average increase 
of £323 per annum. 

 
3. Financial Implications 
3.1. The cost of implementing this change was around £3.5 million including on 

costs and this was considered as part of the financial arrangements for 
2011/12.   

 
4. Other Implications 
4.1. The change in grades has contributed to the reduction in the gender pay gap 

and is consistent with our equality duties.  An initial equality impact 
assessment was carried out with no adverse impact recorded. 

 
  
 
 
Kay McVeigh 
Head of Personnel Services 
 
List of Background Papers 
Executive Committee report 10 February 2011 
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SOUTH LANARKSHIRE EVIDENCE TO THE EXECUTIVE 
COMMITTEE OF SOUTH LANARKSHIRE COUNCIL – FEB 2011 

 

1.  Purpose of Report 
1.1.  The purpose of the report is to:- 
 

 identify how a living wage of £7.16 per hour can be implemented, and 
achieve a payment of £250 pro rata to most employees earning less than 
£21,000 per annum. 

[1purpose] 
2.  Recommendation(s) 
2.1.  The Committee is asked to approve the following recommendation(s):- 

 
(1)  that the changes to grades, identified in Appendix 1, are applied with 

effect from 1 April 2011. 
[1recs] 
3.  Background 
3.1.  A pay award was imposed on Local Government Employees (LGE) covering 

the period April 2010 – March 2013. After an initial increase of 0.65% for 
2010/11, the last 2 years amounted to a pay freeze. 

 
3.2.  The National and Scottish Governments have identified that those earning 

less than £21,000 should be protected from a pay freeze and the imposed 
LGE award offers less than that. 

 
3.3.  There are a number of living wage campaigns which identify different hourly 

rates, but notably the figure of £7.15 per hour has been identified by the 
Scottish Government. 

 
3.4.  Within the Council, 2234 employees currently earn less than £7.15 per hour 

(87% are women), and 7819 employees earn less than £21,000 (pro rata), 
with 77% being women. The nearest spinal column point to £7.15 is spinal 
column point 11 at £7.16 per hour. 

 
4.  Proposal 
4.1.  The changes in grades identified in Appendix 1 demonstrate how a minimum 

hourly rate of £7.16 per hour can be achieved. The changes will also achieve 
a minimum increase of £250 (pro rata) for the majority of those earning less 
than £21,000 per annum, based on a 37 hour working week. 

 
4.2.  The changes are achieved by amending the spinal column points used for 

grades and removing the split previously present in Grade1, Level 1. 
 
4.3.  For those earning less than £7.16 per hour, these proposals represent a 

substantial increase averaging £1100 per annum for a 37 hour week. The 
average increase through spinal column point movement for the remaining 
employees earning less than £21,000 per annum (pro rata) will be £323 for a 
full time employee. 
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5.  Issues 
5.1.  Nationally information is being gathered around living wage costs and 

implications, with a view to using this concession as part of collective 
bargaining around other terms and conditions. This has taken some time and, 
given the opposing views amongst local authorities, it is unlikely that a 
national agreement will be reached soon. 

 
6.  Employee Implications 
6.1.  The proposed changes would substantially benefit the lower paid which may 

offset some areas in the savings proposals where employees have been 
adversely affected. 

 
6.2.  The increase in hourly rates will also aid recruitment and retention for Grade 1 

posts within the organisation. 
 
6.3.  Some employees will be excluded from these proposals, notably those on 

preserved arrangements and those currently in receipt of compensation. 
 
7.  Financial Implications 
7.1.  The proposals at Appendix 1 are costed at around £3.5 million including on 

costs. This is based on current employee numbers and the workforce 
reduction projected for April 2011 will reduce this figure. 

 
7.2.  The increase in hourly rates could increase overtime costs. However the 

Trade Unions have agreed to work with management to review current 
preserved arrangements, and reduce the need for overtime working through 
changes in working practices to offset this potential additional cost. 

 
8.  Other Implications 
8.1.  Should COSLA propose a different arrangement for achieving the living wage 

hourly rate and a £250 payment for those earning less than £21,000, there is 
a risk this may impact on any activity already undertaken. This can be 
mitigated by reaching an agreement with the trade unions regarding any 
South Lanarkshire Council application being taken as a final settlement of 
these issues. 

 
9.  Equality Impact Assessment and Consultation Arrangements 
9.1.  An initial impact assessment has indicated a more positive impact on female 
            employees, as they predominantly and disproportionately make up the lower 

paid within the Council. Application of these changes will reduce the gender 
pay gap within the authority and would be consistent with our equality duties. 
A full impact assessment will be undertaken prior to implementation of these 
proposals. 

 
9.2.  Initial consultation with the trade unions indicates this would be a very 

welcome development. 
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Robert McIlwain 
Executive Director (Corporate Resources) 
 
 
31 January 2011 
 
 
Link(s) to Council Objectives 

 People focused 

 Excellent employer 

 Tackling disadvantage and deprivation 

 
 
Previous References 
Executive Committee 31 March 2011 
 
 
 
List of Background Papers 
None 
 
 
 
 
Contact for Further Information 
If you would like to inspect the background papers or want further information, 
please contact:- 
Kay McVeigh, Head of Personnel Services 
Ext: 4330 (Tel: 01698 454330) 
E-mail: kay.mcveigh@southlanarkshire.gov.uk 
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Appendix 1

Existing Grades New Grades
Level SCP

Hourly
Rate

Salary -
35

Salary -
37 Level SCP

Hourly
Rate

Salary -
35

Salary -
37

Grade
1 1 1 6.17 11,260 11,903

Grade
1 1 11 7.16 13,066 13,813

4 6.46 11,789 12,463 12 7.29 13,304 14,064

2 14 7.49 13,669 14,450
5 6.56 11,971 12,655 16 7.73 14,106 14,913
8 6.85 12,501 13,215 18 7.94 14,490 15,318

2 10 7.07 12,902 13,639 3 20 8.19 14,946 15,800
12 7.29 13,304 14,064 22 8.44 15,402 16,282
14 7.49 13,669 14,450 24 8.70 15,877 16,784
16 7.73 14,106 14,913 26 8.96 16,351 17,285

3 18 7.94 14,490 15,318 4 27 9.10 16,607 17,556
21 8.31 15,165 16,031 28 9.23 16,844 17,806
23 8.57 15,639 16,533 29 9.37 17,099 18,076
25 8.83 16,114 17,035 30 9.51 17,355 18,347

4 25 8.83 16,114 17,035
26 8.96 16,351 17,285
27 9.10 16,607 17,556
28 9.23 16,844 17,806

Existing Grades New Grades
Level SCP

Hourly
Rate

Salary -
35

Salary -
37 Level SCP

Hourly
Rate

Salary -
35

Salary -
37

Grade
2 1 27 9.10 16,607 17,556

Grade
2 1 31 9.65 17,610 18,617

28 9.23 16,844 17,806 32 9.77 17,829 18,848
30 9.51 17,355 18,347 33 9.95 18,158 19,195
31 9.65 17,610 18,617 34 10.10 18,431 19,485

33 9.95 18,158 19,195 2 35 10.26 18,723 19,793

2 33 9.95 18,158 19,195 36 10.40 18,979 20,063
35 10.26 18,723 19,793 38 10.73 19,581 20,700
36 10.40 18,979 20,063 40 11.04 20,147 21,298

38 10.73 19,581 20,700 3 42 11.36 20,731 21,915
40 11.04 20,147 21,298 44 11.71 21,370 22,591

3 38 10.73 19,581 20,700 46 12.07 22,027 23,285
40 11.04 20,147 21,298 48 12.44 22,702 23,999

42 11.36 20,731 21,915 4 50 12.81 23,377 24,713
44 11.71 21,370 22,591 52 13.20 24,089 25,465
46 12.07 22,027 23,285 55 13.79 25,165 26,603
48 12.44 22,702 23,999 57 14.21 25,932 27,414

4 46 12.07 22,027 23,285
48 12.44 22,702 23,999
50 12.81 23,377 24,713
52 13.20 24,089 25,465
55 13.79 25,165 26,603
57 14.21 25,932 27,414
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SUBMISSION FROM WEST DUNBARTONSHIRE COUNCIL 

 
1. Introduction 

 
1.1 West Dunbartonshire first examined the possibility of introducing the Scottish 

Living Wage in June 2009 and following careful consideration of the potential 
impact on existing pay and grading structures took the decision to introduce 
the Scottish Living Wage in November 2010, implementing retrospectively 
from May 2010 by means of a collective agreement with local Trades Unions. 
The Council welcomes the opportunity to provide evidence to the Local 
Government and Regeneration Committee‟s Inquiry into the Living Wage in 
Scotland and to provide an insight to the Committee in relation to into many of 
the important issues considered as part of the successful implementation.  

 
2. Background 
 
2.1 The Scottish Living Wage Campaign (SLWC) seeks to tackle issues of low 

pay and is supported by a range of community, trade union and campaigning 
organisations including the Scottish Trade Union Congress (STUC), the 
Poverty Alliance, the Scottish Churches Social Inclusion Network and the 
Scottish Interfaith Council.  

 
2.2  There are different thresholds for calculating low pay and hence how much a 

living wage is. The Joseph Rowntree Foundation‟s Minimum Income Standard 
(MIS) http://www.jrf.org.uk/publications/minimum-income-standard-2010 
Project defines the minimum income needed by a family or individual to 
ensure an acceptable standard of living. Based on this and associated 
statistical information the Scottish living wage is currently set at £7.20. 

 
3. Addressing Low Pay  
 
3.1 West Dunbartonshire Council is committed to addressing low pay and the pay 

and grading structure introduced in March 2009 as part of the Single Status 
Agreement made significant inroads into addressing low pay issues within the 
Council while providing for the first time a pay and grading structure that 
complies with equal pay legislation. 

 
3.2 Upon implementation of the new pay and grading structure as part of the local 

implementation of the National Single Status Agreement the minimum hourly 
rate on the lowest grade (Grade 1) was set at £6.36 while the maximum 
hourly rate on Grade 1 was £6.96. At that time approximately 400 employees 
were paid on an hourly rate of less than £7.15 per hour.  

 
4. Development of Pay Model  
 
4.1 On 1 March 2009 West Dunbartonshire Council introduced a new pay and 

grading structure as part of the local implementation of the National Single 
Status Agreement. The new pay and grading structure consisted of 12 
grades, each with 4 incremental steps, with a minimum hourly rate of £6.32 
and a maximum hourly rate of £6.92 (based on 2009/2010 salary points) on 
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the lowest grade,(Grade 1). Employees were placed on the scale upon 
implementation of the Single Status Agreement and were eligible to receive 
incremental progression to the maximum point of the scale. 

 
4.2 In developing the WDC pay and grading structure recognised statistical 

techniques, national guidance on the development of pay and grading 
structures and guidance from the former Equal Opportunities Commission 
were fully utilised. Statistical techniques including regression analysis were 
used to determine the relationship of job evaluation points (determined using 
the Scottish Councils‟ Job Evaluation Scheme) to pay. This analysis identified 
clusters of jobs with similar demands and also gaps in these clusters in which 
to place grade boundaries. The outcomes of the regression analysis were also 
used to anchor the pay points of the new grades to the nationally agreed 
spinal column pay points for Scottish Joint Council (SJC) employees. The pay 
structure developed was fully examined and endorsed through an Equality 
Impact Assessment to ensure that the pay structure fully met the Council‟s 
duties under the Equal Pay Act. This framework would provide a robust 
defence against future equality claims. 

 
4.3 West Dunbartonshire Council has a statutory duty to provide equal pay for its 

employees and to conduct regular equal pay audits.  Failure to meet these 
statutory responsibilities may result in future costly litigation and possible 
enforcement action by the Equalities and Human Rights Commission. 

 
5. Implementation Issues  

 
National Pay Framework - Scottish Joint Council 

 
5.1 While all Scottish local authorities have the flexibility to determine their own 

pay grades, all hourly rates for SJC employees are determined nationally 
through agreements reached at the Scottish Joint Council, which negotiates 
on behalf of Local Government Employees and is comprised of both 
employers and Trade Unions. In considering the implementation of the 
Scottish Minimum wage in 2009 there was no hourly rate corresponding to 
£7.00 and the lowest hourly rate set nationally at that time was £6.13 per 
hour. 

 
5.2 As part of the 2008/2009 SJC pay agreement it was agreed that an SJC 

Working Group would be established to consider Trade Union assertions of 
low pay in Scottish local government and at the time of considering 
implementation discussions were underway at a national level in this regard. 
To support the Employers Function at COSLA in these discussions all 
Councils were requested to provide details on their current pay and grading 
structures as well as the number of staff on pay points below £7 per hour and 
the implications relating to pay and grading frameworks. Concerns were 
expressed that bottom loading of local government pay would be extremely 
contentious as it carried potential legal risks. The key risk being that bottom 
loading of pay structures based on job evaluation outcomes would seriously 
compromise the validity of these structures and potentially leave Councils 
vulnerable to legal challenge under the requirements of the Equal Pay Act. 
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Any move towards a Living Wage had the potential to distort the pay and 
grading models developed by Councils based on the evaluation of job roles 
and consequently the link between job content and payment established 
through the application of statistical methodology.   

 
5.3 Advice received from the Scottish Joint Council at that time was that 

authorities should develop pay structures based on job evaluation outcomes 
and utilise the nationally set of spinal column points as agreed with Trade 
Unions as part of the national pay bargaining process. 

 
  Equality Impact Assessment 
 
5.4 In light of the considerable work that was undertaken to create a Pay and 

Grading structure that fully met West Dunbartonshire Council‟s equality duty 
and provided a robust defence against further costly litigation, an independent 
external assessment of the equality impact on the introduction of the Scottish 
Living Wage to the pay and grading arrangements was undertaken. This was 
considered essential to ensure that any alterations to the pay and grading 
structure were fully considered in relation to the Council‟s statutory equality 
duty and that any potential risks to the Council from future direct or indirect 
sex discrimination claims were highlighted. The assessment, undertaken in 
2009, examined the proposal to place all employees in grade 1 on a fixed 
salary point reflecting the Scottish Living Wage. 

  
5.5 While it was noted that any proposal to adopt a minimum wage would provide 

financial benefit to approximately 400 of the lowest paid employees within the 
Council, the majority of whom are female, it also gave rise to a number of 
concerns the most significant of which were:  

 

 the rate would no longer reflect the assessment of the job content 
through the job evaluation process, 

 the differential in pay rates between grade 1 and 2 would be 
significantly reduced whilst the differential in job content would not 
have changed 

 The adoption of an arbitrary rate not linked to job evaluation and the 
statistical methodology used to develop the pay structure would 
undermine the integrity of the pay structure 

 The deployment of separate methods of setting pay for different groups 
of employees within the same job population (to whom a common Job 
Evaluation scheme applies) potentially would render the Council 
vulnerable to a challenge that the pay structure is fundamentally 
flawed.  

 
5.6 The Equality Impact Assessment of the proposal highlighted real concerns 

that the introduction of a minimum wage level would distort the pay and 
grading model developed upon the evaluation of roles and the link between 
job content and payment levels established through the application of 
statistical methodology.  It concluded that by undermining the integrity of the 
overarching pay and grading structure the Council would be vulnerable to 
legal challenge and be at risk in relation to the provision of a robust defence of 
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its pay structure in relation to the requirements of the Equal Pay Act. To move 
away from such a robust process and utilise hourly rates on an arbitrary basis 
could leave the authority exposed to potential legal challenge especially if one 
particular job group or groups were seen to be advantaged without a solid 
foundation in relation to job evaluation outcomes.  

 
6. Risk Analysis 

 
6.1 Following examination of the independent Equality Assessment undertaken 

and the conclusions contained therein, significant risks associated with the 
proposed alterations to the pay and grading structure were identified. The 
major risk relating to the introduction of the Scottish Living Wage related to 
undermining the integrity of the pay structure, particularly outwith the national 
framework of hourly rates, and to the possible impact on the Council‟s ability 
to meet its equality duties. Furthermore to implement any such change would 
have moved the Council away from the national agreement and associated 
guidance on Single Status implementation. 

 
6.2 In exploring any alteration to the pay and grading structure consideration was 

also given to the impact on competitiveness of resulting salary increases and 
to the impact this may have on the ability to retain services in house. In 
addition increases to salaries would require to be justifiable in line with current 
auditing arrangements and expectations under Best Value to demonstrate 
competitiveness.  

 
7. Financial Implications 
 
7.1 The estimated costs associated with implementing a £7.15 Scottish Living 

Wage for a full financial year based on 2010/11 salary was £200,000 
Associated costs would be recurring from implementation date and would 
require to be included in any future budget provision .Any subsequent 
increase in the level set as the Scottish Living Wage would require to be 
included in future budget provision.  

 
8. Implementation 

 
8.1 Within West Dunbartonshire Council there was a clear political will to consider 

the introduction of the Scottish Living Wage however implementation was 
constrained by concerns and risks relating to any adjustment to the current 
pay and grading structure. In order to move this forward West Dunbartonshire 
Council agreed in November 2010 that discussions with Trade Unions and 
Management should focus on the achievement of a collective agreement to 
support introduction without recourse to alteration of the pay and grading 
structure and thereby maintain the integrity of the pay model. The introduction 
of the Scottish Living Wage with full agreement from the Trade Unions was 
seen as being integral to its successful introduction. 

 
8.2 The commitment to the introduction of the Scottish Living Wage would sit 

alongside the pay model and anyone whose hourly rate of pay fell below this 
level would be uplifted to the “living wage” rate of pay. The proposed 
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approach for the introduction of the “living wage” does not change the pay and 
grading structure but provides a separate and discrete arrangement to 
address low pay that will require review on a regular basis. There is a clear 
objective justification for the introduction of an hourly rate that is different to 
that outlined within the current pay model and this provides the evidence to 
support a material factor defence not linked to sex in the event of any future 
claim in relation to pay inequality. Additionally the Council would be in a 
stronger position to defend any potential challenge while the Scottish Living 
Wage level sits below Grade 2 on the pay and grading structure, as it does 
currently. However this position would require to be fully reviewed in the light 
of any future change to the “Scottish Living Wage” rate. 

 
8.3 Any uplift in salary to the “living wage” rate of pay would be treated as 

contractual earnings and as such would attract both employee and employers 
superannuation contributions. 

 
8.4 Consideration was also given to whether the implementation of the Scottish 

Living Wage could be further extended to external contractors providing 
services on behalf of the Council. On receipt of legal advice it was agreed that 
West Dunbartonshire could not set salary levels in relation to external service 
providers. 

8.5 The Collective Agreement reached prior to implementation also excluded 
Apprentices and employees on training contracts from the Scottish Living 
Wage however any apprentice rates tracked to Grade 1 of the council pay and 
grading structure would be reviewed in light of implementation arrangements. 

 
9. Conclusions 

 
9.1 In considering the implementation of the Scottish Living Wage West 

Dunbartonshire Council thoroughly considered the associated risks and 
challenges, particularly in relation to the setting of pay rates not linked to job 
evaluation outcomes. This approach was particularly relevant as historical 
practice of setting pay rates without recourse to robust job evaluation 
methodology has exposed the Council to costly litigation. 
 

9.2 However in order to meet the commitment to address low pay through 
introduction of the Scottish Living Wage while mitigating associated risks and 
maintaining the pay framework developed through the use of the Scottish 
Councils‟ Job Evaluation Scheme outputs mapped to nationally agreed salary 
points it was agreed that the Council would seek a collective agreement with 
the Trade Unions on the introduction of the Scottish Living Wage as separate 
to the existing pay model. Low pay would be addressed through an allowance 
not tainted by sex, reviewed on a regular basis and supported by Trades 
Unions thus mitigating an element of risk. 
 

9.3 The introduction of the Scottish Living Wage within West Dunbartonshire 
Council was a complex and challenging issue requiring careful consideration 
of a range of legal, budgetary and HR issues particularly at a time when the 
Council had recently concluded the implementation of Single Status. Careful 
consideration of the issues and challenges has allowed the successful 
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implementation of the Scottish Living Wage within a robust pay and grading 
framework. 

  
 
 
 
 
West Dunbartonshire Council 
 
December 2011 
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