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Summary 

The Chief Executive sponsored two separate, but related, Pay and Reward Projects 
in 2013/14, which aimed to introduce a more flexible and performance focussed 
approach to pay and reward, to support the council's business strategy as a 
commissioning council and in the context of continued pressure on Council budgets.  

In a letter to all employees in November 2013, he set the scene for these projects 

“We will seek further flexibility in our terms and conditions of employment and in our 

systems of pay and reward. In all of this activity we will give good value to the 

taxpayer as well as offering our staff every opportunity for a fulfilling and rewarding 

career that contributes to the improvement of life in Lincolnshire.”  

The Projects were developed and managed by the People Management (PM) 
Service, with significant stakeholder engagement and communications to ensure full 
understanding by Elected Members, Senior Managers, employees and TU's. This 
was seen as an important prerequisite to achieve the cultural shift required in the 
Council, i.e. to recognise excellent employee performance, which rewards 
employees not only through additional pay, but also through the recognition and 
development of their talent.   

Project 1 - Green Book Employees 
 
The PM Team developed the original proposals for change to wider terms and 

conditions including changes to Pay Progression to implement incremental 

progression through performance and/or in place of the traditional 'time served' 

progression, as well as to offer other rewards as part of the Total Reward package, 

including non-financial aspects including work life balance. This is being rolled out 

from April 2016. Throughout the consultation, this area received the most comments 

and engagement from employees 

Project 2 - Senior Leadership Performance Pay Framework 
 
The second project relates to the development and implementation of a new 
Performance Related Pay Scheme for the Senior Leadership group. This is being 
rolled out from April 2015, one year ahead of the new Pay Progression scheme for 
Green Book employees.     
 

Impact 



Through effective stakeholder communication and engagement, the following 
beneficial impacts have already been achieved: 

• The Trade Unions have made a commitment to work in partnership with the 
Council on the Green Book scheme, to embed the new pay progression 
arrangements and Total Reward concept, to further influence a positive 
change in the Council's performance culture  

• Through employee feedback, there is evidence from employees that they 
believe that the package is positive and that the new approach will assist to 
recognize good employee performance and reward employees appropriately.  

• Through the IA workshops, assumptions about the benefits or negative 
impacts of each equality characteristic on each element of the pay and reward 
proposals was assessed.   

• There was positive engagement with 542 written responses (a total of 2477 
individual comments.) Responses to the consultation were also received from 
Unison, GMB and AEP. 46% of the total comments received focussed on Pay 
progression and Total Reward proposals    

• There are projected cost reductions, year on year as a result of the wider pay 
and reward package 

• A Collective agreement with the Trade Unions, based on the best that could 
be achieved through negotiation. This included changes on range of terms 
and condition including: 

o changes to Pay Progression  
o recognition of high performance with a cash sum, or option to buy 

additional leave, or option to attend either recreational or education 
based studies 

o introduction of Total Reward statements including child care vouchers, 
bike to work scheme, Pension  

o modernisation of Job Evaluation conventions;  
o Modernisation of Council's approach to Disturbance Allowance; Short 

and Long Term Sickness Absence; Night Work/Standby Allowances  

• The signing of the Collective agreement covering Part 2 and Part 3 items, 
thus avoiding the potentially costly process of individual agreement, or, where 
this could not be achieved, dismissal and re-engagement  

• For the first time, there are common principles which apply across all 
employees including the Senior Leadership Group, with a common 
performance and competency framework in place  

 

How 

The PM Team ensured across both projects that there was opportunity for full 
employee engagement through workshops, equality impact workshops, Employee 
Consultation Briefings, bulletins, regular updating of FAQ's, as well as establishing a 
Pay & Reward e-mail box as an additional vehicle for capturing feedback.  
 
There were 17 employee consultation briefings held around the county, attended by 
970 staff, presented by a PM Team member and a member of Corporate 



Management Board.  Employees were asked, what would you ask the Council to re-
consider within these proposals and can you offer any alternatives?  
 
Alongside, the PM Team managed the parallel consultation and negotiations with the 
Trade Unions 
 
Training of senior managers has already taken place, and plans are being developed 
for training of all managers to ensure quality, consistency and fairness in objective 
setting and performance assessment related to pay. 
 
A moderation panel is also being established to provide a review across all service 
areas as a check for fairness and equity in its application. 
 
The new Enterprise Resource Planning (ERP) system, Agresso, is being developed 
to support the new pay and reward approach.  

 

Result 

Through effective stakeholder engagement, throughout the two projects, the Council 
now has a more flexible and performance focussed approach to pay and reward to 
support the council's business strategy. 

The Council can now progress with the implementation of a modernised pay and 
reward package, achieved through full consultation with 10,200 employees and 
negotiation with all Trade Unions. 
 
The final package reflects many changes made to the original proposals as a result 
of trade union and employee feedback which demonstrated that the consultation 
process was meaningful and effective.  
 
In particular, the Equality Impact Analysis process, ensured that the Council made 

fair, informed lawful decisions and that all impacts were fully considered when 

making these decisions.   

Our employees and TUs were therefore involved in shaping the package designed to 
improve organisational and personal performance. 
 


