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JNC PAY CLAIM 2018/19 
 

The JNC Officers’ Side is submitting the following pay claim for our members 
covered by the Joint Negotiating Committee for Chief Officers of Local 
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05 February 2018 

“Local Government austerity measures have made a significant impact on senior 

job roles/numbers. We all (at all grades) do more for less. The standstill pay 

awards and 1% increases were effectively a pay cut. Asking for parity going 

forward is fair.” 

GMB Member 

1. A substantial increase on all salaries and relevant allowances 
We note the offer made to members covered by the NJC, and we expect a pay 
settlement which provides parity across all of the local government bargaining 
groups, and which takes into account the erosion of real terms pay over the 
last nine years. 
 

2. An agreement that employers and trade unions will co-operate to 
jointly  agree and circulate a national survey on the levels of stress, 
workload pressures, and unpaid overtime experienced by Chief 
Officers 
Following the results of the survey, we expect completion of the previously 
agreed joint work on workloads and stress; and future follow-up surveys to 
assess progress made on this issue. 



Key points from our claim  
 

Chief Officers are due a real wage award  

 Talented and well-motivated senior managers are needed as workloads continue to 

increase. 

 Pay for Chief Officers earning below £100,000 has plummeted in real terms by 22 per 

cent since 2008/9 while comparable private sector rates have increased.   

 Other local government employees that fall under the National Joint Council for 

Local Government Services have been offered increases of at least 2 per cent in each 

of the next two financial years. 

 Chief Officers contribute significant added value (including through high rates of 

unpaid overtime) that have not been recognised in previous pay settlements. 

 

Elsewhere, earnings to rise in 2018 

 Senior public-sector managers continue to earn significantly less than private-sector 

counterparts: an award below the wider NJC (‘Green Book’) rate will continue to 

widen this gap.  

 The Government has announced that the public sector pay cap has been lifted.  

 Private-sector pay awards are expected to be between 2.5 per cent and 3.5 per cent 

in 2018.  

 A quarter of Chief Officers are seriously considering leaving the public sector due to 

workload and declining real pay. 

 

Prices to increase  

 Inflation is forecast to remain above 3 per cent in 2018  

 

It’s time for employers to recognise in this year’s pay round the enormous efforts made by 

Chief Officers to keep local government working in a time of austerity. 

 

 

 

 

 



Background 

 
The real value of Chief Officers’ pay has been severely eroded. Following five years of frozen 

pay, Chief Officers have continued to receive sub-inflation pay settlements, while the Retail 

Price Index has risen by 33% over the same period. 

The real value of the pay of Chief Officers who earn less than £100,000 has fallen by 22 per 

cent since 2008/09 (and the real pay of those earning more than £100,000 has fallen by 23 

per cent). The lifting of the public sector pay cap must now apply to all local government 

employees, including those in management roles. 

Chief Officers regularly work beyond their contractual obligations and contribute significant 

goodwill in the form of unpaid overtime to local authorities. Contrary to some media 

reports, Chief Officers pay rates are below comparable private sector rates. The 

Communities and Local Government Select Committee found in 2014 that: 

 

‘Salary levels for local government sector senior posts are significantly lower than those in 

the private sector … even taking account of enhanced pension provision, packages remain 

much lower for a top council post when compared to the packages on offer for top private 

sector staff.’i 

 

The earnings gap has only widened since then. The earnings of private sector chief officers 

(not including chief executives) rose by 15.9 per cent between 2012 and 2017.ii 62 per cent 

of Chief Officers also believe that their work/life balance would be improved if they 

transferred to the private sector. 

 

 
 

Eight years of austerity have significantly added to the stress levels and workload burdens of 

Chief Officers. Central Government funding fell by approximately 40 per cent between 2010 

and 2015 and 785,000 fewer people are directly employed by local authorities across the UK 

in September 2017 compared to September 2010, despite a heavy increase in demand 

during this period.iii  

 

Chief Officers are already doing ‘more with less’: all respondents to GMB’s survey this year 

said their workload had increased over the last year and 52 per cent said this had negatively 

impacted on their performance. 

 

“It is unreasonable to keep relying on goodwill to keep the service functioning - 

that goodwill will morph into illness and staff absence, along with mistakes due 

to staff weariness.”  

GMB Member 



“Continuous stress of finding service cuts and supporting staff through successive 

redundancy exercises.  Expanding responsibilities and workloads with no additional 

remuneration.” 

UNISON Member 

Workload 

 

Workload and related stress problems were repeatedly raised in the GMB 2018/19 Chief 

Officers’ survey and in the UNISON workloads and stress survey conducted in 2015. 

It is well-known that public sector managers regularly work beyond their contracted hours. 

Job cuts and rising demand have increased the workload pressures on Chief Officers.  Local 

authorities could not function without the goodwill that this unpaid contribution represents, 

but there is a finite limit to the additional hours that Chief Officers can absorb.  

Unmanageable workloads increase the risk of burn-out, permanent health damage and 

falling service quality. As one respondent said:  “It is difficult to devote sufficient time 

properly to manage anything to a satisfactory conclusion.” 

 

All respondents to GMB and UNISON’s said that their workload had increased during the last 

year, and 86 per cent said that their stress levels had also risen.  Half said rising workloads 

had negatively affected their performance, and a further 14 per cent said they had only 

been able to maintain their current performance levels by working longer hours. 

Nine out of ten Chief Officers regularly work beyond their contracted hours and 71 per cent 

said the number of hours they worked had increased during the last year. A large minority 

reported working dangerous levels of overtime: 38 per cent regularly work 10 hours or more 

beyond their contracted hours a week. 

In 2015, UNISON conducted a survey of Chief Officers, both union members and non-

members. A massive 47% of respondents said that they work 10 or more hours in excess of 

their contracted hours in a typical week, without pay or time off in lieu. That figure is the 

same as the proportion of people who told us that stress is affecting their job performance. 

This means that approaching half of Chief Officers are giving their employer 25% extra – not 

as occasional one-offs or in exceptional circumstances, but in a normal working week. 

 “Later days means less time with my children. I also suffer from more headaches 

and sleepless nights.” 

“I am not able to look after my health and fitness as much as I should do. This 

applies to both my physical and mental health.” 

GMB members 



Meanwhile, the same survey found that 47% of Chief Officers said that stress at work is 

having an impact on their job performance. The fact that this figure is the same as that for 

the question about workloads is no coincidence. Two years, earlier, a UNISON survey found 

that 35% of Chief Officers said that stress at work is having an impact on their job 

performance. So stress among Chief Officers had increased dramatically in local 

authorities.The unions’ findings are supported by official data drawn from the ONS’s Labour 

Force Survey (LFS).  Although the survey’s structure is known to result in an under-reporting 

on unpaid overtime working, 57 per cent of social services directors and senior managers 

reported that they regularly worked unpaid overtime. This is almost twice the public sector 

average rate and four times the private sector average rate. 

Chief Officers in this group who worked unpaid overtime contributed an additional 8 hours a 

week on average. If they were paid on time-and-a-half rates for this time, they would be 

entitled to an overall pay rise of 24 per cent. In this context, the Officers’ Side believes that 

a claim for a substantial increase on all salaries and relevant allowances is both limited and 

reasonable.iv 

 

“Increased demand – means I need to be available 24/7” 

UNISON Member 

Pay and cost of living trends 

Public sector pay 

In November 2017 the Government announced that it was lifting the public sector pay cap. 

In December 2017, Local Government employers offered a basic increase of 4 per cent over 

two years for Green Book employees with larger increases targeted at lower paid staff.  

 

It is clear that public sector pay has fallen below comparable private sector rates. Weighted 

assessments by the ONS and the Treasury, which take account of (in the Treasury’s words) 

‘age, gender, job type (full or part-time, permanent or temporary), occupation category, 

region, and tenure’ demonstrate that public sector pay rates are now uncompetitive. 

The Treasury’s analysis found that in 2016 the hourly public/private differential fell to -0.6 

per cent (the ONS estimate was slightly lower at -1 per cent).    

“I don't feel the wider public appreciates how much additional unpaid work we do. 

This can be demotivating, but I do it because I want to make a difference and make a 

positive contribution to society.” 

GMB member 



ONS and HM Treasury estimates of the hourly public/private percentage pay differentialv 

 

The ONS produces an additional econometric analysis that incorporates organisation size  

(to account for the fact that 90 per cent of public sector workers are employed in a large 

organisation such as a unitary local authority). This found that public sector pay had fallen to 

-5.5 per cent of private sector rates in 2016. For the highest public sector earners, the wage 

gap was assessed to be -24 per cent of comparable private sector roles.  

Public sector pay rates should – at the very least – be competitive with appropriate private 

sector comparators. When public authorities are unable to recruit and retain, services are 

impaired and morale falls. 71 per cent of all local authorities (and 85 per cent of unitary and 

upper-tier employers) say they are experiencing recruitment and retention difficulties.vi 

Falling real-terms wages and rising workloads are placing recruitment and retention 

pressures on Chief Officer roles. 62 per cent of respondents to GMB’s staff survey said that 

they believed their work/life balance would be improved in the private sector, and 24 per 

cent of Chief Officers said they had seriously considered leaving the public sector in the last 

year (the opportunity to obtain higher pay was the most cited reason for wishing to leave 

their posts by Chief Officers in this group).  

We believe that the workload and stress issues facing Chief Officers represent a real 

problem for local authorities. We request that the employers agree to co-operate with 

GMB and UNISON to jointly circulate a national survey in 2018/19 on the levels of stress, 

workload pressures, and unpaid overtime experienced by Chief Officers. 

Pay trends in the wider economy 

Chief Officers would require a pay increase of over 2 per cent to maintain parity with wage 

increases in the wider economy. The independent Office for Budgetary Responsibility 

estimates that average earnings will increase by 2.3 per cent in both 2018 and 2019 (or an 

uplift on 2.9 per cent and 2.6 per cent respectively on all wages and salaries).  

OBR forecast earnings growth (percentage) 
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Measure 2017 2018 2019 2020 2021 2022 

Average earnings 2.3 2.3 2.3 2.6 3 3.1 

Wages and salaries 3.4 2.9 2.6 2.7 3.2 3.3 

Source: OBR, Economic and Fiscal Outlook, November 2017, page 93 

 

Wages are increasing due to the effects of the higher inflation rates that have been 

experienced since the European referendum and increased wage competition. The 

unemployment rate in September to November 2017 was 4.3%, down from 4.8% a year 

earlier – the joint lowest rate since 1975.vii Employers surveyed by the Bank of England 

reported in Q3 of 2017 that they are experiencing the highest levels of recruitment 

difficulties since 2003.viii 

These pressures are driving wage increases across the economy. Average Weekly Earnings in 

the private sector rose by 2.5 per cent in October 2017 – the latest month for which figures 

are currently available.  

Average Weekly Earnings growth – ONS estimates 

Month 
Whole 

economy 
Private 
sector 

Public 
sector* 

Services Manufacturing 

Wholesale, 
retail, 

hotels & 
restaurants 

Construction 

Apr 17 1.8 2.0 1.1 1.8 1.7 2.4 1.3 

May 17 2.0 2.2 1.4 2.1 1.4 2.4 1.2 

Jun 17 2.1 2.3 1.4 2.1 1.2 2.1 1.7 

Jul 17 2.2 2.3 1.7 2.3 1.0 1.7 2.0 

Aug 17 2.2 2.3 1.6 2.2 1.3 1.4 2.1 

Sep 17 2.2 2.3 1.7 2.3 1.4 1.4 2.4 

Oct 17 2.3 2.5 1.9 2.3 2.1 1.5 2.5 

Nov 17 2.4 2.5 1.9 2.4 2.4 1.8 2.3 

*Excluding nationalised financial services 

Inflation 

The real wages of all local government workers have been eroded by higher than 

anticipated inflation rates since the last pay award was made. Inflation rates have more 

than doubled since the European referendum in June 2016. The current RPI rate is 4.1 per 

cent. The OBR forecasts that RPI will remain above 3 per cent in 2018. 

The Officers’ side believes that RPI remains the most accurate indicator of changes to the 
cost of living. Data collection is tied more closely to real household expenditures and RPI is 
the only measure that takes the broad range of housing costs our members face (including 
mortgage interest payments) into account.  
 

http://budgetresponsibility.org.uk/efo/economic-fiscal-outlook-november-2017/


Conclusion 

 
Local Government depends on the leadership provided by Chief Officers. The Local 

Government Association has stated that:  

 

“Great leadership from managers … is crucial to our shared vision for 

local government—efficient, accountable, reliable and changing lives for 

the better. So now, more than ever, we need to ensure our officers are 

bold and ambitious leaders; equipped to tackle these challenges and 

lead local government to make a difference, deliver and be trusted.”ix 

The Officers’ Side could not agree more. Those qualities must now be duly recognised in this 

year’s pay award. Over the last decade, Chief Officers’ pay has fallen sharply behind the rate 

of price increases and wage trends in comparable private sector roles.  Those trends have 

been exacerbated in the last twelve months.  

Chief Officers’ wages have fallen by at least 22 per cent in real terms over the last decade. 

Workloads are becoming increasingly unmanageable for many of our members, and a 

substantive pay offer would be partial recognition for the very high levels of unpaid 

overtime that this group of workers contributes to local services.  

A pay offer that breaks the public sector pay cap has now been made for all Green Book 

local authority workers. It is crucial that this principle is now applied to all local government 

staff, including those in leadership roles. We look forward to negotiating this claim with the 

Local Government Employers.  

 

 

 
 

 

“The responsibility levels have increased as have the stress levels. Chief Officers 

are asked to be creative, intuitive and increase performance all for no additional 

recognition. A pay rise for ALL Chief Officers is deserved and well overdue.” 

UNISON member 



APPENDIX 
 

GMB Survey Responses 
 
100% of respondents said their workload had increased during the last year.  

 
86% said that their stress levels had increased over the last year. 
 
52% said that their increase in workload had negatively affected their performance and a 
further 14% said they had only maintained their performance by working longer hours. 
 
71% said that the number of hours they worked had increased in the last year. 
 
90% of Chief Officers regularly work more than their contracted hours. 38% regularly work 
10 hours or more in additional hours every week. A further 38% regularly work between 5 
and 10 additional hours a week, and 14% regularly work between 1 and 5 additional hours. 
 
62% of respondents said they believed their work/life balance would be better in the private 
sector. 
 
24% of Chief Officers said they had seriously considered leaving the public sector in the last 
year. 
 
UNISON Survey Responses 
 
91% of respondents said they were contracted to work between 31 and 40 hours a week, 
but in 78% said they actually work more than 40 hours. 
 
47% of respondents said that they work 10 or more hours on top of their contracted hours 
in a typical week, without pay or time off in lieu.  
 
71% of respondents said they had too much work to do in a normal week. 

 
47% of respondents  said they ‘agree’ or ‘tend to agree’ that stress affects their job 

performance. 
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