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REQUEST FOR DEPUTY MAYOR FOR FIRE & RESILIENCE DECISION — DMFD49

Title: Fire and Rescue Staff Pay Settlement 2019 —20

Executive Summary:

Report LFC-0270x to the London Fire Commissioner seeks approval from the London Fire Commissioner
for the pay settlement for Fire and Rescue Staff for 2019— 20 which has been agreed by the staff-side of
the Joint Committee for Support Staff (JCSS), GMB and UNISON, by majority vote.

The London Fire Commissioner Governance Direction 2018 sets out a requirement for the London Fire
Commissioner to seek prior approval of the Deputy Mayor for Fire and Resilience before a commitment to
expenditure (capital or revenue) of €150,000 or above as identified in accordance with normal accounting
practices.

Decision:

The Deputy Mayor for Fire and Resilience approves the expenditure of £939,000 by the London Fire
Commissioner for the implementation of the 201 9 — 20 Fire and Rescue Staff pay settlement as set out in
report LFC-0270x to the Commissioner.

Deputy Mayor for Fire and Resilience

I confirm that I do not have any disclosable pecuniary interests in the proposed decision.

The above request has my approval.

si9natuçLc>o Date:



ft.

PART I - NON-CONFIDENTIAL FACTS AND ADVICE TO THE DEPUTY MAYOR

Decision required — supportinq report

1. Introduction and background

1.1. The annual settlement date for the Fire and Rescue Staff (FRS) general pay increase is 1 April; the
effective date of the annual Salary Progression Increase (SPI) is 1 July.

1.2. For 2019/20 the original pay claim was lodged by the trade unions in May2019,
and negotiations then continued for a number of months. Following a joint meeting with the London
Fire Commissioner on 18 September2019, the pay offer set out below was proposed. The headline
offer was 2%, in line with the budgetary provision, with an additional 0.5% for the lowest paid,
similar to the 2W 9/20 Greater London Authority (GLA) pay settlement.

2. Objectives and expected outcomes

2.1. With the approval of the Deputy Mayor and Commissioner, the following pay settlement will be
implemented:

2.2. With effect from 1 April 2019 (general pay increase):

• 2% for grades Fire and Rescue Staff (FRS) E — FRS C;

• 2.5% for grades FRS 8 — FRS C; and

• FRSD as follows (as there is an overlap between the minimum of FRS D and the maximum of FRS

— 2.5% for those between the minimum of FRS D (84,751) and the maximum of FRS C
(85,107);

— for those above 85,107, the higher of 2% or an increase to the new maximum of FR5 C
(which will be £35,985); and

— in practice this means those on £35,279 or above will receive 2%.

2.3. This differential offer is to ensure that no one will end up worse off than someone else who is
currently an a lower salary.

2.4. With effect from 1 July 2019 (Salary Progression Increase (5Pm:

• SPI of up to 2.5%, i.e.:

— those on their grade maximum — zero;

— those within 2.5% of their grade maximum — to grade maximum; and

— those more than 2.5% from their grade maximum — 2.5%.

3. Equality comments

3.1. The Deputy Mayor for Fire and Resilience and the London Fire Commissioner are required to have due
regard to the Public Sector Equality Duty (s149 of the Equality Act 2010) when exercising our
functions and taking decisions. The Duty was considered at the Deputy Mayor’s Fire and Resilience
Board on 3 December2019.



3.2. It is important to note that consideration of the Public Sector Equality Duty is not a one-off task. The
duty must be fulfilled before taking a decision, at the time of taking a decision, and after the decision
has been taken.

3.3. The protected characteristics are: Age, Disability, Gender reassignment, Pregnancy and maternity,
Marriage and civil partnership (but only in respect of the requirements to have due regard to the need
to eliminate discrimination), Race (ethnic or national origins, colour or nationality), Religion or belief
(including lack of belief), Sex, and Sexual orientation.

3.4. The Public Sector Equality Duty requires us, in the exercise of all our functions (i.e. everything we do),
to have due regard to the need to:

a) eliminate discrimination, harassment and victimisation and other prohibited conduct;

b) advance equality of opportunity between people who share a relevant protected characteristic
and persons who do not share it; and

c) foster good relations between people who share a relevant protected characteristic and persons
who do not share it.

3.5. Having due regard to the need to advance equality of opportunity between persons who share a
relevant protected characteristic and persons who do not share it involves having due regard, in
particular, to the need to:

a) remove or minimise disadvantages suffered by persons who share a relevant protected
characteristic where those disadvantages are connected to that characteristic;

b) take steps to meet the needs of persons who share a relevant protected characteristic that are
different from the needs of persons who do not share it; and

c) encourage persons who share a relevant protected characteristic to participate in public life or in
any other activity in which participation by such persons is disproportionately low.

3.6. The steps involved in meeting the needs of disabled persons that are different from the needs of
persons who are not disabled include, in particular, steps to take account of disabled persons’
disabilities.

3.7. Having due regard to the need to foster good relations between persons who share a relevant
protected characteristic and persons who do not share it involves having due regard, in particular, to
the need to:

a) tackle prejudice; and

b) promote understanding.

3.8. An Equality Impact Assessment (EIA) was undertaken on 25 November 2019. The impact assessment
found positive and neutral impacts identified in respect of the differential pay offer (2% and 2.5%).
The fundamental positive impact is in respect of people on low income, in that an extra 0.5% is being
paid to the lowest paid FRS staff. Whilst low income is not a protected characteristic, those on low
income are one of the additional groups identified in the LFC EIA as meriting an impact assessment.

3.9. Table 1 below sets out the race/sex/staff with disabilities composition of the workforce by grade
groups in light of the additional 0.5% being paid to FRSB and FRSC staff, and those FRSD staff within
the FRSC overlap. FRSD staff have been treated separately in the table as under the pay offer, they
will be receiving a pay award of between 2% and 2.5% depending on their position within the
FRSD pay band.

3.10. It will be seen that the additional 0.5% has a negligible impact in terms of sex, with the percentage of
women in the FRSB/C and FRSE/G bands broadly mirroring that of the FRS workforce as a whole. It is
in the FRSD band where women are less well-represented. However, there is a strong impact in terms



of race as SAME staff are significantly more highly represented within the FRSB/C band (38.4%)
compared to the FRSE/G band (17.0%). A higher proportion of FRS SAME staff will therefore be
receiving the additional 0.5%, however this is because SAME staff have a higher representation
amongst the lower paid FRS grades. There is a smaller, but discernible, similar impact
amongst FRS staff with disabilities who are more highly represented within the FRSB/C band (16.5%)
compared to the FRSE/G band (10.7%). A higher proportion of FRS staff with disabilities will be
receiving the additional 0.5%, however again this is because staff with disabilities have a higher
representation amongst the lower paid FRS grades.

3.11. Table 1 — Race/sex/staff with disabilities composition of (a) FRSB/FRSC; (b) FRSD; (c) FRSE/FRSG;
and (d) Total ERS workforce (as at 31 October 2019). Percentages shown are those of the total
workforce within the given grade range.

taff with BAME White Race not Female Viale fotal
jisabilities known

FRSB/FRSC 38 135 fll 3 96 56 52
:16.5%) :38.4%) 59.9%) 1.7%) :5s•7% :443% 100%)

FRSD 16 58 35 I 34 120 04
:12.7%) :33.3%) :66.2%) :0.5% :41.2%) :58.8%) 100%)

FRSE/FRSG 29 16 220 5 143 128 Ui
:10.7%) :17.0%) $1.2%) :1.8%) :52.8%) :47.2%) :100%)

rotal 113 249 366 12 123 104 327
:13.7%) :30.1%) :68.4%) :].5% :51.1%) :42.9%) 100%)

3.12. The report recommends approval and implementation of a proposed FRS pay settlement which
supports continued fair employment. The minimum FRS rate (increasing from £13.53 to £13.86 per
hour) will continue to be above the London Living Wage (recently increased to £10.75 per hour). The
LFC’s lowest paid 5taff are the Business Apprentices who are paid at the London Living Wage rate, a
commitment within the LFC’s pay policy (PN821).

4. Other considerations

Strategic drivers

4.1. Approval of the proposed pay increase, and adherence to the annual uprating of salaries, is consistent
with Pillar 1 of the Mayor’s Good Work Standard, Fair Pay and Conditions. The LFC meets the
‘Excellence’ criteria 1.5 within this Pillar, as it applies a London premium to its employees to reflect
higher pay rates and the costs of living in London. The separate London Weighting allowance was
consolidated into basic pay in 2011, but this London premium still exists as a consolidated sum. This
would be eroded if annual pay increases were not applied.

4.2. The proposed pay settlement maintains comparability with the GLA: the settlement is identical to the
201 9/20 CLA pay settlement of a headline 2%, with an additional 0.5% for the lowest paid.

4.3. The LFC recognises the importance of having good industrial relations, as stated in the 2017 London
Safety Plan. Part of this is the commitment to annual pay bargaining with the recognised FRS trade
unions.

Workforce

4.4. On 5 November2019 the GMB Branch Secretary notified the Assistant Director People
Services (ADPS) that the JCSS Staff Side had met on 30 October 2019, and a re5olution to accept the
pay offer had been carried. This was on a majority vote, with GMB accepting the resolution, and



UNISON voting against. The notification also advised that UNISON would be holding a branch
meeting on 11 November to consider a ballot for strike action. Officers were subsequently advised
that the UNISON branch meeting had voted to take the next steps in organising such a ballot: a
‘consultative’ ballot of UNISON members is currently being conducted to see if their members wish to
hold a full statutory strike action ballot. That ballot has been held, with insufficient numbers voting
for industrial action.

4.5. This is the first occasion that officers can recall when both trade unions have not respected the
outcome of the joint Staff Side meeting to vote on the pay offer. The breakdown of this arrangement
has put the Brigade in a difficult position as ordinarily an employer would not implement a pay offer
when an independent trade union is contemplating industrial action in connection with that
offer. GMB has however been extremely insistent that the Brigade should now be implementing
the pay increase based on the majority JCSS Staff Side decision.

5. Financial comments

5.1. Report LFC-0270x recommends the approval and implementation of the pay offer made to Fire and
Rescue Staff. This includes the provision of an additional 0.5% for FRS B and FRS C staff, at a total
additional cost of £72,000. If agreed this additional cost will be included as part of the regular
financial position reporting and also as part of the budget process for future years.

Budgetary impact

5.2. The estimated budget for a 2% pay award for FRS staff in 201 9/20 is £867,000. Provision of an
additional 0.5% to FRS B and FRS C staff (and FRS D staff within the FRS C overlap) increases the
budget requirement to £939,000, an increase of £72,000.

5.3. There is a notional budget for the SPI based on a 2.5% increase, however the actual funding for this is
generated through staff turnover.

5.4. The proposed pay increase will be funded from the Commissioner’s existing budgets. No further
funding from the Greater London Authority is required.

6. Legal comments

6.1. Under section 9 of the Policing and Crime Act 2017, the London Fire Commissioner (the
“Commissioner’) is established as a corporation sole with the Mayor appointing the occupant of that
office. Under section 327D of the GLA Act 1999, as amended by the Policing and Crime Act 2017, the
Mayor may issue to the Commissioner specific or general directions as to the manner in which the
holder of that office is to exercise his or her functions.

6.2. By direction dated 1 April 2018, the Mayor set out those matters, for which the Commissioner would
require the prior approval of either the Mayor or the Deputy Mayor for Fire and Resilience. Paragraph
(b) of Part 2 of the said direction requires the Commissioner to seek the prior approval of the Deputy
Mayor before “[a] commitment to expenditure (capital or revenue) of £1 50,000 or above as identified
in accordance with normal accounting practices...”. The Deputy Mayor’s approval is accordingly
required for the London Fire Commissioner to incur the expenditure set out in the recommendation to
this report.

6.3. The statutory basis for the actions proposed in this report is provided by the Fire and Rescue Services
Act 2004, under which the Commissioner must secure the provision of personnel and may take any
action they consider appropriate to do this.



Appendices and supporting papers:
Appendix 1: LFC-0270x — ‘Fire and Rescue Staff (FRS) Pay Settlement 2079—20’



Public access to information
Information in this form (Part 1)15 subject to the Freedom of Information Act 2000 (FOl Act) and will be
made available on the GLA website within one working day of approval.

If immediate publication risks compromising the implementation of the decision (for example, to complete
a procurement process), It can be deferred until a specific date. Deferral periods should be kept to the
shortest length strictly necessary. Note: This form (Pad 1) will either be published within one working day
after approval or on the defer date.

Part 1 Deferral:
Is the publication of Part 1 of this approval to be deferred? NO
If YES, for what reason:

Until what date: (a date is required if deferring)

Part 2 Confidentiality: Only the facts or advice considered to be exempt from disclosure under the FOl
Act should be in the separate Part 2 form, together with the legal rationale for non-publication.

Is there a part 2 form — NO

ORIGINATING OFFICER DECLARATION: Drafting officer to
confirm the
following (V)

Drafting officer
Ricftr1Jeay has drafted this report with input from the LFC and in accordance with V
GLA procedures and confirms the following:

Assistant Director/Head of Service
MrtimCIrk has reviewed the documentation and is satisfied for it to be referred to V
the Deputy Mayor for Fire and Resilience for approval.

Advice
The Finance and Legal teams have commented on this proposal. V

Corporate Investment Board
This decision was agreed by the Corporate Investment Board on 6 January 2020.

EXECUTIVE DIRECTOR, RESOURCES:
I confirm that financial and legal implications have been appropriately considered in the preparation of this
report.

Signature
- _e. Date ci i. c90
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