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1.
OBJECTIVES

To set out the minimum terms and conditions of employment for the Leathergoods Industry as agreed by the National Joint Wages Board (NJWB) which comprises representatives of the British Travelgoods and Accessories Association and the Community, which union it is agreed represents the operatives employed in the industry and to which the British Travelgoods and Accessories Association has accorded sole rights.

2.
PERIOD
This Agreement will run from the first complete pay period after 30th September 2008 to the equivalent time after 30th September 2009.

3.
PROCEDURE

This Agreement is to be reviewed by the National Joint Wages Board not later than 31 July 2009 at a time and place to be agreed.

4.
SCOPE
This Agreement shall cover all workers engaged in the British Leathergoods Industry whether the goods produced are made of leather or alternative materials.

5.
WORKING WEEK

The normal working week shall be 39 hours between Monday and Friday inclusive.

6.
NATIONAL MINIMUM HOURLY RATE (NMHR)

The National Minimum Hourly Rates for all hourly paid employees are as follows:

Age 16
-

£4.30


Age 20


-

£5.25


Age 17
-

£4.50


Age 21


-

£5.45


Age 18
-

£5.00


Age 22 and over

-

£5.73


Age 19
-

£5.10



7.
PIECE-WORK AND INCENTIVE BONUS CONDITIONS

The NWJB encourages the use of piece-work and incentive bonus schemes to enhance and improve the productivity of the industry.  The schemes are subject to local negotiations and must satisfy the fundamental condition of:



  “Work related performance payments should be adequate to provide an incentive to improve



Operator performance whilst resulting in lower unit labour costs without reduction in quality 



Standards."

8.
DEVELOPMENT RATE

Under the Minimum Wage Act 1998 there are a number of accredited training schemes where lower rates of pay may be applicable.  Employers are not precluded from paying the appropriate minimum rate under such schemes. 

9.
OVERTIME RATES 

Operatives shall be expected to work reasonable overtime as and when required by the Management provided adequate notice of overtime is given, and that leave of absence is granted by the Management on application by operative giving acceptable reasons for his/her inability to work such overtime.

No overtime shall be paid until a full week has been worked, Vis 39 hours or alternatively the lesser hours per week for which a factory has been opened for employment.

Overtime premiums

(A)
The first two hours in any one-day:

Monday to Friday +1/3 time’s basic.

(B)
Any hours in excess of two hours worked on any one-day:

Monday to Friday + ½ time basic rate.

(C)
Where not more than two hours are worked on any one-day;

Monday to Friday, but they aggregate up to six + 1/3 times basic rate which ever is applicable.

(D)
Where this aggregate is more than six hours those hours in excess of six:

+ ½ times basic rate.

(E)
Any hours worked on a Saturday:

+ ½ times basic rate.

(F)
Any hours worked on a Sunday:

+ 1 times basic rate.

(G)
Any hours worked on Good Friday, Christmas or New Year’s Day:

+ 2 times basic rate.

(H)
Any hours worked on any one of the other Statutory Holidays:

+ 1½ times basic rate.

(I)
When by mutual agreement, another day is substituted for working on a Statutory Holiday: 

+1½ times basic rate.

10.
HOLIDAYS WITH PAY

NOTE:  The following should be read in conjunction with the “Maternity Allowance and Statutory Maternity Pay Regulations” of October 1994, the “Working Time Regulations" and the "Employment Relations Act 1999".

(a)
Annual Holidays

A total of 23 working days to be taken at follows:

(i)
10 consecutive working days to be taken between 1 May and 30 September; and

(ii)
13 working days to be taken at a whole or in parts at a time of the year convenient to the employer, but after consultation with the employee.

(b) Statutory Holidays 

Eight Statutory Holidays, namely New Year’s Day, Good Friday, Easter Monday, May Day, Spring Bank Holiday, Late Summer Holiday, Christmas Day, and Boxing Day (or alternative days agreed locally).

(c)
Holiday Year

The Holiday Year shall, by local agreement, be either:

(i)
The Tax Year 6th April to 5th April; or   

 
(ii)
The period from the date of the opening of the factory after the end of the previous Annual Holiday to the date of the commencement of the current holiday.

(d)
Annual Holidays 

It should be noted that the Working time Directive provides for an employer to be compensated where a worker receives more paid leave than was properly due to them i.e. leave proportionate to the amount of leave year worked on termination.

(e)
Absence Through Sickness or Other Incapacity

Where an employee has been absent from employment on the grounds of sickness, or incapacity from industrial injury or other causes, and if required to do so has produced a doctors statement to that effect, such absence, up to a maximum of 28 weeks, shall be disregarded for the purpose of calculating the proportional period of annual holiday pay.

The Employers’ Negotiating Committee recommend that companies should be prepared to discuss with local union representatives local sick pay schemes.

(f)
Part-Time Workers

In the case of part-time workers, statutory holiday and annual holiday payments shall be based pro rata on the number of hours normally worked by such part-time workers.

(g)
Forfeiture of Holiday Pay

Employees will be subject to normal disciplinary action unless he/she is at work until the proper closing time on the last working day during the preceding week, and returns to work at the usual starting time on the first morning he/she is required to work after such holiday, unless he/she is prevented from reporting for work owing to a bona fide sickness authenticated by medical certificate or has the employer’s permission to be absent.

(h)        Service

The word “service” in the context of the foregoing shall be interpreted in accordance with the contract of employment, but in the event of this contract being inadequate, then this shall be interpreted at follows: -

“A person is in service if the employer maintains current employment records or tax records, or if sick notes are still accepted, or if permission is granted specifically.  Nothing in the foregoing shall prevail against an official notification of termination of employment”.

11.
PAYMENT FOR ANNUAL AND STATUTORY HOLIDAYS

Holiday pay for all employees shall be calculated on average earnings, including overtime, during the periods shown below.

In the event of short time working or lay off during the periods concerned holiday pay shall be based on not less than an employee’s contractual hours, and the rate of pay for each hour of short time working or lay off shall be the employees contractual hourly rate.

(a)
Annual Holidays

The payment calculation period shall be the 6 months immediately prior to the holiday.

(b)
Statutory Holidays

No qualifying period is required for payment for statutory holiday.

The payment calculation period shall be 4 weeks immediately prior to the holiday.

12.
MATERNITY, PATERNITY, ADOPTION, PARENTAL AND DEPENDENT LEAVE


Leave will be granted and benefits and entitlements made available as determined by statute.
13.
HEALTH CHECKS

The NJWB wishes to ensure that the operatives, subject to this agreement, should have the opportunity to participate in screening checks.  In general, operatives should make every attempt to arrange such checks in their own time.  However, where this is not possible, time off at average pay rate should be given subject to maxima arranged through local negotiations.

14.
MEDICAL CONSULTANTS APPOINTMENTS
Operatives should make every attempt to make appointments in their own time.  However, where this is not possible and providing the Operative can produce written confirmation of the appointment, or subsequent recalls – time off at average rate should be given, subject to a maxima arranged through local negotiation.  

15.
BEREAVEMENT LEAVE

Not less that four days’ bereavement leave shall be granted to all adult employees, at average earnings, on the death of a parent, spouse or child and not less than two days’ bereavement leave shall be granted to all adult employees at average earnings on the death of a sister or brother and 1 day for a grand parent.

16.
DEATH IN SERVICE BENEFIT

A minimum benefit of £2,500 shall be paid to the estate of someone who dies in the service of a company, which is party to this agreement, subject to the following conditions: -

The benefit shall only apply to those who have had 2 years continuous service.

The £2,500 is payable in respect of an employee who normally has worked 39 hours per week.  Payment in respect of part-time employees would be pro-rata.  For these purposes, Death in Service means an employee who dies whilst employed by the company before the date of their retirement, whether or not their death occurs whilst at their place of work.
17.
TERMINATION OF EMPLOYMENT

The period of notice to be given by either side in the event of termination of employment shall be in accordance with the provisions of the Employment Protection (Consolidation) Act 1978 and any amendments subsequent thereto.

18.
NON-PREJUDICE CLAUSE

The rates of remuneration and conditions of employment set out herein are minimums and do not prevent payment of higher rates or better conditions of employment at the date when these decisions became operative.

19.
SETTLEMENT OF DISPUTES - JOINT STANDING COMMITTEE

The Joint Standing Committee is a small Committee of the National Joint Wages Board comprising representatives of the British Travelgoods and Accessories Association and the Community, which meet from time to time to resolve matters of common interest, including differences which cannot be settled at local level and questions of interpretation of the Agreement.

20.       ENFORCEABILITY

            Both parties accept that this Agreement is binding in honour upon them, but both expressly agree that it is not                 intended to constitute a legally enforceable Agreement between them.

            DATED THIS SEVENTEENTH DAY OF SEPTEMBER 2008.

SIGNED
RHW WILLS



SIGNED
                R BENNETT





CHAIRMAN





VICE CHAIRMAN
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COMMUNITY


THE LEATHERGOODS AND ALLIED TRADES



