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Summary 

. The purpose of this report is to provide an update to the Sub Committee on the 
progress being made on the implementation of Job Evaluation and Single Status 
since the previous update to the Sub Committee on 24 January 2007 and to 
provide an overview of the line manager enquiry process and the formal appeals 
submitted in respect of job evaluation. 

Progress Since the Last Update Report 

The Sub Committee will recall that 79 employees affected by Job 
Evaluation/Single Status were in a bonus scheme that did not contain provision to 
withdraw from the scheme. Offers to vary contracts were made to these 
employees. At the last meeting of the Sub Committee, it was reported that 66 
employees had accepted the variation offers. The remaining 13 employees had 
been issued with notices to terminate current contracts and offered new contracts 
effective from the end of their individual notice period. 

As at 15 January 2007, 5 employees had not accepted the new contract offer. All 
5 employees have since accepted the new contract offers. 

As indicated in the last report, discussions are continuing with the trade unions 
with the aim of seeking to secure a collective agreement on conditions of service. 
The trade unions confirmed that the outstanding issue which requires to be 
resolved relates to the proposals in respect of corehon-core hours. 

The trade union side has made an alternative suggestion that is receiving 
consideration alongside other possibilities. However, with over 400 different work 
patterns in place across departments, the costing of the various options has 
created a considerable workload for devolved personnel sections as well as 
corporate personnel services staff. Once the costing work has been completed 
and considered by the Corporate Management Team, a further meeting will be 



scheduled with the trade unions. 

3 Line Manager Enquiry Forms 

3.1 As an additional stage in providing employees with an opportunity to clarify the 
application of the Job Evaluation Scheme to their post, address changes that had 
affected the job since evaluation and/or duties that were not adequately reflected 
in the job evaluation outcome, the Council introduced a Line Manager Enquiry 
Form process ahead of the formal Appeals Procedure commencing. This has 
enabled enquiries to be considered and adjustments made, as appropriate, outwith 
the formal Appeals Procedure. 

3.2 To date 502 line manager enquiry forms have been received by the Job Evaluation 
Team. A breakdown of the figures is attached in Appendix 1 and identifies the 
various stages that each of the cases is at in the process. 

3.3 Now that the appeals procedure is in place, it is important that the Council 
concentrates resources on progressing the appeals received. 

3.4 Departments have been advised to submit any further line manager enquiry forms 
held by them to Personnel Services now and to provide responses/clarification on 
any active line manager enquiry forms where that has been requested. Against 
that background, the line manager enquiry process will close on 14 March 2007 
and no new line manager enquiry forms will be accepted by Personnel Services 
after that date. All forms received up to 14 March will be considered and will be 
progressed, as appropriate. 

3.5 It is intended that all line manager enquiry forms will be progressed prior to an 
appeal being heard for the specific case. This should hopefully reduce the number 
of formal appeals that will require to be heard. 

4 Formal Job Evaluation Appeals 

4.1 The appeals process formally closed on 17 January 2007 at 4.00pm. 

4.2 There have been 1259 appeals submitted, 277 of these are group appeals and 
982 single appeals. Appendix 2 provides a breakdown of the appeals received in 
the following format:- 

Figures broken down by department for both single and group appeals 

0 The top 10 evaluation reference numbers that have been appealed, identifying 
the job title of the post appealed 

0 The largest group appeals received based on the number appealing within the 
group, identifying the job title of the post appealed 

4.3 The formal training of most of the management and trade union representatives 
who will sit on the appeals panels took place in two groups on 19, 22 & 23.1.07 
and 29, 1 & 2.2.07. Alternative training is currently being sourced for 1 
management representative who did not attend the training and for replacement 
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nominees required from Education (2), Finance (1) and Chief Executives (1). 

4.4 In order that trade union representatives do not hear an appeal that they have 
been involved in, or indeed will be presenting for an appellant, trade union 
members on appeals panels have been asked to specify the cases they have/wiII 
be involved in. 

Clarification has been sought from individual trade union representatives to identify 
where there may be a conflict of interest to ensure no scheduling conflict takes 
place. 

4.5 In addition to ensuring no conflict of interest takes place in relation to trade union 
panel members, no departmental manager will hear a case from their own 
department. Arrangements have been made to restructure the appeals submitted 
and managers into their new service grouping at 1 April 2007 to ensure no conflict 
will occur in the new structure. 

4.6 The next stage of the appeals process is to schedule appeals panels to "sift" the 
appeals. This process requires the appeals panels to determine the following:- 

a) does the appellant demonstrate any of the admissible grounds, namely 

factual inaccuracy in either the inputs or the outputs of the evaluation 
process 

failure to apply the agreed local job evaluation procedure 

misapplication of the factor definitions, levels and guidance of the Scottish 
Councils' Single Status Job Evaluation Scheme. 

Appeals on the grounds of comparability with other jobs (either within the Council, 
other Councils or nationally), or appeals seeking to restore previous differentials 
are inadmissible and will be sifted out at this stage. 

b) does the appellant provide supporting evidence ? If this is not 
provided the case will be referred back to the Job Evaluation Team 
to obtain the relevant information. 

c) is there sufficient supporting evidence to arrive at a decision ? If 
this is not provided the case will be referred back to the Job 
Evaluation Team to obtain the relevant information. 

d) If an appeal has been submitted citing changes in the job since the 
evaluation was carried out, this will also be sifted out of the appeals 
process and referred back to the Job Evaluation Team for a 
re-assessment. 

4.7 The sifting panels are being arranged during the three week period commencing 
on 19 March 2007. Once the sifting process has been completed, the formal 
appeals will be able to be scheduled. 

4.8 It is intended that whilst undertaking the scheduling of appeals an assessment 
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will be made of whether a post is still subject to the line manager enquiry 
process. If this is the case, then the appeal will be scheduled later in the process 
to enable the line manager enquiry process to attempt to deal with the enquiry 
without a formal appeal hearing. 

5. Resourcing 

5.1 In order to ensure the appropriate allocation of resources to progress timeously 
with the line manager enquiry forms and the appeals process senior officers have 
reviewed the staffing arrangements within the service. 

5.2 In order to free up officer capacity within the Policy Unit of the Personnel Services 
Division, ongoing workload will be restricted to those policy reviews which are 
necessary in response to legislative or regulatory changes. Non essential policy 
reviews and development will be shelved meantime to enable those officers to 
assume responsibility for operational matters which will be transferred from the 
Operations Team. In addition, the involvement from officers from the Policy Team 
in forums such as the Employee Disability Forum, and associated working groups, 
will be limited to essential input only, 

5.3 Within the Operations Team, certain operational work will be reallocated elsewhere 
within the division to free up capacity within the team. As a result of the 
reallocation of work currently undertaken within the Operations Team, this will 
enable additional resources to be allocated to Job Evaluation associated work as 
follows:- 

0 A Senior Personnel Officer and Personnel Officer will be allocated full time to 
job evaluation related tasks. In the first instance, the focus will be on bringing 
Line Manager enquiries to a conclusion and, thereafter, the two officers will be 
involved in supporting the Job Evaluation Appeals process. 

In the short term, part of the time of one Senior Personnel Officer and one 
Personnel Officer will be utilised to assist in bringing line manager enquiries to 
a conclusion. Thereafter this Senior Personnel Officer will have a lead role, as 
at present, in reviewing structure proposals from departments and advising on 
the reconfiguration/redesign of jobs. Support for this aspect of the work will 
also be provided by one post of Personnel Officer with some input from the 
Principal Personnel Officer and Chief Personnel Officer (Operations) as 
required. 

0 

5.4 It is considered that the adjustments to workload allocation within the Personnel 
Services Division will go some way to meeting the requirements to support the 
conclusion of the line manager enquiry process and the ongoing support required 
for the Job Evaluation Appeals process. However, to achieve progress on Job 
Evaluation Appeals within a reasonable timescale and support departments in the 
work they will be doing to reconfigure and redesign services, it is also considered 
that the resource within the central personnel services team requires to be 
supplemented. 

5.5 Consequently, the Corporate Management Team has agreed that one officer, to be 
mutually agreed, be seconded from each of the Community Services, Education 
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and Social Work Departments. The focus of the work to be undertaken by these 
officers will be in relation to the Job Evaluation Appeals process and the 
redesign/reconfiguration of services. It is anticipated that the period of 
secondment will be not less than 6 months but, more realistically, will be up to 12 
months. 

6. Extension to Project Administrator and Personnel Clerk Posts 

6.1 The posts of Personnel Clerk (graded NLC 3) and Project Administrator (graded 
NLC 9) supporting the project are currently funded until March and July 2007 
respectively. However, given the significant workload which will require to be 
undertaken to clear the line manager enquiry process and to progress the formal 
appeals, it is considered necessary to extend the posts until 31 March 2008. 

6.2 It is proposed, therefore, that the costs associated with funding the posts until 31 
March 2008, namely f46,924 (inclusive of overheads) be met from recharges on a 
pro rata basis across departmental budgets. This approach has been agreed 
previously for these posts and has been endorsed by the Corporate Management 
Team for the proposed extension period. 

7. Recommendations 

7.1 The Sub Committee is asked to note the action that has been taken to reprioritise 
and reallocate duties within the central Personnel Services Division and to note the 
intention to second one officer, to be mutually agreed, from each of the 
departments of Community Services, Education and Social Work for a period of up 
to 12 months. 

7.2 The Sub Committee is asked to approve the extension of the temporary posts of 
Project Administrator and Personnel Clerk to 31 March 2008, with costs of 
approximately f46,924 (inclusive of overheads) being recharged across 
departmental budgets on a pro rata basis. 

7.3 The Sub Committee is asked to otherwise note the content of this report, the 
progress made since the last report and the arrangements in place to progress 
appeals. 

Director of Administration f f 
For further information on the content of this report please contact Iris Wylie, Head of 
Personnel Services on (01698) 302236. 
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Line Manager Enquiry - Stats 

Cases Heads FTE 

Info NOT requested but received (with JE Team) 12 24 24 

Total 

APPENDIX 1 MARCH 2007 

502 6951 5737.499 



JOB EVALUATION - FORMAL APPEALS APPENDIX 2 

280 Appeals 

526 Appellants 


