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The new pay and reward structure was agreed by the Chief Executive and the recognised trades unions on 17 December 2007.  Personnel Committee ratified this decision on 20 December 2007.  This special edition of Team Briefing provides an update on progress, for discussion at team meetings.

Key points to discuss with your team
· The new pay and reward structure will be introduced on 1st April 2008

· All employees will automatically be given five years pay protection option – with freedom to change this to the three or four year option at a later date

· A series of roadshows will give financial and pensions advice to employees facing a pay reduction

· Back pay will be paid by cheque at signing events during April and May
· Work to introduce the new terms and conditions is under way

· Appeal hearings will start in March and are likely to take up to six months to complete 

· Evaluating jobs in the county’s schools will start in the autumn term

1. Implementation of the new pay structure

This work includes:

· Writing to all employees to inform them of the new pay scales

· Implementing the new grades from 1 April

· Providing financial advice and information to help employees select the right pay protection package for their circumstances

· Implementing the pay protection scheme

This work is on target for implementing the majority of the stage 1 job scores on 1 April.  Stage 1 jobs are jobs as they were in 2002.
Most employees will receive formal notification of their revised pay and terms and conditions during the last week of March.

Employees who face a reduction in their pay will be able to attend one of a number of roadshows being organised during April.  The roadshows will provide financial planning advice on the different pay protection options and their affect on employees’ pensions.

All employees who face a reduction in pay will automatically be placed on the five year pay protection option. This will give employees time to properly consider their financial options and to attend one of the roadshows.  Employees can, if they wish, then select the three or four year pay protection option at a later date.

2. Implementation of back pay

The pay structure agreement backdates the new pay scales for six years. However, legal action could technically still be taken by an employee who wants to make an equal pay claim based on historic payments like bonus or against the pay protection scheme.

To make sure the County Council can safeguard the money it has available to put into backpay, all employees will be asked to sign an agreement waiving any further equal pay claims before they receive a cheque for their back pay.  

This safeguard also helps employees. It means:

· The County Council can negotiate a central settlement with the tax office. This means that individual employees do not have to report the amount they have received in back pay to Revenue and Customs for any purposes
· Any back pay does not affect past Tax Credit payments
· Your tax code will not change in the future because of the back pay
The trade unions have been consulted on this issue and the County Council plans to write to all employees that will receive back pay during April. These letters will set out the amount that the County Council is offering as settlement of the back pay, equal pay claims and any other claims that may be due.  Payments will be made at a series of ‘signing events’ from late April onwards.  All payments will be made by cheque.

3. Implementation of revised terms and conditions of service

As part of the pay review, a number of terms and conditions have been changed including car allowances and holiday entitlement.

A joint management and trade union team meets regularly to review each changed term and condition. This involves:

· Reviewing and amending the County Council’s Personnel Handbook

· Developing and issuing additional guidance for managers

· Identifying and considering any specific service issues

More detailed information will be published in March as this work progresses.  Employees should be aware that current terms and conditions will remain in place until the revised arrangements have been finalised and published.

4. Implementation of additional support for employees
One of the key benefits of being able to reach agreement with the trade unions on the revised pay structure has been that the Council has also been able to agree a range of measures to support employees through this process in the longer term.  The measures that have been identified are:

· Extend the market factor supplements policy to include the NJE scheme

· Improve access to learning and development

· Put in a form of vacancy control

· Carry out a systematic review of structures and job design

Work on the first three measures is well under way and guidance will be published by the end of March.

The commitment to carry out a systematic review of organisational structures and job design came about due to issues identified during the job evaluation process.  There is a need in some areas to develop revised career grade structures that are consistent with the revised grading system and allow progression through to the higher levels.  There is also a need to review our approach to administrative and clerical roles to simplify current arrangements and to allow employees to see a future career path with the County Council.  This work is in the early stages of planning, but as a significant piece of work in its own right, it will require formal initiation through Cabinet.  Whilst some background work will go on during the next few months, it is anticipated that the project will formally be launched in July.

5. Completion of job evaluation work

Around 400 appeals have been lodged against the outcomes of the job evaluation results. The first Appeals Panel will meet on 17 March and it’s likely to take at least six months to hear all the appeals.
The new and changed jobs process is well under way and the validation of current structures, to identify all the new and changed jobs, is virtually complete.  Once the work is completed for each team, revised job scores are published.  A monthly update of revised job scores and the impact on the number of people in pay protection will be published on the Big Issues website, starting at the beginning of March. This work is likely to continue until the end of the year.

Evaluating the jobs of the 8,000 employees who work in the county’s schools will start in the autumn term. We need to have further discussions with the trade unions and with head teachers to agree how this work will be done.
The agreed pay structure includes criteria for determining which job evaluation scheme should be applied to each job.  The job evaluation team is now assessing jobs against those criteria to identify those that need to be evaluated under the Hay scheme.  These evaluations will be done internally, jointly with the trade unions, and will be based as far as possible on the information that the team already holds for those jobs.  Evaluation of these jobs will start in April.

If you have any questions on the pay and reward structure, please visit the Big issues website at www.nottinghamshire.gov.uk/bigissues or telephone 0844 980 8080.[image: image1.png]
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