BR 15/2016


Hello, 

You are receiving this email because we believe you are a Napo member working as a VLO. If these details are incorrect please contact membership@napo.org.uk to change your details. 

I am aware that the divisions have shared the outcome of the job evaluation process and for some this will be a difficult time. Our members around England and Wales are in various different situations as a result so please skip to the section of this email that describes you for specific advice about what to do next. This email will also be copied to your local Napo Branch Chair so that you can access local representation. 

For VLO members who are PSOs currently being paid at Band 4 

We are advising you to submit a formal appeal against the outcome of the Job evaluation if you disagree with it. You need to do this within 20 working days of the notification of the outcome. Full guidance on appealing is at the end of this email, you need to look at section 9.4 which details the grounds for appeal. You may wish to submit your appeal as a team, this is fine as long as you are all in the same situation (i.e. PSOs currently paid at Band 4). You will need to look carefully at the rationale and scoring for the process and then find any anomalies in terms of the grounds for appeal at section 9.4. I am happy to bring together all of the appeals from individuals and/or teams in this situation and submit them collectively but it is very clear from my contact with members so far that you are the experts in your job role and are therefore better placed to make the arguments. If you do want me to submit your appeal please send to me at klomas@napo.org.uk no later than 22/3/16. 

For VLO members who are POs 

Although you may also wish to submit a formal appeal you need to submit this separately to any colleagues who are PSOs being paid at Band 4. Some of the reasoning behind your appeal may be the same but the impact on both groups is different and therefore the appeals need to be separate. You should use the appeal process as described below and make an appeal based on the grounds at section 9.4. You can appeal jointly with any colleagues in the same situation. I am happy to bring together all of the appeals from individuals and/or teams in this situation and submit them collectively but it is very clear from my contact with members so far that you are the experts in your job role and are therefore better placed to make the arguments. If you do want me to submit your appeal please send to me at klomas@napo.org.uk no later than 22/3/16. 

Please get in contact if you need further support, remember that your local branch representatives can also support you.

Regards, 

Katie Lomas

National Vice-Chair

APPENDIX


9. APPEALS  - this is the relevant section extracts, with '..........' Denoting where I've cut sections: 

This appeals procedure relates only the outcome of the Job Evaluation process of pay banding. Any other queries or concerns should be addressed via the appropriate NOMS/NPS or CRC procedure, whichever is appropriate. 

9.1. Governance and Composition of Appeals Panels: 
......... 

9.1.2 Any other queries or concerns raised by members of staff should be addressed through the appropriate procedure. The substance of appeals raised through the JE Appeal Procedure cannot also be raised elsewhere (e.g. grievance procedure). 
.......... 

9.2. Terms of Reference for Appeals Panels 

9.2.1. An appeals panel will be convened to conduct the formal appeals hearing.  (See section 8 for the Informal Stage) 

9.2.2. The panel will only be convened when all other procedures, as set out in this JE User Guide have been exhausted 

9.2.3. The appeal should be heard by the joint panel which will: 
- Apply the procedure exactly as for the original evaluation; 
- Consider whether the new information/representations change the original evaluation. 
- Complete a new evaluation form 

9.2.4. The purpose of the meeting is to enable panel members to fully understand the reason for the appeal and clarify any areas of misunderstanding. 

9.2.5 A written note of proceedings is required for future reference 

9.2.6 The appellant(s) and her/his TU representative or workplace colleague should not be present when the actual re-evaluation takes place. 

9.2.7 The appellant(s) should be notified in writing as soon as possible of the outcome of the formal appeal, normally 20 working days of the date of the hearing. 

9.2.8. The decision of the Appeals Panel will be final 

9.3. Summary 

There are two situations in which an employee or group of employees may wish to appeal against or seek review of the pay banding of their jobs: 

(A)  Disagreement over the evaluation of their job(s). 
.............. 

9.4. Grounds for Appeal 
An employee (or group of employees) may appeal against the evaluation of their job on one or more of the following grounds: 
- Insufficient or otherwise inadequate information was available to the panel which undertook the initial evaluation of the job; 
- The available job information was misunderstood or misinterpreted by the evaluation panel; 
- The job is significantly different from that which was evaluated. 
................ 
9.4.1. Formal Appeal 
- If the employee’s dissatisfaction is not resolved or the request withdrawn as a result of the informal meeting, the formal appeal must take place within 20 working days of the informal review date, unless agreed otherwise because of unavailability, sickness etc. 

Formal Appeals should be heard by a joint panel of at least three members which must include a Chair.  ...........and the Panel should include at least one representative from the recognised trade unions and at least one member of the original panel involved with the evaluation of the job. 

The panel will: 
- Apply the procedure exactly as for the original evaluation; 
- Consider whether the new information/ representations provided / presented change the original evaluation; 
- Complete a new evaluation form. 

The Chair will be responsible for keeping a written record of proceedings and ensure that the appropriate formalities are observed. The Chair is responsible for leading the Panel to a consensus decision and will sign the formal letter advising the appellant of the outcome of the appeal. 

If the Appeal Panel exceptionally fails to reach a consensus, it should go back to the appropriate HR Team for a new Appeal panel to be convened following the same procedures as above. 

The appellant may make oral or written representations to the panel, either in person or through a trade union representative or workplace colleague if desired. 
The representative may speak on behalf of the appellant. The purpose of the oral representations is to clarify the issues. The panel may ask questions. The appellant and representative should not be present when the actual re-evaluation takes place. 

The appellant should be made aware from the outset that possible outcomes are: 
- The job score remains unchanged 
- The job score goes up but no change to pay band 
- The job score goes up with a corresponding increase in pay band 

- The job score goes down but no change in pay band 
- The job score goes down with a corresponding reduction in pay band 

9.4.2. Notification 
The Chair of the panel will notify the appropriate HR Team of the outcome. 
Notification of the outcome should be in writing, normally in the form of a new evaluation form (Appendix 2) within 20 working days of the date of the hearing. 
Any subsequent formal variation to the terms and conditions should be handled in the normal way. 

9.4.3. Implementation of outcome 
Where the appeal results in a change of banding with consequent changes to salary then this should be implemented from the date at which the changes to the role were deemed to be effective.  This should already have been agreed between the job holder and the line manager, prior to the submission of the appeal. 
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