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The Single Status Agreement 

London Borough of Islington

March 2007 

Updated Aug 12 (pay increase)
1.
INTRODUCTION

This document has been jointly drawn up with the trade unions to put forward the council’s approach to the achievement of harmonisation of terms and conditions for all its employees in accordance with the 1997 national Single Status Agreement and forms the basis of the London Borough of Islington Single Status Collective Agreement (hereafter referred to as the ‘Agreement’) which should be adhered to by all relevant parties.  Any future variations will be subject to further consultation arrangements.

Within this Agreement are the detailed benefit and payment arrangements applicable to all employees of the council whose contract of employment falls under the remit of the National Joint Negotiating Committee for Local Government Services (know as the Green Book).  This incorporates employees who were previously employed under the national negotiating arrangements for former APT&C Staff and Manual and Craft Workers.  

This Agreement excludes those employees who are outside the scope of the National Joint Negotiating Committee for Local Government Services, including, Youth and Community workers, Soulbury staff, Teachers and Chief Officers.  It also excludes agency staff that are engaged by the council from time to time.

School based employees whose terms and conditions fall under the National Joint Negotiating Committee for Local Government Services are also subject to this Agreement.  (See appendix 7 attached to follow) 

This Agreement acknowledges the relevant national agreement as the National Joint Council for Local Government Services as amended by this local Agreement, or as varied, altered or amended from time to time by local collective agreements made in conjunction with the London Borough of Islington and/or any of the council's departments and recognised trade unions.

This Agreement and its appendices supersede previous council and service level agreements which refer to the pay and conditions of the council employees identified within the scope of the national agreement.

2. 
SCOPE


This Agreement is between the London Borough of Islington and the three signatory Trade Unions, UNISON, GMB and T&GWU.  The Agreement will apply only to employees covered by the National Joint Council for Local Government Services (Green Book) who are affected by the changes to pay and conditions resulting from the Single Status Agreement.

Unless otherwise stated, it is intended that the proposed changes to service conditions as outlined in this document will be applicable with effect from 1st April 2007.  The council acknowledges that should the trade unions wish to make a case for any other operative dates it will consider such representations on a case-by-case basis and that the trade unions reserve the right to pursue, under this section of the Agreement other forms of statutory action, that they consider appropriate, if agreement cannot be reached with all the parties concerned.   

3. GUIDING PRINCIPLE

The guiding principles which underpin this Agreement, in line with the principles of the national agreement, are as follows:

· delivery of a range of quality services for the community 

· ensuring an effective, efficient and flexible workforce in the delivery of these services 

· recognition of the importance of equal pay for like work and work of equal value

· ensuring council employees are well paid, trained and motivated.

The above will be in the context of an open and transparent process for determining pay and conditions within a clear, consistent framework which is easy to administer.  The agreement is also within the context that it is affordable and provides value for money.

This Agreement is at the limit of what the council has allowed for in the 2007/08 budget for this cost of implementing single status.  Any changes that are made to it resulting in further costs will need to be balanced by ones that make a corresponding saving elsewhere. 

This agreement supports and enforces the One Islington agenda in respect to its employees and furthers the council’s commitment to becoming an Employer of Choice. 

4
AREAS COVERED IN THE AGREEMENT

In line with the 1997 national Single Status Agreement, this local Agreement covers the following areas:

· Pay and Grading

· Working Arrangements

· Learning and Development 

5
PAY AND GRADING

5.1
Job Evaluation 
All job roles relating to employees under the remit of this Agreement will continue to be evaluated under The Greater London Provincial Council Job Evaluation Scheme (GLPC).  This scheme is recognised by all parties subject to this Agreement as being able to provide a common basis for the grading of jobs in accordance with prevailing equal pay legislation.

Details of the scoring and grading arrangements are attached as Appendix 1 to this agreement.
5.1.1 Training

All parties subject to this Agreement will be able to nominate candidates for training both in applying the scheme and in equality awareness in connection with the scheme.  This training will be arranged by Human Resources in accordance with London Councils requirements as and when the need arises for employees / trade union members, who are required to be trained in the scheme.

5.1.2 Job Evaluation Process

All roles, subject to this Agreement, will be supported by a job description and person specification and evaluate d in accordance with the council’s existing procedures.  All former Manual Worker jobs have been evaluated under the GLPC job evaluation scheme and will be move from spot salaries to the appropriate salary scale on the effective implementation date.  

The council makes a commitment that all roles within scope of this agreement should be evaluated under the Greater London Provincial Council job evaluation scheme and that this should be carried out under a rolling programme of evaluations by December 2008.  At the time of signing this Agreement one third of roles (1000 posts) have been so evaluated.

Under the scheme employee can appeal the grading of their post.  Details of the review/appeals process are attached as Appendix 2 to this agreement.
5.1.3 Job Families

To work jointly following the implementation of the Agreement to develop job families: grouping together roles and responsibilities across the council to ensue more transparency both within and across departments.

5.2
Salary Scale


The existing salary scale has been revised.  The changes to the scale include:

· the deletion of the existing scale one which has the affect of making the minimum salary level at spinal column point 10 (currently £16,116) and 

· the removal of some overlaps and gaps in the existing scale, which has affect at: 

· PO1 first point SCP 34 instead of SCP 33 

· PO2 first point SCP 36 instead of SCP 35 

· PO6 first point SCP 47 instead of SCP 46 and this grade extends to SCP 50 instead of SCP 49. 

This revised scale provides:

· A more even distribution of spinal column points within each grade

· Reduced overlapping between the grades 

· Utilises SCP 50 (currently not attached to a grade)

A copy of the revised salary scale is attached as Appendix 3 to this Agreement.

Employees, where appropriate, will be moved onto the revised salary scale on the effective implementation date.

Progression through the relevant salary scale will be subject to receiving a positive appraisal outcome.  Employees who receive an overall appraisal outcome of ‘did not meet requirements’ may not be entitled to an increment on 1st April.  Such employees who subsequently receive a positive rating during the mid term appraisal will be entitled to the withheld increment effective from 1st October in that year.  It is anticipated that the appraisal scheme will be subject to further review and consultation.

Pay progression for new employees will be subject to a satisfactory probationary report.

All linked / career grade must have clear progression criteria which must be met before progression to the next grade is allowed.

The existing arrangement for accelerated increments will continue to apply and threshold payments will be extended to senior officer grades in the first instance.  Both of these forms of incremental progression will be subject to a joint review process. 

From time to time there may be job roles within the council that under normal circumstances would take no more than a year to reach maximum competency levels.  In such cases incremental progression will be limited to a maximum of two incremental progressions points.  The designation of such roles will be in agreement with the trades unions and would normally entail a simple task.  An example of such a role would be someone employed on a permanent basis to make tea / washing up in a day centre.

To ensure training and development opportunities at the council for those such as young people seeking to gain work experience a separate training and development pay range is attached as Appendix 4 to this Agreement.

5.3 
Allowances

In order to ensure equality and fairness and also compliance with equal pay/value legislation, the tasks and responsibilities previously associated with bonus schemes / allowances have been taken account of in the job evaluation process.  Allowances will only be paid, where they can be objectively justified in line with prevailing employment case law and continues to address business / service needs.  All such allowance should be regularly monitored jointly and reviewed.  For details of the agreement on allowances see Appendix 5 to this Agreement.

5.4 Enhancements

Percentage enhancement to pay will cease, unless objectively justified, with effect from the implementation date.  Pay protection arrangement, if applicable, will be as at paragraph 5.7 below.

5.5
London Weighting/Allowance


London Weighting/Allowance is assimilated into the single pay spine attached as Appendix 3 to this Agreement.

5.6
Pay Arrangements

All employees will continue to be paid monthly through the BACS system.  The allowance of .22p a month paid to long serving, including former Manual Workers, will be discontinued with effect from the implementation date (or a later date not exceeding three months from the implementation date if subsequently agreed by all the parties to this Agreement).

5.7
Pay Protection

Pay protection arrangements will follow the existing council policy: that the salary (including grade and allowances) is protected/ frozen on a limited mark time basis.  This will exclude any cost of living pay increases, but include other entitlements linked to grade.

The cost of living increase negotiated for 2007, however, will be excluded from the above agreement.

5.7.1 Pay Protection Review Arrangements

In order to ensure that the pay protection arrangements do not perpetuate pay differences that are unsustainable in equal pay terms, pay protection will be limited and subject to review at the end of a three year period.  Roles that are the subject of downgrading, or the loss of allowance(s) (excluding Bank Allowance) as a consequence of this Agreement may following discussion with the relevant parties (i.e. postholder, manager and trade union representative), seek if possible, to review the role to minimise any potential reduction in pay.  This will be undertaken on a case-by-case basis, with the consent of all the relevant parties.

Pay protection will automatically cease if:

· The employee is appointed to another job within the council at a higher grade (including secondments)

· The post is re-evaluated to a higher grade; or

· The employee is redeployed to a higher grade.

5.7.1 Pension arrangements

Certificates of protection for pension purposes will be issued to employees who suffer a decrease in pay and who are in receipt of a pay protection allowance.  This will provide some protection of pension benefits for employees who are within 10 years of their retirement date.  Further clarification will be provided on a case-by-case base from the Pension’s Section on request.

5.8
Assimilation arrangements


Those employees on former manual grades will be assimilated onto the minimum point of the new grade.  If the minimum point of the new scale is less than the employees existing basic pay plus allowances (but excluding overtime and other weekend working enhancements) the assimilation point will be to the next nearest spinal column point on the scale.

5.9
Increases to pay and allowances 

Unless otherwise stated increases in pay and allowances will be in line with those determined nationally by the National Joint Council for Local Government Services, regionally by the Greater London Provincial Council or locally by the council.

5.10
Equal Pay Audit

The council is committed to undertaking an Equal Pay Audit every two years to ensure that all arrangements for pay and remuneration are equitable and non discriminatory.  This will be conducted in accordance with the Equal Opportunities Commission framework.  

The first audit will be conducted in October 2007 for council based staff and February 2008 for the relevant school based employees. 
6
WORKING ARRANGEMENTS

6.1
 Working Patterns

The council is committed to improve the flexibility of service delivery to meet the needs of the local community and also provide employees with a greater opportunity for ‘Work Life Balance’.  Consequently the council acknowledges a variety of working patterns to suit both individual and service needs.  See Appendix 6 for the working time arrangements that are available to employees to support this. 

6.2 The Working Week

The standard working week (Monday to Friday) will remain at 35 hours for those within scope of this Agreement which was harmonised on 1st April 2004.

The hours that employees work will normally be between the hours of 7:00am and 8:00pm subject to the requirements of the service.  Employees may have their starting and ceasing times altered by mutual agreement between the employee and the relevant manager, depending upon the needs of the service.

When negotiating individual working hours, the relevant manager should ensure adequate staffing in their areas of responsibility to enable the work to be carried out effectively and efficiently.  The manager should also attempt to meet the non-work needs of the employee.

Where there is a proposal to change starting or ceasing times for all employees in a section, the relevant manager should consult with the employees concerned or trade union representatives in order to seek agreement about the new arrangements. Implementation arrangements, a trial period and review process should form part of any agreement.

6.3
Overtime and other arrangements

Employees who are required to work overtime or non-standard patterns of work shall be compensated in accordance with the provisions set in Appendix 6 to this Agreement.

6.4 Annual Leave

To increase the basis annual leave entitlement for all employees, irrespective of grade, within scope of this Agreement, to 25 days.

To grant 5 days local government long service after 5 years service for those joining the council from 1st April 2007.

That the annual leave year should run from 1st April to 31st March in the following year and that subject to the agreement of the manager and the needs of the service, up to 5 days (and in exceptional circumstance 10 days) can be carried over into the next leave year and taken by 30th April in that year.

For part time employees all leave is pro rated.

The existing arrangements for extra statutory / privilege days remain unchanged.

7. LEARNING AND DEVELOPMENT
7.1
Introduction

The council and trade unions are committed to learning and development opportunities for all employees which includes:

· Induction 

· Update Training

· Personal Development

· Retraining

· Foundation Courses/Basic Skills Training

· Career / Professional Development 

· Information and Systems Training

· Positive Action Training

· Diversity Training

· Health and Safety Training
7.2
Learning and Development Strategy

The council’s workforce development strategy plays an essential part in helping to provide the framework to support corporate, service and individual development.  Working with the trade unions it is based on ensuring the council adheres to the following principles:

· a well-trained, flexible committed workforce, with every employee having a right to equal and fair access to appropriate learning and development, provided in line with corporate objectives and within available resources and the constraints of delivering the service 

· the need to constantly respond to central government’s requirements of local government, as well as to the needs of our local communities, through continuous improvement 

· the Learning and Development Strategy and the resulting programmes being driven and informed by the council’s desire to achieve value for money in everything that it does

· working with partner organisations and the wider community.

The council is committed to encouraging self-development and life long learning through:

· Basic/core / skills for life training

· Achievement of national standards (where they exist)

· Attainment of any NVQ/national/ professional/post graduate/qualification in accordance with a Management Development Framework

· European Computer Driving Licence – development of e-skills

· Core equalities training

· Secondments

· Mentoring

· Job coaching

· Talent management

· Appraisal training 

· Training for supervisors and line managers

· Middle mangers training

· Use of the flexi-centre

· Other relevant professional / personal development opportunities

7.3
Personal Development

The council with the support of the trade unions is committed to ensuring that employees make the most of learning and development opportunities available within the council. 

All employees should have a learning and development plan that forms part of the appraisal process and should contribute to the service goals and be agreed with the line manager as part of this process.  Each employee is entitled to an annual appraisal (April / May) followed up by a mid-term appraisal (October / November).  The appraisal should include service / personal objectives as well as the Ways of Working (WOWs). 

A wide range of learning resources is available to support personal development – from workshops and courses, to e-learning, books and videos.  In addition there are a number of resources available in the Flexicentre to assist self-managed learning. 

All employees whether full time or part time, are entitled to five days learning and development per year, (pro-rat’ed for part time staff) which can be obtained through a variety of methods. These include the use of the Flexicentre, conferences, seminars, away days, sharing learning projects, formal training courses, development programmes, on the job coaching / mentoring, update sessions and cascading information. 

8.
GENERAL

8.1 Other terms and conditions

All other terms and conditions will remain unaltered by this Agreement.  

8.2 Employee Benefits

The council will continue to promote a range of employee benefits that will be open to all employees within scope of this Agreement.

8.3
Review of the Agreement

In order to ensure that this Agreement meets needs of the council in delivering an effective and efficient service to the local community and the needs of its employees, items in this Agreement are subject to review as and when deemed appropriate.

8.4
Amendments to the Agreement

Changes to this Agreement may be made as a result of prevailing legislation or good practice advice from appropriate national / local government bodies or professional organisations.

Termination or revisions to any element of this Agreement may be presented by either party and should be in writing giving at least three month’s notice.

8.5
Trade Union Arrangements


To undertake a review of the existing trade union negotiation and consultation arrangements.

9
CONCLUSION

This paper outlines the principles by which the council, in agreement with the trade unions will achieve the harmonisation of terms and conditions in line with the Single Status Agreement. 

Single Status Agreement 
Signed
___________________________
Date
_____________________

(on behalf of the London 

Borough of Islington)

Signed
___________________________
Date
_____________________

(on behalf of GMB)

for the London Borough of Islington)

Signed
___________________________
Date
_____________________

(on behalf of Unison) 

for the London Borough of Islington)

Signed
___________________________
Date
_____________________

(on behalf of Unite)

for the London Borough of Islington)

Single Status Agreement

List of Appendixes to the Agreement

	Content


	Appendix Number

	GLPC JE scheme scoring and grading arrangements 


	1

	GLPC JE scheme review/appeals process 


	2

	Revised salary scale
	3



	Training and development pay range 
	4



	Allowances 


	5

	Working Arrangements


	6

	CEA
	7



	List of Benchmark 
	8




Appendix 1


Greater London Provincial Council Job Evaluations Scheme

Points to Grading Relationship

	Points
	Grade
	Scale Points
	(£) Salary Range 2006

	Up to - 338
	Scale 2
	10-13
	16,116 – 17,616



	339-379
	Scale 3
	14-17
	17,895 – 18,927



	380-419
	Scale 4
	18-21
	19,326 – 21,084



	420-461
	Scale 5
	22-25
	21,552 – 23,337



	462-496
	Scale 6
	26-28
	23,994 – 25,395



	497-533
	SO1
	29-31
	26,277 – 27,807



	534-558
	SO2
	32-34
	28,536 – 30,030



	559-585
	PO1
	33-36
	29,262 – 31,320



	586-610
	PO2
	35-38
	30,594 – 32,961



	611-637
	PO3
	38-41
	32,961 – 35,592



	638-662
	PO4
	41-44
	35,592 – 38,088



	663-689
	PO5
	44-47
	38,088 – 40,578



	690-714
	PO6
	46-49
	39,738 – 42,231



	715-740
	PO7
	51-54
	43,914 – 46,500



	741-766
	PO8
	55-58
	47,412 – 50,106



	767-792
	PO9
	59-62
	51,003 – 53,706



	792 +
	PO10
	63-66
	54,612 – 57,555





Appendix 2

GREATER LONDON PROVINCIAL COUNCIL

JOB EVALUATION SCHEME
LOCAL JOB EVALUATION REVIEW / 

APPEALS PROCEDURE

February 2007

Job evaluation Review / Appeal Procedure

1
Introduction

This document sets out the process for appeals arising from a job being evaluated under the Greater London Provincial Council Job Evaluation Scheme.  The emphasis in the first instance is on reviewing the evaluation in an informal process but if the postholder is still dissatisfied than a formal appeal may be lodged.

2 Scope of the Procedure

If an employee is not satisfied with the evaluated grade of a post after either a management or personal request for re-grading, they may, within four weeks of the original evaluation, request in writing, for the grade to be reviewed.

Where a number of employees are appealing and are in the same job these will be group together in a class action appeal.

3 Review Panel

In the first instance a review panel should consider the grading.  This will consist of:

· 1 x HR representative (trained in the scheme)

· 1 x TU representative (trained in the scheme)

Following discussions the jobs should be sent for re-evaluation with comments from both sides given to the evaluator.  If the employee is still dissatisfied with the grading following this review, they may lodge a formal appeal.  This should be lodged within 4 weeks of the re-evaluation outcome.

4 Formal Appeal Process

Form JE3 – Completed by the Appellant

The employee (appellant) must complete form JE3 and provide the reasons for their appeal.  The form should be attached to an email and sent to HR Express.  The email should also include the name of any representative that they wish to be included in any correspondence.

Employees may find the guidance on job evaluations and writing job descriptions on the HR intranet site useful to prepare their response as this section described the factors that are used to evaluate of posts at the council.  See: http://izzi/Employment/ManagingPeople/expanding%5Fmy%5Fteam/job_descriptions_person_specifications.aspx
When form JE3 has been received, the appeal will be acknowledged via email.  Further information may be requested and the appellant must submit this within 15 working days of the e-mail request or the appeal will not be heard, unless there are sufficient mitigating circumstances, which are agreed by the Employer of Choice Manager.

Form JE3 – Completed by the Appellant’s Line Manager

The appellant’s line manager and departmental HR Business Partner will be notified that an appeal has been lodged and sent a copy of form JE3.  The appellant’s line manager will be asked to give a response to the grounds of the appeal on form JE3 and also asked to submit the following information:

· Current Job Description + Current Structure Chart


· New Job Description + New Structure Chart, if changed

· Job Evaluation for New Job Description

If management agrees before the formal appeal hearing that the post is graded too low, the appeal would end and the job description should be revised by the manager and then sent to HR for evaluation. 

The completed form JE3 and accompanying paperwork must be returned to HR within 15 working days unless there are sufficient mitigating circumstances, which are agreed by the Employer of Choice Manager, or the appeal may proceed without management input.  This would mean management having to honour the decision of the appeal panel, including increased salary for the appellant, if found in the appellants favour.

The appeals panel will consist of:

· 1 x Management representatives

· 1 x Trade Union representatives

· 1 x HR representative / notetaker (who also will take the role of Panel Chair)

All panel members should be trained in the scheme.

In addition to the panel, the following will be involved:

· Appellant and representative and 

· Line manager and HR representative (the primary role of HR is confirm the decisions and scores made on the evaluation)

Copies of the paperwork will be e-mailed to all those involved with the panel at least 3 working days before the hearing.

Papers to be supplied to all panel members:
· Current Job Description + Current Structure Chart


· New Job Description + New Structure Chart

· Job Evaluation for New Job Description

· Application Form for Regrading (Appellant) (JE1), if applicable

· Appeal form for Regrading (JE2) (Appellant l) 


· Response on Regrading Appeal (JE3) (management) 

Appeal hearing process

The hearing will be conducted as follow:

i. The chair of the panel introduces all attendees

ii. The appellant and their representative present their case

iii. The line Manager and HR representative asks questions and seek clarification from the appellant and their representative.

iv. The panel asks questions and seeks clarification of the appellant and their representative.

v. The line manager with support from HR (if required) present their case.

vi. The appellant and their representative ask questions and seek clarification of the line manager and the HR representative.

vii. The panel to ask questions and seeks clarification from the line manager and the HR representative.

viii. Appellant and their representative sum up their case.

ix. Line manager and the HR representative sum up their case.

x. The chair of the panel concludes the hearing and informs those present that the panel will consider the evidence presented to them and inform the appellant and line manager of their decision within 10 working days of the hearing.

Notification of the Outcome

The appellant and line manger will not normally be informed of the outcome of the appeal at the actual hearing.  Instead they will be notified in writing within 10 working days of the appeal date.  There will be no further right of appeal.

	Job Evaluation Appeal ~ Application for Regrading (JE1)



	Appellant’s Details

	Name:


	
	Payroll Number:
	

	Job Title:


	
	Post Number


	

	Section:


	
	Department:
	

	Telephone Extn:
	
	Email address:
	

	Line Manager’s Details

	Name:


	

	Job Title:


	
	Grade:

If known
	
	Post No

If known
	

	· What date were you appointed to this post?


	

	· What is your current grade and salary point?


	

	· What date were you appointed to this grade?
	

	· What grade are you applying for?


	

	· Can you describe what new and / or additional duties you are currently undertaking compared to when you were first appointed to the grade, the dates you started to perform these duties and what percentage of your working week do they occupy? 

The duties listed should be undertaken on a regular basis and form a substantial part of the role. 


	

	· Can you describe what duties you are no longer undertaking compared to when you were first appointed to the grade, who they were transferred to and what percentage of your working week did they occupy?


	

	· Can you describe what other reasons you are applying for your post to be regraded?


	

	· Date of Application:
	

	By completing this form, I confirm that the above is an accurate reflection of my current role.




	Job Evaluation Appeal ~ Appellant’s Application (JE2)



	Appellant’s Details

	Name:


	
	Payroll Number:
	

	Job Title:


	
	Post Number


	

	Section:


	
	Department:
	

	Telephone Extn:
	
	Email address:
	

	Line Manager’s Details

	Name:


	

	Job Title:


	
	Grade:

If known
	
	Post No

If known
	

	· What date were you appointed to this post?


	

	· What is your current grade and salary point?


	

	· What date were you appointed to this grade?
	

	· What grade are you applying for?


	

	· Can you describe what new and / or additional duties you are currently undertaking compared to when you were first appointed to the grade, the dates you started to perform these duties and what percentage of your working week do they occupy? 

The duties listed should be undertaken on a regular basis and form a substantial part of the role. 


	

	· Can you describe what duties you are no longer undertaking compared to when you were first appointed to the grade, who they were transferred to and what percentage of your working week did they occupy?


	

	· Can you describe what other reasons you have to appeal the current grade of your post?


	

	By completing this form, I confirm that the above is an accurate reflection of my current role.




	Job Evaluation Appeal ~ Line Manager’s Response (JE3)



	Appellant’s Details

	Name:


	

	Job Title:


	
	Post No
	

	Line Manager’s Details:

	Name:


	

	Job Title:
	
	Grade


	

	Section:


	
	Department:
	

	Telephone Extn:
	
	Email address:
	

	· Can you confirm the date that the appellant was appointed to this post?
	

	· Can you confirm the current grade and salary point of the appellant?
	

	· Can you confirm the date that the appellant was appointed to this grade?
	

	· Can you provide a response to the appellant’s description of the new and/ or additional duties that they are currently undertaking the dates when they started to perform these duties and what percentage of their working week do they occupy?

The duties listed should be undertaken on a regular basis & form a substantial part of the role. 
	

	· Can you provide a response to the appellant’s description of the duties they are no longer undertaking, who they were transferred to and what percentage of their working week did they occupy?


	

	· Can you provide a response to the appellant’s description of the other reasons they have to appeal the current grade of the post?


	

	· Is there any further information you wish to provide about why you feel the appellant is paid on the appropriate grade for the post they are currently occupying?
	

	I attach the following documents (please delete as applicable):

	· Current Job Description
	Yes
	No

	· Current Structure Chart
	Yes
	No

	· New Job Description, if available
	Yes
	No

	· New Structure Chart, if available
	Yes
	No

	· Most recent job evaluation (available from HR)
	Yes
	No

	By completing this form, I confirm that the above is an accurate reflection of the appellant’s current role.




Appendix 3

Salary scale 

	Scale
	SCP
	Salary
	Scale

	
	
	2013-14
	

	 
	Scp 10
	 £17,607 
	 

	
	Scp 11
	 £18,465 
	 

	
	Scp 12
	 £18,780 
	Sc 2

	
	Scp 13
	 £19,173 
	 

	 
	Scp 14
	 £19,476 
	 

	Sc 3
	Scp 15
	 £19,803 
	

	 
	Scp 16
	 £20,184 
	

	 
	Scp 17
	 £20,583 
	

	 
	Scp 18
	 £20,919 
	 

	
	Scp 19
	 £21,312 
	Sc 4

	
	Scp 20
	 21,969 
	 

	
	Scp 21
	  £22,647 
	 

	 
	Scp 22
	 £23,148 
	 

	Sc 5
	Scp 23
	 £23,730 
	

	 
	Scp 24
	 £24,399 
	

	 
	Scp 25
	 £25,068 
	

	 
	Scp 26
	 £25,770 
	 

	
	Scp 27
	 £26,523 
	Sc 6

	
	Scp 28
	 £27,279 
	 

	 
	Scp 29
	 £28,224 
	 

	SO1
	Scp 30
	 £29,058 
	

	 
	Scp 31
	 £29,868 
	

	 
	Scp 32
	 £30,648 
	 

	
	Scp 33
	 £31,464 
	SO2

	 
	Scp 34
	 £32,253 
	 

	PO1
	Scp 35
	 £32,856 
	 

	 
	Scp 36
	 £33,639 
	 

	 
	Scp 37
	 £34,494 
	PO2

	 
	Scp 38
	 £35,406 
	 

	PO3
	Scp 39
	 £36,456 
	 

	 
	Scp 40
	 £37,329 
	

	 
	Scp 41
	 £38,229 
	 

	 
	Scp 42
	 £39,120 
	PO4

	
	Scp 43
	 £40,017 
	 

	 
	Scp 44
	 £40,911 
	 

	PO5
	Scp 45
	 £41,754 
	 

	 
	Scp 46
	 £42,681 
	

	 
	Scp 47
	 £43,584 
	 

	 
	Scp 48
	 £44,484 
	PO6

	
	Scp 49
	 £45,360 
	 

	
	Scp 50
	 £46,266 
	 

	 
	Scp 51
	 £47,169 
	 

	PO7
	Scp 52
	 £48,069 
	

	 
	Scp 53
	 £48,987 
	

	 
	Scp 54
	 £49,947 
	

	 
	Scp 55
	 £50,922 
	 

	
	Scp 56
	 £51,894 
	PO8

	
	Scp 57
	 £52,857 
	 

	
	Scp 58
	 £53,820 
	 

	 
	Scp 59
	 £54,783 
	 

	PO9
	Scp 60
	 £55,758 
	

	 
	Scp 61
	 £56,715 
	

	 
	Scp 62
	 £57,681 
	

	 
	Scp 63
	 £58,662 
	 

	
	Scp 64
	 £59,610 
	PO10

	
	Scp 65
	 £60,582 
	 

	
	Scp 66
	 £61,821 
	 

	 
	Scp 67
	 £63,084 
	

	PO11
	Scp 68
	 £64,362 
	

	 
	Scp 69
	 £65,694 
	

	 
	Scp 70
	 £67,029 
	


Appendix 4

Training and Development Salary Range

To support training and development opportunities in the council and to enable the council to reward those undertaking such work the following is a suggested pay range:

	T&D Range
	Point
	2013 -14



	
	4
	£15,762

	
	5
	£15,909

	
	6
	£16,125

	
	7
	£16,521

	
	8
	£16,923

	
	9
	£17,319


This grade should only be applied to posts that are supernumerary and/or of a temporary nature - normally of a 6 month duration but in exceptional circumstances up to 12 months in agreement with the Assistant Director of Corporate Resources (Human Resources) or the Employer of Choice Manager and the Branch Secretaries.

Examples of use could be for example, school leavers seeking work experience or those seeking to return to work after a long absence.  Such people will be undertaking a very limited range of duties.  Please consult with your HR Business Partner for further details on this salary range.

Appendix 5

Allowances

To ensure compliance with equal pay/value legislation, all current bonus payments, including percentage enhancements and those attached to working conditions or arrangements are to be subsumed into basic pay as determined by the job evaluation scheme.  

Allowances that can be objectively justified have been identified and will continue to be paid in appropriate circumstances.  These include allowances that cover specific circumstances or additional duties such as:

· Acting up allowance

· First Aid allowance

· Emergency / Call out type allowances

· Honorariums

· Residential allowance

· Sleeping in allowance

Following discussions with the trade unions, it has been agreed to delete the following allowances:

· Bank allowance

· Word processing allowance

· Attendance Allowance (in schools)

Tool Allowance

Designated employees who purchase their own tool will, following authorisation by the relevant manager, be entitled to claim a tool allowance at the following rate:

· Fitters


£15 a month

· Fitter’s mate

£7.50 a month 

Recruitment and retention payments

All recruitment / retention payments including market factor supplements must be reviewed annually and signed off by either the Director or the Assistant Director of Corporate Resources (Human Resources) and the Chief Executive.  Payment of such allowance will be subject to meeting objective criteria for their renewal and subject to joint monitoring.

Travel Allowances

In support of the council’s green travel agenda employees will be encouraged to use ‘green transport’ such as bicycles and public transport, whenever possible.  To further this agenda the cycle allowance of £16.08 a month is to be promoted in favour of car allowances for posts that are designated essential or casual users.  

Employees in posts designated as essential or casual car users who are not able to travel by bicycle will be able to claim the casual car mileage or essential car user’s allowance with the rate based on the NJC lowest engine capacity, irrespective of engine size.

Car allowances are attached to specific posts and will be reviewed on a regular basis.

Employees who are in posts not designated as essential or casual car users should, where appropriate, use public transport and seek to use the cheapest form such as the use of travelcards, when required to travel on council business.  All such expenses will be reimbursed subject to appropriate evidence of expenditure being produced.

Subsistence Allowance

There will be no automatic payment of subsistence.  Employees necessarily incurring additional expense in the course of their work in respect of meals will be reimbursed approved expenses, on production of a receipt for expenditure actually incurred, subject to these maximum limits:

· Breakfast
£4.48

· Lunch

£6.17

· Tea

£2.43

· Supper
£7.64

Meal claims – reimbursement for meals will only be for those not normally taken by the employee.  It would not be appropriate to reimburse meal expenses where the employee normally buys a meal.  For example, if the individual normally buys a sandwich and drink at lunchtime and they need to travel to a different location and buy a similar sandwich and drink then reimbursement will be based only on the difference in cost (if any).  

Review of Allowances

Allowances paid to employees will be subject to regular joint reviews to ensure that the continued payment of that allowance can be objectively justified and continues to address the business /service objectives that they were introduced to address.  In principle the cost of any such additional payments would be offset by productivity/efficiency/savings

Appendix 6

WORKING ARRANGEMENTS

1
Introduction

This appendix sets out the pay and leave arrangement for those employees who are required to work additional and / or non-standard hours.

2 Arrangements for employees on Salary Scales 2 - 6


Those employees who are on spinal column point 28 or below (scale 2 – 6) and are required to work:

· Additional hours beyond 35 hours a week (overtime)

· Saturday and Sunday working as part of their normal working week

· Night Work as part of their normal working week

· Public and Extra statutory Holidays

· Sleeping-in duty

the following applies:

2.1
Overtime

An employee may be asked to work reasonable overtime which will be offered on a fair and equitable basis.

All overtime to be worked must be authorised by the appropriate senior manager prior to commencement of the overtime.

Overtime is defined as when an employee works in excess of 35 hours in a seven-day working week. 

Overtime payments are in full settlement of the overtime worked and do not attract other forms of premium payments.  Contractual overtime will be pensionable 

The standard overtime rate for employees at or below spinal column point 28 (Scale 6 and below) will remain in accordance with the National Joint Council terms as follows: 

	Overtime rates payable after working 35 hours

for employees in Salary Scale 2 - 6



	Monday to Saturday
	Time and a half

	Sunday and Public and Extra Statutory holidays
	Double time


Service department with the agreement of all parties concerned may as an alternative to offering payment for approved overtime, grant time off in lieu.  Such arrangements will be a matter for local service determination.

2.2
Saturday and Sunday Working

Employees at or below spinal column point 28 (Scale 6 and below) who are required to work on Saturday and / or Sunday as part of their normal working week will be paid at time and a half for work on undertaken on a Saturday and / or Sunday.  

Employees on SO1 / PO2 who are contractually required to work on a Saturday and/or Sunday may also receive such payments.  Those on SCP 10 will receive double time for Sunday working.

2.3
Night work

Employees who work at night as part of their normal working week are entitled to receive an enhancement of time and one third for all hours worked between 8pm and 6 am.

Service department with the agreement of all parties concerned may as an alternative to offering night rates grant time off in lieu.  The arrangements for this will be a matter for local service determination.

2.4
Public and Extra Statutory Holidays

Employees required to work on a public or extra statutory holiday shall in addition to the normal pay for that day, be paid at plain time rate for all hours worked within their normal working hours for that day.  In addition, at a later date, time off with pay shall be allowed as follows:

	Additional leave for those working on a Public and/or Extra Statutory Holidays (Salary scale 2 – 6 only)



	Time worked less than half the normal working hours on that day
	Half day



	Time worked more than half the normal working hours on that day
	Full day


2.5
Sleeping-in duty

Employees required to sleep in on the premises shall receive an allowance as a rate set by the NJC. 

2.6
Allowances

None of the above will be paid to employees who are reimbursed for extra duties via an emergency / call out allowances. 

2.7
Local Arrangements

Service areas in agreement with all the parties concerned may offer time off in lieu as an alternative to any of the above.

3
Arrangements for employees on Salary Scale SO1 – PO11
For employees above spinal column point 28 (i.e. SO1 – PO11), planned overtime may be paid at the discretion of the Head of Service/Assistant Director for additional hours worked or for hours outside the standard working week.  The Greater London Provincial Council sets the planned overtime rates and the current rates are:

	Planned overtime rates – Salary Scale SO1 – PO11
	April 2009
	April 2013

	SO1- SO2
	£18.93
	£19.37

	PO1- PO3
	£20.29
	£20.75

	PO4 – PO11
	£22.01
	£22.51


These rates will not be paid to employees who are in receipt of emergency / callout allowances, for work covered by that allowance.

Service areas in agreement with all the parties concerned may offer time off in lieu as an alternative to payment for additional hours worked or working non-standard hours/days.

4 Flexible Working

Employees with the agreement of their manager may opt to work flexi-time.  The arrangement for such working and the entitlement to time off in lieu will be determined locally at the manager’s discretion, subject to the needs of the service.  Overtime or other enhanced payments will not apply to hours accrued as part of a flexi-time scheme.

5 SMART / Remote Working

With the widespread introduction of SMART working allowing employees to work off site including at home and also the needs for the council to deliver services outside 9 – 5 Monday to Friday, increasingly employees are opting to work non standard hours/weeks such as a nine day fortnight or 4 days a week.  Where employees choose to work such hours, in agreement with the relevant Heads of Service/ Assistant Directors, employees should not normally expect enhanced payments for work carried out according to their contractual hours of employment.  Employees who have opted to work off site/ remotely must adhere to the council’s policy on Smart Working.

Appendix 7

SCHOOL BASED EMPLOYEES

1 Background

The personnel function for school based employees is under contract and currently CEA@islington, and other private providers, supply this service to schools on behalf of the council.  CEA@islington provides the personnel services for approximately 80% of schools  - a range of other private providers offer personnel services to the other 20%.

The terms in the Single Status Agreement extend to those non-teaching staff in schools within scope of the National Joint Council of Local Government Services, managed by CEA and, CEA or subsequent managing agents are asked to fully support this Agreement.

As a point of information it should be noted that the London Borough of Islington is the employer of staff in community schools but that staff in voluntary schools are employees of the governors.

2
Job Roles and Grading Structure

It is acknowledged that under the schools workforce remodelling exercise a number of job roles have already been evaluated according to prescribed national recommendations, using the Greater London Provincial Council Job Evaluation scheme.

For roles outside the scope of that exercise and those that are being negotiated at a local level the following is proposed:

	Designation
	Comment



	Nursery Nurse
	Scale 5/6 in line with nursery nurses/ Education support workers in Early Years.



	Meal time supervisors
	Scale 2 in line with those in other educational establishments



	Handyperson /Maintenance
	As per the evaluations for other council based staff



	Domestic / Catering
	As per the evaluations for other council based staff



	Premises Staff
	To review by end of the academic year 2007.



	Technicians 
	To review by the end of the year 2007.




3
Allowances

Where appropriate and in line with the agreement for non-school based council employees allowance must be objectively justified.  If appropriate allowances/bonus will be discontinued in line with section 5 of the Agreement.

4
Learning and Development

Every encouragement should be given to non-teaching school based staff to be granted up to five days per year for learning and development. 

5
Recommendation

Primary, secondary and special community schools are required to implement the revised terms and conditions for employees within scope of the National Joint Negotiating Committee for Local Government Services.  The Governing Bodies of Voluntary Aided schools are strongly recommended to implement the revised terms and conditions.  CEA to provide support to school to further this process.  Schools that do not adopt the Agreement in line with other council-wide staff could be the subject of equal pay claims.

Appendix 8

Agreed List of Benchmark Jobs with Grades

	Department
	Post
	Total
	New Grade
	Existing Grade
	Comments

	Adult Social Services 
	Day Opportunities Co-ordinator
	656
	PO4
	PO4
	 

	
	Head of Homecare Service
	686
	PO6
	PO6
	

	
	Senior Home Care Manager
	614
	PO3
	PO3
	 

	
	Homecarer
	392
	Scale 4
	Scale2/3 
	Scale 4 

	
	Fleet Co-ordinator
	540
	SO2
	Scale 6
	 

	
	Manager - Ashley Road
	650
	PO4
	PO4
	 

	
	Team Leader - St John's
	584
	PO1
	PO1
	 

	
	Centre Manager - Day Services
	646
	PO4
	PO3
	 

	
	Head of Performance and Information
	748
	P08
	PO8
	 

	
	Performance Manager
	682
	PO5
	PO4
	 

	
	Driver/Handy Person
	366
	Scale 3
	Scale 3
	 

	
	
	
	
	
	

	Children’s Services
	Social Worker


	620
	PO3
	SO2-PO3
	

	
	
	590
	PO2
	SO2-PO3
	

	
	
	546
	SO2
	SO2-PO3
	

	
	Deputy Team Manager
	646
	PO4
	PO4
	

	
	Residential Child Care Worker


	498


	SO1

(Qualified)
	SCP-24-30 = mid point Sc 5 to mid point SO1  

Q.Bar SCP 27 = mid point Sc 6
	

	
	
	466
	Scale 6

(Unqualified)
	
	

	
	Senior Residential Child Care Worker
	538
	SO2
	SO2
	

	
	Family Support Worker
	546
	SO2

(Qualified)
	SO1/2
	

	
	Domestic Assistant


	292
	Scale 2
	Manual 1
	

	
	Mid Day Meal supervisor
	306
	Scale2
	Manual 1
	

	
	
	
	
	
	

	Customer Focus
	Customer Service Agent


	410
	Scale 4
	Scale 4
	

	
	
	460
	Scale 5
	Scale 5
	

	
	
	496
	Scale 6
	Scale 6
	

	
	Library Assistant
	318
	Scale 2
	Scale 1-2
	

	
	Learning and Information Officer
	392
	Scale 4
	Scale 3-4
	

	
	Assistant Librarian


	434
	Scale 5
	Scale 5
	

	
	
	
	
	
	

	Environment and Regeneration
	Environmental Health Officer / Senior Environmental Health Officer


	586
	PO2
	PO2 - PO4


	

	
	
	618
	PO3
	
	

	
	
	648
	PO4
	
	

	
	Gardener
	370
	Scale 3
	Manual 3 + up to 25%
	

	
	Greenspace Ranger
	474
	Scale 6
	Scale 6
	

	
	Leisure Officer
	578
	PO1
	SO2
	

	
	Management Accountant
	638
	PO4
	PO4
	

	
	Planning Officer/Principal Planning Officer


	498
	SO1
	Sc.6 - PO3 (bars at PO1 and PO3)
(qualified)
	

	
	
	580
	PO1
	
	

	
	
	628
	PO3
	
	

	
	Regeneration and Community Partnerships Officer
	622
	PO3
	PO3
	

	
	Technical Administration Officer
	434
	Scale 5
	Scale5-6


	

	
	Technical Administration Officer
	490 
	Scale 6
	
	

	
	Gravedigger
	382
	Scale 4
	Manual 4 + 58% or Sc 3
	

	
	School Crossing Patrol Officer
	310
	Scale 2
	Scale 1
	

	
	Stonemason/paviour/driver
	382
	Scale4
	Scale 4
	

	
	
	
	
	
	

	Finance
	Finance Assistant
	376
	Scale 3
	Scale 3/4
	Make career grade

	
	Operations Assistant


	384
	Scale 4
	Scale 4-6


	

	
	
	442
	Scale 5
	
	

	
	
	492
	Scale 6
	
	

	
	Principal Accountant
	610
	PO2
	PO3
	

	
	Payroll Officer
	356
	Scale 3
	Scale 3 -  6


	

	
	
	478
	Scale 6
	
	

	
	Recovery and Enforcement 

Assistant


	402


	Scale 4


	Scale 4 – 6


	

	
	
	420
	Scale 5
	
	

	
	
	482
	Scale 6
	
	

	
	Senior Recovery and Enforcement Officer
	528
	SO1
	SO1
	


*Limited - this is only to be used in posts where the full competency level will be reached within two years.  To be used only with the agreement of the trade unions.
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