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1. Background
Following the decision by Council on 29th April, 2009,  the Paris project staff are working to implement the new pay structure and terms and conditions of employment according to the project plan.

2.0 Implementing the council decision on equal Pay

Since the Council agreed to new pay arrangements work has begun to implement the new pay structure, and the first appeal hearings have been scheduled to start in June.  As the Council was not able to gain a collective agreement with the trade unions, the Council will need to seek to obtain a consensual variation to the employment contracts of all staff. This means that staff will be asked to accept the new pay structure and Terms and Conditions of employment voluntarily.  Should staff not feel able to agree to this variation the Council may need to terminate their current Contract of Employment and re-engage them on a new Contract of Employment that includes the new arrangements for pay, grading and terms and conditions of employment. 
On 8 June, letters were sent to 4,900 employees asking them to agree to vary their terms and conditions, giving them until 6 July 2009 to do so.  The letter also contained all the changes agreed by council, and also details of support available together with dates of drop in sessions.  There are slightly different letters depending whether staff have already been given the right of appeal, or are on a term time fraction, or are in TA posts.  Staff have been asked to sign and return the acceptance of variation forms accompanying the letter. Where agreement is obtained to vary the contract of employment, changes will then be made to payroll, and any backpay will start to be calculated.

Any staff who do not respond to the letters will be assumed to have rejected the request to sign up to the new pay structure, and so as long as they don’t have an outstanding job evaluation appeal waiting to be heard, they will be put on 3 months notice of dismissal and reengagement on the new terms and conditions.  Staff can decide to sign up to the new terms and conditions at any point during that 3 month period, but if they fail to do so by the end of the 3 months, they will effectively have dismissed themselves.  

At that point, staff will have the right to bring an individual statutory grievance against the council . Plans are in place to hear these grievances before the end of the notice period. The council has managed to obtain additional resources with experience of conducting similar statutory grievances in other council to manage this process. 

3.0 Appeals against job evaluation scores

In order to manage the appeals process more effectively, a decision was taken to prioritise the appeals of those staff losing salary. Therefore, in March, these staff were written to and given the opportunity to appeal against their job evaluation scores. The council has received appeals for just under 130 different posts.   Appeals panels will be made up of a trade union member and a member of management supported by a human resources manager.  The Council plans to run two panels a day, each hearing 2 cases, and possibly more once we know how long each one will take.  Staff are given at least 2 weeks notice of the hearing, and the papers are circulated to all parties 1 week before the hearing.  The trade unions have agreed this appeals procedure.

Plans are in place to start to hear the appeals from 10th June onwards. It is anticipated that these 130 appeals will be completed by the end of the first week in August.

In the letter to staff on the 8 June all staff whose salaries are either not changing or increasing were given the right of appeal against their job evaluation score.  Once we know the total number of staff appealing we will be able to determine a completion date for implementation of the project. This is currently estimated to be late November/early December 2009. 

4.0 Consultation with Trade Unions

Consultation meetings with the Trade Unions are continuing on a 3 weekly basis with the HR Director and members of the PARIS team. The agendas of these meetings now tend to be focussed on implementation and operational issues.

5.0 Project Plan into the future

As mentioned above, without knowing the number of appeals against job evaluation scores resulting from the letter sent on 8 June, if is difficult to be precise, but this is the outline project plan we are currently working to.

June

Letter to all staff seeking agreement to vary their contracts



Start of Appeals against job evaluation scores

July

Deadline for response to letter seeking agreement of variation.

Letter to staff who do not accept, and who have not got an appeal outstanding, to put them on 90 day notice

Start of statutory notices for staff put on notice

Aug

End of appeals for staff whose salaries reduce.



Start of appeals other appeals
Sept

End of other appeals?
Oct

Deadline for initial staff put on notice

Nov/Dec
Deadline for remaining staff put on notice

6.0 Equal pay Claims

The Council continues to meet Employment Tribunal deadlines and requests in association with the cases already lodged with the Employment Tribunal. The Employment Tribunal have ‘listed’ a 7 week hearing to start mid January 2010.  

7.0 Conclusion

The council is working with the trade unions to ensure full legal compliance in implementing the new pay structure.  Without knowing the exact number of appeals, it is not possible to be precise about when the new pay structure will be fully implemented. 
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