Frequently Asked Questions Update 20-10-2010

Can people see the scores that relate to the different grades?

It is important that we maintain the integrity of the job evaluation system.  For the purpose of appeals it is important that individuals focus on how the descriptors apply to their role rather than the score they have been attributed.  This is how the process has been conducted all along with evaluators and moderators ensuring the descriptors are correctly applied rather than focusing on the outcome in terms of points.  We would therefore like to maintain this same principle through the appeals process.

How will discretionary points be awarded?

Discretionary points will be recommended by managers and subject to approval by the Senior Leadership Team.  There will be consideration given to affordability in the awarding of such increments.  It is not intended to change the process from how it currently operates.  However we will be putting together some additional guidance relating to the awarding of discretionary points so that we can be confident that everyone is applying the system in a consistent way.  Discretionary points will relate to performance and achievements, not to changes to a role.

What does ‘internal equity’ mean.  Is it equity within a band? Or equity across the organisation?

Internal equity means that following the job evaluation roles that have the same or similar scores are paid in the same grade.  In this way it is both equity in a band and across the organisation.  It means that roles are paid appropriately relative to other roles in LUU.  External equity means that roles are paid appropriately relative to the same or similar roles in other organisations (e.g outside LUU).  Our Job Evaluation exercise has focused on internal equity only.

What is happening about roles in LUU that are currently paid less than the lowest rate specified in the new salary scale at Grade 1.1?
These roles are all weekly paid staff roles which we have decided to deal with separately.  How we deal with pay and grading for these roles will emerge from a separate weekly paid staff project which will commence shortly.

What will lead to a role being re-evaluated?

A role will be re-evaluated if either the individual or the manager feels that the requirements of the role have changed sufficiently to warrant it.  

What is happening to the August 2010 cost of living increase?

This cost of living increase is in no way connected to Job Evaluation.  The pay negotiations are ongoing and the award will be paid and backdated once the increase has been agreed.  This is in line with the cost of living awards which have been made in previous years.  For information, the current offer is 0.4%.  

Do we need to make the job descriptions available for all the roles so that people can make sense of what other roles in their band look like?
Job descriptions are freely available on the O drive.
How were the different salaries in the bands decided on?

The ‘new’ salary scale is based on an amalgamation of the old A and B scales with some minor adjustments.  

Why is their overlap in the bands?

Because we have maintained the current system we have maintained the level of overlap which previously existed.  This offers a greater degree of flexibility for individuals to have an increased salary without having to move to the next band.
Why are there cases of people who do the same job being on different salaries?

It has always been the case in LUU due to our incremental pay scales that individuals occupying the same role would not necessarily earn exactly the same salary.  They would both occupy the same band but may be on different points in that band.  However both individuals have the potential to earn the maximum salary in the band.
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Will my salary go down?
The outcome for a minority of staff will be that their role is evaluated with the eventual outcome that they are placed on a grade that is of a lower rate than their current salary.  In the event that this happens we will maintain their current salary for a period of 3 years, cost of living rises will be applied during this time.  At the end of the 3 years the salary will fall to the highest point available on the new grade below any discretionary increments.

Why are we not doing external benchmarking

We have not completely ruled out the use of external benchmarks to inform the new pay structure and still intend to do some external benchmarking in the future.  However, the main aim of this exercise is to achieve internal equity.  That means that jobs are paid the right amounts relative to each other within LUU.  
Where benchmarking is used this will also take into account other factors in addition to salary that make up the overall package on offer from LUU.  This would include benefits such as holidays, pension provision, enhanced sickness and maternity pay and things like opportunities for flexible working.
How does the scoring convert into decisions about pay?
The outcome of the job evaluation work is a ranked list of jobs in LUU.  Each role will also have a points score associated with it ranging up to 1000.  Analysis will need to be done to covert the points scores into new grades and salary points.  

Are increments going to be automatic?
We have not yet determined the features of the new pay structure and will be providing more information on this in due course, however it is intended that there will still be some element of incremental progression in the new system.
Can we be confident in our manager’s lack of bias?
Your role will be evaluated by a trained evaluator and they will assess your role against the criteria.  Your manager may be consulted where it is felt that information provided in the job evaluation meeting is not consistent with your job description.  It is therefore essential that your reviewed job description is an accurate reflection of your role. 

Where does this leave development opportunities

We will still be seen to see people progress within LUU and the job evaluation system will provide a more transparent way for people to see career paths throughout the organisation.  

Do I get paid for the meeting?
We will aim to conduct job evaluation meetings during your normal working hours.  If however this is not possible then we will pay or offer time off in lieu as appropriate for any time that you have to attend outside these hours.
What counts as a unique role?
Your role is unique if you are the only person in LUU who carries out that role.  Your managers have identified which roles in their departments are unique.  If you feel that your role is unique but has not been identified as such and can provide evidence to support this then this will be considered on a case by case basis by the steering group in conjunction with your manager.

Is this ranking going to be made public

The ranking of roles will not be publicised.  We will however provide a list of roles and where they fit into the final grading structure.

When will this be implemented

This work will be carried out between now and August 2010.  In the event that this deadline is not met then we will suspend changes to pay that would have been due at 01 August 2010 and backdate the changes to this date once they are agreed.

When will salary changes take effect?
Changes to salaries will take effect from 01 August 2010.  
Will my job be written out of existence?
There will be a review of job descriptions prior to the evaluation meetings taking place.  This is about ensuring that they are an accurate reflection of the requirements of that role and are not intended to fundamentally change roles in LUU.

How is the panel selected?
The steering group has been appointed by the Chief Executive.  The steering group will select those who will take on the roles of Evaluators, Moderation Panel Members and Appeals Panel Members and all staff will be invited to take up these positions.  The steering group is made up of Antonia Frezza, HR Manager, Alan Hill, Facilities Manager, Kevin Hogarth, Retail Operations Manager and Kevin Pearson, Resources Director.
I would like to be involved but am worried about my workload.

It is essential that we have a good range of people carrying out the work and therefore we will endeavour to remove any barriers to people who wish to be involved.  Please speak to me if you are interested and we can look at how we can resolve these types of problems.
What involvement have the Trade unions had?
The trade unions have been keen for LUU to do job evaluation for a number of years.  They have been invited to be as involved as they wish in the process and we have consulted them on matters such as the pay protection policy and the appeals process.  They are currently reviewing what level of involvement they are able to have given their resources.  We have agreed to reserve one place on the appeals panel for a trade union representative.

Who will make the final decision?
The moderation panel will sign off the evaluations.  The steering group will carry out the pay modelling to create the new pay structure and this will be signed off by LUU’s HR & Remuneration Committee.  

Why can’t I have a meeting?
If you have not been selected for a job evaluation meeting it is because someone else is doing this for your particular role.  We are planning to use a range of methods to enable everyone to have input into the information provided about their role.

I don’t want to have a JE meeting.
It is an essential part of the process that all unique role holders have the opportunity to discuss their role with the evaluator.  You will be given the opportunity to prepare for the meeting and if you wish you can ask your trade union representative or a workplace colleague to accompany you.  We are keen that everyone feels comfortable with the process and will therefore do whatever is necessary to support you through the meeting.
Will the structure of the organisation change

No, the structure will remain the same, it is not about changing the structure it is just about ensuring that pay in LUU is equitable.
What about benefits?
There will be no alternation to benefits as part of this exercise.
How will this work for senior managers and the Chief Executive?
The senior managers will undergo the same process as all other staff.  They will have their evaluation meeting with one of the trained evaluators.
Do you have to pay money back?

No, there will be no need to pay any money back.
What if I do extra work that is not in my job description?
The purpose of reviewing the job descriptions is to make them accurate.  

What happens if I don’t agree?
If you don’t agree with the outcome then you can appeal.
Will this mean that some staff are made redundant?
No staff will be made redundant as a consequence of the job evaluation process.  It is not about reviewing the numbers of staff, it is about reviewing the roles.
Will other staff know what I earn

Job evaluation is about the role and therefore we will make available the grade that each role is on, however we will not release information about individual salaries as where they are on that grade is not relevant.

What if I don’t like or agree with who I’m being interviewed by?
If you have genuine grounds for your concerns then we would invite you to discuss these with a member of the steering group who will decide on the appropriate action to take.
Can I appeal an appeal

No you cannot appeal an appeal, the decision of the appeal is final.  
How long will we have to prepare for the meeting
We will aim to provide one weeks notice of your meeting.  You will receive a copy of the basic questions to be asked in order to prepare for the meeting.

How long will the meeting be?

The meetings should take between 45 minutes and an hour.
On what grounds can I appeal

There will be two grounds on which you can appeal.  Firstly if you feel that the process was not correctly followed and secondly if you feel that information which you provided has been incorrectly interpreted by the evaluator.  Your appeal will only be heard if the panel accept that you have grounds for your appeal.
How are the criteria scored?
The system applies a weighting to certain factors and a points score is associated with these.  Those involved in the decision making will not know which factors carry the most weight.  This ensures they are making genuine decisions about each role rather than allowing themselves to be influenced by how a decision may affect the final outcome.
How much change are we expecting?
It is impossible to say at this stage how much change is likely to take place.  However we will work to minimise the effect on people and our aim is that people who’s rate of pay is affected will be in the minority.
How does this process reflect future changes to jobs

The system will be used in the future to evaluate new jobs and changes to existing jobs.  Role holders will have the opportunity to ask to have their role re-evaluated if they feel that there have been significant changes to their role.  A re-evaluation such as this may or may not result in a change of grade depending on how much of the role has changed?
