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Agenda Item 4 
CITY AND COUNTY OF CARDIFF 
DINAS A SIR CAERDYDD 
 
Employment Conditions Committee: 19 June 2007  
 
Report of Chief Executive  
 
SINGLE STATUS/JOB EVALUATION – UPDATE  

 
Background 
 
1. To provide an update on the progress of the Single Status / Job Evaluation Project, the 

roll out of the Job Evaluation “Workshop Process” and the indicative timescales for its 
completion, together with a recommendation for the proposed implementation of a 
specific Equal Pay Grievance Procedure to respond to Equal Pay claims that are expected 
to be lodged against the Council in the near future.  

 
2.  All local authorities in Wales are currently in the process of undertaking pay and grading 

reviews in accordance with the 1997 Single Status Agreement and the Implementation 
Agreement of 2004 and are committed to completing the process as soon as possible 
subject to local circumstances. 

 
3. The Council’s Joint Single Status / Job Evaluation Steering Group, comprising of Service 

Area Managers, Human Resources Managers and Trade Union representatives, decided in 
December 2006 to trial a Job Evaluation Workshop Process following the completion of 
the Pilot Job Evaluation exercise which when reviewed in January 2007, was found to be 
too resource intensive and too time consuming. The Steering Group have therefore 
recommended that the Workshop Process be used in the roll out of the Job Evaluation 
exercise to the rest of the Council and this report outlines that decision and the indicative 
timescales for completion of the exercise.  

  
4.  However, the Council, as with all other Welsh local authorities are at risk of being 

targeted with equal pay grievances/claims whilst undertaking their job evaluation exercise 
from either the Trade Unions, “no win no fee solicitors” and/or individual employees. It is 
therefore recommended that a specific Equal Pay Grievance Procedure be implemented 
and that negotiations commence with the Trade Unions on possible equal pay back pay 
liabilities. 

 
Issues 
 
5.  The Pilot Job Evaluation exercise commenced in February 2006 and it quickly became 

clear that the process would be resource intensive. Following the completion of the Pilot 
in January 2007, a review was undertaken of the process and confirmation was received 
from participants that the length of time taken to complete the process was time intensive 
and specifically that the Job Description Questionnaire discussion part of the process was 
too much of a time commitment for all involved, especially as some took up to 5 hours to 
complete. 

 
6. Prior to the completion of the Pilot Exercise the Steering Group received presentations 

from officers and Trade Union representatives of various Welsh Local Authorities on 
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their job evaluation processes so that other options could be considered for the future roll 
out of job evaluation in Cardiff. 

 
7.  There was an overall consensus of opinion within the Steering Group that a change was 

needed to speed up the process whilst still maintaining a very involved postholder 
friendly approach. The Steering Group therefore agreed to a change in the Job Evaluation 
process and that a modified approach of a “Workshop Process” be trialled. This trial was 
conducted within the Culture, Leisure and Parks Service Area during February and March 
2007. 

 
8.  Briefly the process involved staff and managers initially receiving briefings about the JE 

Workshop Process at their work locations. Following these briefings a full day workshop 
for staff and managers was then facilitated by the Job Evaluation Team. The morning 
session involved a presentation on the process and the GLPC Job Evaluation Scheme and 
in the afternoon session staff commenced completion of their Job Evaluation 
Questionnaire (JEQ) with the assistance of the Job Analysts from Human Resources. 
Staff were given 10 days to complete and agree the JEQ following which they attended a 
one hour “sign off” session with a Job Analyst, their line manager and Trade Union 
representative present to confirm the contents of their completed JEQ. The process then 
continued with the checking and inputting of the JEQ data into the Job Analyser computer 
system, and finally the evaluated posts were validated by the Validation Panels. 

 
9. As with the Pilot exercise a review of the Trial Workshop Process was undertaken and the 

comments received were reviewed by the Steering Group at their meeting on 18th April. 
Following discussions the Steering Group confirmed their support for the change of 
approach to the Workshop Process for the roll out of Job Evaluation to the rest of the 
Council. 

 
10. The Steering Group at its meeting on 9th May also discussed a timetable for the roll out of 

the Workshop Process and requested that this timetable be brought to the attention of 
Members for information. The anticipated completion time of the Job Evaluation 
exercise, based on current establishment information, is 18-20 months. The logistics of 
the timetable will be reviewed at the end of the first batch of the Workshop Process and 
the overall expected timescales will be continually reviewed and other options will be 
reviewed in terms of speeding up the process. However it should be noted that this 
timetable could be affected as the Council now has the added requirement to deal with 
Equal Pay Claims, back pay discussions and the Fundamental Operational Review in 
parallel. An indicative timetable for the Workshop Process is attached as Appendix A. 

 
11. A communication exercise will now be undertaken to brief all staff on the new Job 

Evaluation Workshop Process and further reports will be provided on the progress of the 
Job Evaluation Exercise.  

 
12. The Council, as with all other Welsh local authorities are at risk of being targeted with 

Equal Pay Grievances / ET claims from either the Trade Unions, “no win no fee” 
solicitors and individual employees. Local authorities are facing increasing pressure from 
Trade Unions to resolve equal pay problems as a matter of urgency. The Trade Unions 
have adopted a common protocol where they are targeting certain local authorities, and 
they have indicated that Cardiff Council will be one of the targeted authorities. It is 
therefore vital to have a specific grievance procedure to deal with these claims.  

 
13. The Council’s current Grievance Procedure has a five stage process for resolving a 

grievance. With the large number of equal pay grievances expected to be lodged, there is 
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a need to shorten the process and implement a grievance procedure to deal specifically 
with these issues. Therefore following consultation with the Trade Unions via the 
Steering Group meeting on 9th May a two stage Equal Pay Grievance Procedure has been 
developed to ensure that employees and ex-employees who have an Equal Pay Grievance 
have a clear framework to enable that grievance to be dealt with fairly and speedily. The 
Procedure will only apply to those groups of staff who are covered under the 1997 Single 
Status Agreement. The proposed Equal Pay Grievance Procedure is attached as Appendix 
B.  

 
14. A Senior Co-ordinating Group on Equal Pay, which includes the Chief Human Resources 

Officer, Chief Legal Services Officer and Chief Finance Officer has been established to 
co-ordinate issues surrounding equal pay. This will include starting formal negotiations 
with the Trade Unions on the Council’s likely equal pay back pay liability. A short term 
focussed project team based in Human Resources has been established to investigate the 
Council’s existing bonus schemes to research into whether any material factor defences 
can be developed against any equal pay claims.  

 
Investment for Reform/Benefit to service user 
 
15. In undertaking and finalising the Job Evaluation project the Council will be able to tackle 

the issue of equal pay and develop a modernised pay and reward system that will be fair 
and equitable and support a high performance and highly skilled workforce to better serve 
the people of Cardiff. 

 
Council Policies Supported 
 
16. This report supports all Council policies that require a skilled and motivated workforce to 

deliver their aims and objectives.  
 
Advice  
 
17. This report has been prepared in consultation with relevant Corporate Directors and 

reflects their advice.  It contains all the information necessary to allow Members to arrive 
at a reasonable view, taking into account the following advice. 

 
Legal Implications 
 
18. This report is partly for information and partly for decision. Legal Officers were 

consulted during the development of the Equal Pay Grievance Procedure and is 
considered to be fit for purpose. It should be noted that whatever processes are agreed, the 
rights of individual Members of staff to present a claim for back pay cannot be contracted 
out and those rights will continue to subsist. However, claims have cost implications for 
applicants and what the Council should seek to do is find a solution that is acceptable to 
all parties and thus avoid a plethora of claims. Trades Union are aware that such claims 
have cost implications.  Available funding is better spent on any entitlement to 
compensation than costs. 

 
Financial Implications 
 
19. There are no direct financial implications arising from the proposed amendments to the 

Job Evaluation Process or the proposed Equal Pay Grievance Procedure as the costs of 
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operating these processes and procedures will be met from within existing budgets .At 
this stage, it is not possible to assess the costs that may arise to the Council as a result of 
job evaluation and equal pay , however any costs that are incurred will have to be met 
from within the overall resources available to the Council and should form part of the 
deliberations for the 2008/9 Budget 

 
Human Resource Implications 
 
20. The employee relations implications of implementing job evaluation are significant and 

agreeing a specific post holder friendly job evaluation process through a Workshop 
approach and a realistic timescale, will provide a measure of reassurance to staff and 
confidence in the new process. 

 
21. The Council is fully committed to ensuring fair and appropriate pay for all employees 

through the pay and grading review currently being undertaken under the 1997 Single 
Status Agreement, and where a legitimate equal pay liability is found to exist is 
committed to addressing these in partnership with the trade unions.  

 
Trade Union Comments. 
 
22. The Trade Unions are working in partnership with the Council as part of the Single 

Status/Job Evaluation Steering Group. They understand and support the realistic timetable 
and also welcome the change of approach to the Workshop Process for the roll out of Job 
Evaluation to the rest of the Council. 

 
23. The Trade Unions have also been consulted on the introduction of the Equal Pay 

Grievance Procedure via the Joint Single Status / Job Evaluation Steering Group and are 
in agreement with the proposal.  

 
RECOMMENDATION(S)  

 
It is recommended that:- 

 
24. (i) The decision by the Joint Single Status / Job Evaluation Steering Group to amend  
           the Job Evaluation process to that of the Workshop Process and the indicative  
           timetable for completion of the process attached as Appendix A be noted. 
 
     (ii) The proposed Equal Pay Grievance Procedure attached as Appendix B be      
           recommended to the Executive for approval so that grievances related to equal pay  
           grievances can be dealt with fairly and speedily. 
 
    (iii)  Discussions commence with the Trade Unions to address the Council’s Equal                         
            Pay back pay liability.  
 
 
BYRON DAVIES                          
CHIEF EXECUTIVE 
Date: 18 May 2007 
 
The following Appendices are attached: 
Appendix A-JE-Workshop Process and Timetable 
Appendix B- Equal Pay Grievance Procedure 
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          APPENDIX A 
 

JE – Workshop Process and Timetable  
 
Process  
 
• Steering Group on 18 April agreed to use Workshop Process to roll out JE to rest of Council. 
 
• Communication of that decision is currently being undertaken to CMT, Service Areas etc. 
 
• Posts to be included in Batch 1 currently being determined and establishments being checked. 
 
• Staff Briefings will have to take place in these areas before can hold first Workshop. 
 
• Team is keen to start process as soon as possible now have Steering Group agreement. 
 
• Proposed therefore to use the existing resources and this planned timetable to undertake the first 

batch of posts at the earliest possible opportunity.  Then review timetable, resources etc. for any 
realistic reductions. 

 
• Timetable allows for Validation Panels to run concurrently after first couple of batches. 
 
• Timetable allows for leave/sickness etc. both in the team and in service areas - unrealistic not to. 

Producing a timetable that doesn’t allow for this would be setting the team up to fail. Team aware 
of need to be present at the most critical weeks in timetable and prepared to work additional hours 
as needed to meet the timescales whilst maintaining a realistic work/life balance. 

 
Timetable  
 
Week 1 - Workshops  - every day – 20+ post holders each day = 300 + post holders per batch 
Week 2 -  Workshops      
Week 3 -  Workshops and Sign offs     
Week 4 - Sign offs 
Week 5 -  Sign offs     
Week 6 - Analyse, assess and input 
Week 7 -  Analyse, assess and input 
Week 8 -  Analyse, assess and input     
Week 9 - 2nd analyst verification 
Week 10 -  2nd analyst verification 
Week 11 - Check and resolve queries, catch up in team, discuss issues etc. 
  
Anticipated completion time (based on current establishment information) – approx 18-20 months.   
The logistics of the timetable will be reviewed at end of first batch and the overall expected 
timescales will be continually reviewed. 
 
 
 
 
 
 
 
 
 
 
    



 APPENDIX B 
CARDIFF COUNCIL 

 
EQUAL PAY GRIEVANCE PROCEDURE FOR EMPLOYEES 

 
 
PURPOSE 
 
1. This Grievance procedure has been developed between Cardiff Council and 

the recognised Trade Unions.  
 
2. The purpose of the procedure is to ensure that employees who have an Equal 

Pay grievance have a clear framework to enable that grievance to be dealt 
with fairly and speedily. The procedure is designed to reflect the following 
principles- 

 
• Employees with an equal pay grievance have a right to raise the 

grievance.  
• Grievances will be dealt with within prescribed timescales unless 

otherwise agreed by both parties. 
 

3. Equal pay grievances from ex-employees will also be considered in line with 
this procedure as will collective grievances. A collective grievance will be 
subject to one investigation and will be treated as a single grievance albeit 
from a group of employees. 

 
SCOPE 
 
4. The procedure will only apply to those groups of staff who are covered under 

the 1997 Single Status Agreement. The procedure does not apply to the Chief 
Executive, Corporate Directors, Chief Officers, Operational Managers, Head 
Teachers or Teaching staff or other groups of staff outside the Single Status 
Agreement. 

 
KEY PRINCIPLES 
 
5.  This procedure has been introduced to deal with grievance related to equal 

pay claims only. Any other grievances must be dealt with in accordance with 
the full Council Procedure. 

 
6. Due to the complex nature of these grievances, the parties to the grievance 

may on occasions and by mutual agreement modify the time limits referred to 
in this procedure.  

 
7. An individual who believes that he/she has a claim for equal pay in 

accordance with the provisions of the Equal Pay Act 1970 may pursue the 
claim by lodging a grievance in writing with the Chief Human Resources 
Officer stating that it is an equal pay grievance.  

 
8. At all stages in this procedure employees have the right to be represented by 

a trade union representative or work colleague. 
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PROCEDURE 
 
9. Within 28 days of receipt of the written notice of a grievance, the Chief 

Human Resources Officer or his representative (who will be graded no lower 
than PO 2/4) will write to the individual to arrange a meeting to hear the 
grievance. In the case of collective grievances the meeting will be arranged 
with the trade union representative  

 
10. Following the meeting the Chief Human Resources Officer or his 

representative will respond to the grievance in writing within 7 working days of 
the meeting. If it is not possible to respond within that timescale, by mutual 
agreement, the employee should be given an explanation for the delay and 
told when a response can be expected, but not longer than 21 working days. 

 
Stage 2 
 
11. If the employee or employees are dissatisfied with the response, then they 

should refer the matter in writing to the Chief Human Resources Officer within 
10 working days of receipt of the response at Stage 1. They should give the 
reasons why the response was not satisfactory and request that the matter is 
dealt with under Stage 2 of the procedure.  

 
12. The Chief Human Resources Officer or his representative (who will be at 

Operational Manager level or above) will respond by holding a grievance 
hearing within 14 working days of receipt of the stage 2 request. 

 
13. The Chief Human Resources Officer or his representative should give a 

decision on the grievance within 14 working days of the hearing. If it is not 
possible to respond within that timescale, by mutual agreement, the employee 
should be given an explanation for the delay and told when a response can 
be expected, but not longer than 21 working days.  

 
14. The decision of the Chief Human Resources Officer or his representative will 

be the final stage of the Equal Pay Grievance Procedure and there will be no 
further right of appeal internally.  
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