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POLICY DOCUMENT FOR MATCHING CURRENT FIRE AND RESCUE CONTROL ROOM ROLES, TO THE NEW POSTS IN THE REGIONAL CONTROL CENTRE

1.0
Introduction

1.1
Following NJC Circular 09/05:24th August 2005 which gave guidance on the substantive move from Rank to Role, some Fire and Rescue Services have undertaken this work and others have still to complete it.  As the approach used across the South East Region slightly differs in each Fire and Rescue Service, this has led to a variation of results and a lack of consistency, which in turn, makes it difficult to match current Fire and Rescue Service (FRS) roles to Regional Control Centre (RCC) posts.

1.2
In order to prevent difficulties arising when matching the roles, this policy explains the process for implementing a fair and equitable approach to role matching.

1.3
It is important to note that all roles in scope to transfer within the current Fire and Rescue Service control room will need to go through this data collection exercise e.g. Locally agreed conditions of service, support staff Green Book, Grey Book operational posts.


1.4
The Table below contains information regarding CLG’s considered matches from current Fire Service operational roles to the operational posts in the new Regional Control Centre.  The Hay Group carried out a job evaluation process on both the Fire Service Roles and the new posts in the Regional Control Centre.  However, in order to measure a consistent approach across the South East region, a data capture exercise is needed to ensure the roles and responsibilities for staff working in the current control rooms, is both current and captured in a consistent way.

	Post in RCC

Column A
	Considered a match to the role map

Column B

	Senior Operations Manager
	Considered approximately equivalent in size to an Area Manager A, although it has no direct read across to a FF(Control) role map.

	Operations Manager
	Station Manager (Control)

	Team Leader Resources
	Watch Manager A (Control) 

	Team Leader
	Crew Manager (Control)

	Control Room Operator
	Firefighter (Control)


2.0 
Scope

2.1
The purpose of this process is to match existing substantive roles in the FRSs to substantive posts in the Regional Control Centre.  This includes both full and part-time positions.

2.2
This process is subject to the approval of the LACC Board, the Joint Project Board and Consultation with the Trades Unions.

2.2
Employees in line to transfer to the RCC who are currently temporarily promoted within their FRS, will transfer to the RCC in their temporary role and remain in it so long as there is a requirement for them to do so, e.g. covering maternity leave.  TUPE does not operate to confirm the temporary employee in the enhanced position. However, the employee’s substantive post will still be matched so that it is known what their substantive position is within the RCC for when the temporary promotion comes to an end.

2.3
Staff on fixed term contracts going beyond the transfer date (i.e. those with a definite ending) will transfer under TUPE on those terms i.e. their employment will still end when the fixed term expires.  They do not automatically become permanent employees as a result of the TUPE transfer.

3.0
The Process

Detailed below is an explanation of how the process will work in practical terms.

3.1
How will the data be collected?

A form has been devised, entitled “Job Matching Questionnaire” which is attached as Appendix A.  Each Fire and Rescue Service is required to submit one form for each role in their control room which is in scope to transfer to the RCC, whether it be a Grey, Green or a locally agreed conditions of service post e.g. one Form to represent Firefighter (Control) one Form for Crew Managers (Control) one Form for Watch Managers (Control), one Form for Station Managers (Control) and one form for Group Managers (Control).  

The Job Matching Questionnaires should be typed and be a true and accurate reflection of what the job entails. The details contained on the Job Matching Questionnaire should reflect what the postholder(s) are employed to do, not what the individual(s) bring to the job as an extra.

Each employee (or employees if a Job Matching Questionnaire represents a group of employees) are required to sign the Job Matching Questionnaire verifying the data contained within the questionnaire is a true and accurate description of their substantive post.   Employees on long-term absence will be given the option to sign their form in the first instance, or they can choose to delegate the responsibility to the person backfilling their post.  If an employee chooses not to sign the form, they should submit their reasons in writing to the Senior Manager responsible for the control room.  When the employee(s) has/have signed the 

questionnaire the Senior Manager responsible for the Control Room, will need to authorise the form, confirming the data contained within, is both true and accurately describes the tasks and responsibilities for the member of staff or employees named on the form.

3.2
When will the data collection exercise commence?

Subject to the necessary approvals from the Joint Project Board, the LACC Board and consultation via the SEFRCC Consultation Forum:  Fire and Rescue Services will be tasked in accordance with the dates outlined in the Staffing For Go Live project plan.  

It is the responsibility of the Fire and Rescue Services to ensure resources are in place to meet this deadline.

3.3
What happens to the completed Job Matching Questionnaire?

A Job Matching Panel will be formed, this is likely to comprise of the following personnel:  SEFRCC HR Consultant, Trade Union Representatives from FBU, Unison and FOA, FRS HR Representative and the SEFRCC Senior Operations Manager.  

The Job Matching Panel will be responsible for Matching the duly completed Fire and Rescue Job Matching Questionnaires to the Regional Control Centre Hay Job Evaluation Questionnaires completed by CLG and to ensure operational awareness is maintained and any risks identified are logged and mitigated. 

3.4
Role matching

The Format of both the Fire and Rescue Service questionnaires and CLG’s Hay Evaluation Questionnaires is identical.  The matching will be done on comparing words with words. Posts will be matched using the “80%+ fit role” in the new structure.

Using the 80%+ fit the outcomes are likely to be:

A) A FRS role, matches the RCC post within the 80% fit.  In this situation it will be deemed that a suitable match has been made and the TUPE transferred employee(s) will be expected to move across into the matched post(s) within the RCC, provided they fulfil the reasonableness criteria.

B) If a FRS role matches a RCC post within the 80% fit, but it could be perceived that the RCC post is a lower role in the new flatter structure, then on transfer the TUPE transferred employee will be entitled to the same terms and conditions of employment (save for Occupational Pension Scheme) which he or she enjoyed with his or her former employer.  They will be entitled to the same rate of pay as they formally enjoyed and further more they will be entitled to any collectively 

bargained increment/pay increase to which their contract of employment relates.  

C) Likewise, if a FRS role is matched to a RCC post within the 80% fit which could be perceived as a higher role, the TUPE transferred employee will be entitled to the same terms and conditions of employment (save for Occupational Pension Scheme) which he or she enjoyed with his or her former employer.  An employee can choose to move to the Company’s new terms and conditions of employment if they so choose.

D) If a FRS role is matched to a post in the RCC but there is less than 80% of a match e.g. 30% and there is a requirement for those duties to be undertaken in the RCC, then at the time of transfer the employee will be protected on the terms and conditions which they had prior to the transfer.

E) Where a Fire Service role is significantly different and does not meet the 80% match to a Regional Control Centre post, the role will need to be assessed by the Fire Service to confirm whether the tasks currently carried out by the postholder are “out of scope,” which in turn will mean the FRS role and duties will need to be realigned within the Fire Service. 

F) Where the Fire Service role is substantially different, but the tasks are in-scope to transfer to the Regional Control Centre, the post may be evaluated under Hay, and the score used to align it to the most appropriate post in the Regional Control Centre based on the 80%+ fit. The current postholder(s) may be offered the post(s) as suitable alternative employment and they will be protected under TUPE.

3.5
Moderation

A Moderation Panel will be set-up to moderate the role matching process and the completed Role Matching Questionnaires as described above.  The purpose of the Moderation Panel is to reflect on how posts have been matched and ensure hierarchies and benchmarking make operational/ business sense and are a fair and accurate match.

The Moderation Panel is likely to consist of: The SEFRCC HR Consultant, Representatives from the Trades Unions e.g. FBU, FOA and Unison, the Services Support Manager and a FRS HR Representative.

3.6
Confirming the results

Once the Moderation Panel is satisfied that roles have been appropriately matched, the results of the matching exercise will be sent to SE HR Managers, and they will be responsible for notifying individuals on how their current Fire Service post aligns to a post in the Regional Control Centre.  Members of staff will have the right to appeal the decision made and will be given one calendar month from notification of their results to appeal.

3.7
The appeal process

All employees have the right to appeal against the results of the role matching exercise.  Fire and Rescue Services managers are expected to exhaust the informal procedures before entering the formal appeals process. 

An Appeals Panel will be set-up to deal with any appeals which reach the formal stage.  The panel is likely to consist of: The Chief Executive of SEFRCC, the FRS HR Lead and the Trades Unions.

The grounds for appeal are as follows:

· The scheme has been wrongly applied.

· The Job Matching Questionnaire did not provide complete information and new information has come to light, which was not previously available.

· It is believed that an equivalent job has been more highly matched.

Employees must submit their appeal in writing.  They should write to the SEFRCC HR Consultant at South East RCC, PO Box 62483. London.  E16 9AT within one calendar month of receiving their letter, outlining the reasons for their appeal which must fall in line with the three bullet points as listed above.

The employee’s letter outlining their grounds of appeal will be discussed in full by the appeals panel.  Common themes emerging from appeal outcomes will be monitored and discussed with the trades unions.  The outcome of the appeal will be either to “upgrade” the post/match or to confirm the grade/match remains the same.  Any appeal against the matching of a post will be exhausted by this process, the outcome of which is final.  There will be no further right of appeal within the South East Fire and Rescue Control Centre Limited.

3.8
After the appeals process has been completed – reasonableness interviews

After the appeals process has been completed and all affected staff have been notified in writing of how their current role aligns to a role in the regional control centre, the individual reasonableness “interviews” will take place.  Once the reasonableness meetings have been completed, a decision will be made as to whether or not it is reasonable for a member of staff to TUPE transfer to the regional control centre into the role they have been matched to.  There will also be an appeals process attached to the reasonableness interviews, should staff choose to appeal the final decision.

It should be noted that a full Reasonableness Policy will be written and issued in due course.

3.9
Slotting transferees into the new roles in the Regional Control Centre

Once affected employees know which role their current Fire and Rescue Service post aligns to in the new Regional Control Centre and they have been notified whether or not it is reasonable for them to transfer to Kites Croft, Fareham, the individual role slotting process will take place.  This will be carried out by the Job Matching Panel with input from each FRS

It is the responsibility of South East Regional Control Centre Limited to find a suitable role for TUPE transferees transferring to the Regional Control Centre.  

If the affected employee disagrees with the post they have been aligned to (although this should have been exhausted at the appeals stage of the Role Matching process) it should be noted that if it is deemed reasonable for them to transfer to the regional control centre under the reasonableness criteria and they have been allocated a suitable post in the regional control centre under the 80% matching process, but for whatever reason choose not to take up the role, the employee will be deemed to have resigned from their Fire Service post and this will be treated as a normal resignation with no severance payment awarded.

Where there are more employees to be slotted into a specific post then there are posts available, a competitive process will take place and testing will be carried out.  Fire Service staff will need to be released from their current positions to carry out these tests.

Where it deemed reasonable for an employee to transfer to the RCC, but the employee has been unsuccessful during the testing stage in securing a post in the RCC, they may be offered either a severance payment or as an alternative to a severance payment, a redeployment opportunity in the RCC and paid in accordance with their original Fire and Rescue Service pay protection policy.

4.0
Review


It is recognised this Policy in time will need to be reviewed and developed.  It is anticipated that neither employer or employee representatives would unreasonably refuse such a request.
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