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1.
Introduction


This paper tables the proposed reasonableness policy, criteria and processes required to manage the transfer of existing staff to the South East Regional Control Centre, under TUPE.  This is a critical piece of work in ensuring the success of the project.

2.
Discussion
2.1
The attached process and questionnaire has been devised to establish two key facts relating to staff.  Firstly, to ensure FRS staff are treated fairly in deciding their long-term future and secondly, the South East Regional Control Centre is given the best opportunity in securing TUPE transferees who are experienced/professional Fire Control staff, to resource the Regional Control Centre when it goes live in 2012.

2.2
In order to make an informed decision as to whether or not it is reasonable for a FRS employee to transfer to the RCC under TUPE, a robust “reasonableness criteria and process” has been devised by the SEFRCC HR Consultant with assistance from lawyers, ACAS, CLG and SE HR Managers.  The purpose of having an agreed process is to ensure a fair and consistent approach is adopted across the SE region and to manage both affected staff and management expectations.  

2.3
Reasonableness interviews are part of the “Staffing for Go live Plan,” and are due to take place after the role matching exercise has been completed.  An important factor in holding the reasonableness interviews is that FRS staff know all the key facts relating to working at the RCC, so they can make an informed decision regarding whether or not it is reasonable for them to transfer.  Hence, pieces of work such as role matching, shift patterns, terms and conditions, pay and progression have to be completed by the time the reasonableness interviews take place.  Current planning assumptions indicate that the reasonableness interviews /moderation /appeals process will take place and be completed between November 2010 and April 2011.

2.4
As noted, this is a vital piece of work, and will identify overall how many staff will transfer under TUPE (because it is reasonable for that employee to transfer), and how many brand new employees will need to be recruited, to make up the full compliment of staff when the RCC goes lives in 2012. 

2.5 As TUPE applies to the transfer of staff from current control rooms to the Regional Control Centre, individuals in scope for a TUPE transfer should automatically transfer.  However, where the transfer involves a change in the current place of work or there is a change in some of the duties/responsibilities, the concept of “reasonableness” comes into play.  Reasonableness is applied by developing a range of criteria to be applied on an individual basis.

2.6 The accompanying policy and process namely: “Reasonableness Policy and Process Version 4” takes into account criteria such as: mobility and access to transport; a one hour travel time; and any personal circumstances employees may wish to share for consideration.  The process is jointly owned between the 9 FRSs in the SE region and SEFRCC by CLG.  It is a two stage process.
2.7 The first stage is the consultation stage, whereby the FRS meets individually with the affected employee to consult on how the reasonableness interview will take place. At that consultation meeting, the employee will be given a blank questionnaire and asked to complete it in time for the actual “reasonableness interview” (a copy of the questionnaire is supplied, see Appendix A of the policy and process document).

2.8 The second stage of the process is the “reasonableness interview.”  The employee will be invited to attend the interview and they will meet with their FRS HR Manager and a representative from SEFRCC.  A new questionnaire will be completed during the meeting, incorporating the comments the employee has prepared on the questionnaire given out at the consultation meeting.  Once the meeting has ended the final version of the questionnaire will be sent to the employee to check and sign, confirming the data is correct and that they agree to the contents therein.  
2.9 After both of the above stages have been completed, the FRS HR Manager and the representative from SEFRCC will meet again and discuss the completed questionnaire and decide whether or not it is reasonable for that employee to transfer.  The FRS HR Manager and the representative from SEFRCC will then sign the “Reasonableness Interview Questionnaire” confirming the outcome of their decision.  A Principal Officer from the relevant FRS and a Senior Manager from SEFRCC will moderate that original decision and counter sign the form.   The employee will then be written to by the FRS HR Manager with the final decision as to whether or not it is reasonable for them to transfer. 
2.10 The outcomes are likely to be: it is reasonable for the employee to transfer and the employee agrees; it is reasonable for the employee to transfer, but the employee disagrees; it is not reasonable for the employee to transfer and the employee agrees or it is not reasonable for the employee to transfer, but the employee disagrees.

2.11 The employee can appeal the decision, but this has to be in writing and within one calendar month of receiving their letter.

3.
Summary of Proposal 
 

3.1
Please see accompanying ‘Reasonableness Policy and Process, Version 4’. This is the matter subject to consultation.

4.
Exclusions / Future Decisions


4.1
None applicable at this time.  
5.
Aims / Outcomes


5.1
The aim of this consultation exercise is to:

· Ensure effective communication on the proposed “Reasonableness Policy and Process.”
· Provide an opportunity for alternative or amended suggestions to be tabled.

5.2

From 19 February 2010, the Reasonableness Policy and Process should be made freely available within FRSs, and be entered into the appropriate local consultation channels. Responses from the consultation exercise need to be submitted in writing to:


Anita Davies


South East Fire and Rescue Control Centre Limited


South East RCC

PO Box 65137


London 


SW1P 9QG

Or by e-mail c/o:


Anita Davies, anita.davies@sefrcc.org

Responses should consider whether agreement can be reached, what changes may apply in order to allow agreement, or specify acceptable alternatives.  Please do not comment on matters not related to the item under consultation. 

The deadline for submission, to allow responses to be considered at the next consultation forum is 9th April 2010.
Shani Moyle

SEFRCC HR Consultant
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