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 D 
EXMOOR NATIONAL PARK AUTHORITY 
 
RESOURCES COMMITTEE – 18 NOVEMBER 2003 
 
PERSONNEL UPDATE 
 
Report of the Head of Business Management 
 
Purpose of Report:   
 
To update members on personnel matters. 
 
 
The Committee is recommended to:- 
 
i) NOTE the changes to personnel that have occurred 
 
ii) NOTE the pay and grading structure that has been approved by the National Park Officer 

under delegated authority in consultation with the Job Evaluation Panel. 
 
iii) NOTE the consultations that have been issued on the Local Government Pensions Scheme and 

are INVITED to consider whether responses should be sent to Somerset County Council and to 
the Office of the Deputy Prime Minister 

 
 
 
1. PERSONNEL CHANGES 
 
1.1 Since the Resources Committee on 22 July 2003 the following changes have occurred: 
 
 

Arrival: Rachel Oxenham Personnel Officer   4.8.03 
    
Departures: Nathalie Roots Sustainable Tourism Officer   6.8.03 
 Steve Blackmore Supervisor (Woodlands & Estates) 30.9.03 

 
1.2 Judy Hayes, Planning Office Manager, has been seconded to the post of Planning Assistant 

and Sue Cottrell, Administrative Assistant, has been seconded to the post of Planning Office 
Manager.  Both these secondments are for 3 years from October 2003 and are renewable 
annually dependant upon receipt of the Planning Delivery Grant from the Office of the Deputy 
Prime Minister. 

 
2. JOB EVALUATION 
 
2.1 The Resources Committee on 22 July 2003 delegated authority to the National Park Officer to 

determine the Authority’s new pay and grading scales following the current job evaluation 
exercise, in consultation with the Job Evaluation Panel and that the results be reported to the 
next meeting of the Committee. 

 
2.2 The Job Evaluation Review Panel met on two occasions and after consideration of the pay 

scales adopted following job evaluation by other National Park Authorities and by Somerset 
County Council, the Panel agreed that a slightly modified version of pay and grading structure 
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used by  Somerset County should be adopted from the previously agreed implementation date 
of 1 July 2003.  A copy of this pay and grading structure is attached at Appendix I. 

 
2.3 In arriving at this agreement the Panel took into account: 
 

• the need for the new structure to be affordable 
• the negotiations, discussions and modelling that had taken place between Somerset 

County Council and UNISON 
 
2.4 The results of the job evaluation exercise for the Authority can be summarised as follows: 
 
 

Job Descriptions People Posts No. % No. % 
Going Up 32 48 51 52 
Going Down 9 13 8 8 
No Change 26 39 39 40 
     
Totals 67 100 98 100 

 
 
2.5 Members will recall that UNISON were invited to make a nomination to the Review Panel as 

the recognised Trade Union.  Two UNISON representatives attended, Jon Gray and  
 Mike Kilmister, and their positive and constructive contribution was greatly appreciated.  The 

results of the review are contained in the Collective Agreement that the Authority has entered 
into with UNISON and a full copy of the Agreement is attached at Appendix 2 for the 
information of Members. 

 
2.6 A reserve of £50,000 has been set aside to assist in the implementation of the job evaluation 

exercise and the current pay bill including employers’ overheads is £2M.  A detailed costing 
exercise has been carried out based on the evaluations that have emerged for each post and the 
additional cost is as follows: 

 
  

Year £’000 % 

2003/04 (part year) 35 2.2 

2004/05 65.5 3.3 

2005/06 87.4 4.4 
 
 
2.7 The implementation of the job evaluation exercise from 1 July 2003 means that whilst the 

annual increase at 1 July 2003 is £46,7000 only £35,000 is required in 2003/04 against the 
reserve of £50,000.  The increased costs in 2004/05 and 2005/06 reflects additional increments 
that will become payable for those posts which now have a higher maximum.  The 
underspending in 2003/04 could be carried forward to ease the requirement for an additional 
£15,500 in 2004/05 but the use of non-recurring funds to meet recurring pay costs would cause 
problems in 2005/06.  It is recommended therefore that the contingency reserve for inflation 
and unforeseen costs be adjusted in 2004/05 and 2005/06 to meet the additional costs 
involved. 
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3. SOMERSET COUNTY COUNCIL PENSION FUND 
 
3.1 The current policy of the Fund provides for the costs associated with early retirement to be 

absorbed by the fund and taken into account by the Actuary when determining the relevant 
employer’s contribution rate.  The County Council is reviewing this policy and is seeking 
views on whether the costs associated with early retirement should, in future, be met up-front 
by the relevant employer.  The deadline for responses is 5 December 2003. 

 
3.2 The Office of the Deputy Prime Minister has also produced a further consultation, as a result 

of the second stock-take discussion paper issued last October, outlining their proposals to make 
amendments to the Local Government Pension Scheme Regulations from 1 April 2004.  The 
closing date for responses to this consultation is 1 December 2003. 

 
3.3 To inform participating Authorities on both these matters the County Council is holding a 

short workshop on the morning of 10 November 2003.  A supplementary paper will therefore 
be produced following the workshop and members will be invited to consider whether 
responses should be made to both consultation documents. 

 
 
 
 
 
 
 
 
Charles Burrows 
Head of Business Management 
6 November 2003 
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APPENDIX 1 
 

 
 

NEW PAY AND GRADING STRUCTURE WITH EFFECT FROM 1 JULY 2003 
 
 
 

Spinal 
Column 

Point 

Grade Salary Spinal 
Column 

Point 

Grade Salary 

         1*   A 8652 32  G 23358 
         2*  A 9138 33  G 24048 

3  A 9738 34  G 24726 
         4*  A 10278 35  G 25245 

5  A 10521 36  G 25911 
6  A 10668 37 H G 26640 
7  A 11013 38 H  27420 
8  A 11361 39 H  28320 
9 B  11706 40 H  29067 
10 B  11949 41 H I 29835 
11 B  12720 42  I 30594 
12 B  12987 43  I 31356 
13 B  C 13335 44  I 32127 
14   C 13581 45 J I 32931 
15   C 13863 46 J  33753 
16   C 14196 47 J  34599 
17 D  C 14532 48 J  35463 
18 D  14817 49 J  36351 
19 D  15372 50 J K 37260 
20 D  15933 51  K 38187 
21 D  16515 52  K 39144 
22  E 16944 53  K 40122 
23  E 17442 54  K 41124 
24  E 18012 55  K 42153 
25  E 18582 56 43206 
26  E 19185 57 44286 
27 F  19824 58 

 

45393 
28 F  20469 
29 F  21282 
30 F  21993 
31 F  22689 

 

 

 
 

* Spinal Point 1 age 16 
 Spinal Point 2 age 17 
 Spinal Point 4 age 18 
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JOB EVALUATION 
COLLECTIVE AGREEMENT 

 
1 PURPOSE 

 
1.1 This is a Collective Agreement between Exmoor National Park Authority and its recognised trade union 

UNISON, concerning the adoption and implementation of a revised pay and grading structure for the 
Authority’s staff employed under the terms of the National Agreement for Local Government Services staff. 
 

2 BACKGROUND 
 

2.1 The 1997 National Agreement on Pay and Conditions of Service for Local Government Services employees 
requires that a local authority (which includes a National Park Authority) should review their local pay and 
grading structures.  In May 2002 the Authority issued a Staff Briefing / Consultation document and in July 
2002 agreement was reached with UNISON thought the Joint Staff Consultative Committee on the way the 
review would be carried out.  The pay and grading structure has been developed and agreed by a Joint Job 
Evaluation Review Panel.  The parties to this Agreement consider that the terms of the Agreement fully meet 
the Authority’s obligations concerning the operation of an equitable and non-discriminatory pay and grading 
structure under the Equal Pay/Equal Value legislation. 
 

3 SCOPE AND OPERATION OF THIS AGREEMENT 
 

3.1 It is a condition of employment for all the Authority Local Government Service employees as expressly stated 
in their Statement of Written Particulars that their terms and conditions of employment will be in accordance 
with collective agreements negotiated from time to time by the National Joint Council for Local Government 
Services (commonly known as the “Green Book”) as supplemented by local collective agreements reached 
with the trade union recognised by the Authority. 
 

3.2 Accordingly the terms of this collective agreement will have a binding effect on all the Authority’s Local 
Government Services employees. 
 

3.3 The Pay and Grading Structure detailed in this Agreement will supersede the existing pay and grade 
arrangements for all the Authority’s employees employed on 
 
• Former APT&C grades ie Scales 1 to 6, SO1 and SO2, PO1 to PO6 
• Senior Management grades ie SM1 to SM6 grades 
• Any other local grade arrangement for Local Government Services employees. 
 

4 EFFECTIVE DATE 
 

4.1 The provisions of this Agreement shall have effect from 1 July 2003. 
 

5 JOB EVALUATION 
 

5.1 Somerset County Council (SCC) under a service level agreement provides strategic and professional support to 
the Authority on personnel matters which includes a job evaluation service.  For job evaluation purposes the 
Authority through SCC  recognises and operates the Greater London Employers Association Job Evaluation 
Scheme, known locally as the New Somerset Job Evaluation Scheme and the Hay Job Evaluation Scheme.  
Jobs graded A to F will be graded using the New Somerset Scheme.  Jobs graded F to K will be graded using 
the Hay Scheme.  Job Grade F may result from both the New Somerset and Hay Schemes.  All existing jobs 
graded SO1 and SO2 shall be submitted for evaluation under the Hay Scheme. 
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5.2 In Grade F jobs scoring above 450 NSS points on the New Somerset Scheme will qualify for an evaluation 

under the Hay Scheme.  To be assigned a grade arising from a Hay evaluation a job will need to score in 
excess of 230 Hay points.  If the job scores less than 230 points it will be assigned a grade according to its 
New Somerset Scheme score. 
 

5.3 All evaluations carried out as part of this new pay and grading review will be carried out by SCC using joint 
panels and facilitated by a technical adviser.  The membership and proceedings of all Panels shall be 
confidential.  All panellists will be appropriately trained.  To ensure consistency and fairness all results from 
JE panels will be the subject of an agreed Quality Assurance process. 
 

5.4 Job Descriptions shall be prepared according to the agreed guidance notes.   
 

6 PAY AND GRADING STRUCTURE 
 

6.1 The Authority shall operate a 11 grade pay and grading structure.  Each grade shall contain a number of pay 
increments as shown in Table 1 below. 
 

TABLE 1 
GRADE AND INCREMENTAL STRUCTURE 

GRADE SPINAL COLUMN POINT 
A 1-8 
B 9-13 
C 13-17 
D 17-21 
E 22-26 
F 27-31 
G 32-37 
H 37-41 
I 41-45 
J 45-50 
K 50-55 

Note 
 
1. The Pay and Grading structure shall be based on a SCC Spine of incremental points.  The SCC Spine shall 

incorporate the current National pay points up to spinal column point 41 and local pay points up to spinal 
column point 58.  The full list of spinal column points is shown at Appendix A. 

 
2. Grades shall not overlap.  Grades may abut, where the maximum of one grade is the same spinal column 

point as the minimum of the next grade, OR these grades may be separated by one increment. 
 
3. Grade L shall be used for the post of National Park Officer coming under the JNC for Chief Officer’s and 

Chief Executive’s terms and conditions of service. 
 
4. Grades may be aggregated together to form linked grades only as part of a career development programme 

jointly agreed with the recognised trade union. 
 
5. Table 1 excludes payments awarded for weekend working or unsocial hours. 
 
6. The Spinal Column Point arrangement in Table 1 will subsume any additional increments for additional 

duties provided these have been included in the job description. 
 



[T:\WP\ENPC\Resources\res0311.001.Personnel[7/13]        7 
 

 
7 JOB EVALUATION GRADE VALUES 

 
7.1 In order to assign a grade to a job the following tables showing job evaluation points and grades shall be used. 

 
TABLE 2 

FOR JOBS EVALUATED USING THE NEW SOMERSET 
SCHEME 

Grade New Somerset Points score 

A up to 250 

B 251-288 

C 289-338 

D 339-388 

E 389-438 

F 439 plus 

 
TABLE 3 

For jobs evaluated using the Hay Scheme 

Grade Hay Points score 

NSS grades Below 230 

F 230-275 

G 276-320 

H 321-370 

I 371-425 

J 426-500 

K 501-625 

Chief Officer grade L 626 plus 

 
 

8 ASSIMILATION 
 

8.1 Where the new grade assessed to a job has a lower salary scale in the new structure two options are available to 
the jobholder: 
 

 to have their current salary protected until such time as the salary of the new grade and scale catches 
up   with that of the protected salary.  During this interim period no “cost of living” or increments will 
be due to the jobholder; or 

 
 to continue and be protected on their current salary scale for three years after which they would drop 

to the maximum of the new grade and salary scale.  During these three years the jobholder would 
receive “cost of living” and increments and would drop to the salary of the maximum of the new grade 
and scale on 1 July 2006. 
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8.2 For any jobs assessed to a new grade that has a higher or broader salary scale, the jobholder will move on 1 

July 2003 to the first point above their current pay point and can expect to move up through the salary 
increments on an annual basis until such time as the top point of the scale is reached, assuming satisfactory 
performance. 
 

8.3 For any jobholders that are currently paid below the bottom point of the new grading scale, the jobholder will 
move to the first point on the new grade and salary scale. 
 

9 COMMUNICATION 
 

9.1 It is recognised that effective communication and education is critical to the successful implementation and 
outcome of the exercise. 
 

9.2 Each individual employee, whose post has been evaluated will receive information containing 
 
• Overall pay and grading structure 
• Job Evaluation Points to Grade table relevant to their job 
• Job Evaluation Points Score broken down into Job Evaluation factors 
• New Grade of their job 
• Salary range attached to the new grade of their job 
• Their individual salary point in the salary range 
• Relevant agreed assimilation process or salary protection arrangements 
• Procedure to follow if they want the grade to be reassessed. 
 

9.3 This information to all Local Government Services employees will be regarded as formal notification of a 
collectively agreed variation in their terms and conditions of service. 
 

10 REASSESSMENT PROCESS 
 

10.1 A Reassessment Process (attached at Appendix B) has been agreed for employees whose jobs are evaluated as 
part of this Agreement either by the Hay Scheme or New Somerset Scheme.  Reassessment will require a re-
examination of the whole job and results may go down as well as up.   
 

11 OTHER TERMS AND CONDITIONS OF SERVICE 
 

11.1 Contractual Period of Notice 
 
For employees graded up to ENPA E this is one month.  For employees graded ENPA F and above it is three 
months. 
 

11.2 Annual Leave 
 

Grade With less than 5 years 
Continuous Service 

A - E 25 

F - H 27 

I - L 30 

 
This does not include statutory, extra statutory and bank holidays. 
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11.3 Overtime 

 
Staff graded up to Grade E can be paid at overtime rates; overtime is not normally paid to staff above Grade E. 
 

 

Signed Date For Exmoor National Park Authority 

Signed Date For UNISON  
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APPENDIX A 
 

 
 
 

INCREMENTS FOR PAY SPINE 
 
 
 
1 (age 16) 8652  31 22689 
2 (age 17) 9138  32 23358 

3 9738  33 24048 
4 (age 18) 10278  34 24726 

5 10521  35 25245 
6 10668  36 25911 
7 11013  37 26640 
8 11361  38 27420 
9 11706  39 28320 
10 11949  40 29067 
11 12720  41 29835 
12 12987  42 30594 
13 13335  43 31356 
14 13581  44 32127 
15 13863  45 32931 
16 14196  46 33753 
17 14532  47 34599 
18 14817  48 35463 
19 15372  49 36351 
20 15933  50 37260 
21 16515  51 38187 
22 16944  52 39144 
23 17442  53 40122 
24 18012  54 41124 
25 18582  55 42153 
26 19185  56 43206 
27 19824  57 44286 
28 20469  58 45393 
29 21282    
30 21993    
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APPENDIX B 
 

 
 
 

RE-ASSESSMENT PROCESS 
 

1. Introduction 
 

1.1 When developing and planning the new approach to job evaluation, which was done on joint basis 
with the trade union, a key consideration was to ensure the fair and accurate evaluation of jobs.  
As a result all jobs evaluated, whether using the New Somerset or Hay schemes, are subject to the 
following process: 
 

• The production of job description agreed by the job holder, the manager and a senior 
manager. 

• An evaluation by a SCC joint panel, involving a union representative and staff trained 
and experienced in using the relevant scheme. 

• A rigorous quality assurance process, that involves both checks by internal staff and 
union representatives and by the scheme providers. 

 
1.2 Consequently, it will be unusual for an evaluation result to be incorrect and therefore for appeals 

to succeed.  In order for an appeal to succeed the job holder will have to provide strong evidence 
that the job description has been misinterpreted in relation to the relevant job evaluation scheme.  
The re-assessment process involves a thorough and complete review of the evaluation of a job, 
and as a result a re-assessment panel may conclude that an evaluation is either too low or high. 
 

2. Changes to Job Descriptions 
 

2.1 The re-assessment process is for use when seeking a review of an evaluation where the job has not 
changed significantly, since the job description used in the evaluation process was produced.  In 
cases where a job has changed significantly then a new job description should be produced and 
submitted for re-evaluation.   
 

3. The Job Description Evaluated 
 

3.1 The job description used in the evaluation process should either have been agreed and signed by 
the job holder, or in some cases, where large groups of employees are covered by a common job 
description, job holders should have been consulted on the job description, which is then signed 
by a representative or representatives.  If job holders are unhappy with the job description used in 
the evaluation, because they do not feel it properly reflects their job and/or they were not fully 
consulted on the job description, then in the first instance this should be raised with their line 
manager.  If agreement is not reached with the line manager on the job description, then the issue 
can be referred to the designated senior manager for the purpose of signing the Job Description.  If 
agreement is still not reached then in exceptional circumstances the issue may be referred to the 
National Park Officer.   
 

3.2 This is not an issue that should be raised through the re-assessment process, as this deals with 
cases where employees are claiming that an agreed job description has been misinterpreted and 
undervalued. 
 

4. Information Provided to Employees  
 

4.1 Job holders will be provided with their new grade, including its evaluation points boundaries, and 
salary, together with the score and factor levels for their job and a synopsis of the relevant 
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evaluation scheme.   
 

5. The Grounds for a Request for Re-assessment 
 

5.1 A request for re-assessment will be made on the basis that, in the job holders opinion, the 
evaluation result does not properly or fully reflect their job, i.e. that an aspect or aspects of their 
job has been undervalued in respect of a factor level, or factor levels, of the relevant scheme. 
 

5.2 Job holders will be required to submit the grounds for their re-assessment in writing.  The grounds 
should clarify and emphasise information previously provided in the job description on the jobs 
duties and responsibilities.  Additional duties and responsibilities must not be added at this stage 
(see “Changes to Job Descriptions” or the “The Job Description Evaluated” if you feel the job 
description used did not properly reflect your job).  The job holder should seek to reach agreement 
with their line manager and designated senior manager (for the purposes of signing off the original 
job description) on the statement put forward.  If agreement cannot be reached then support 
should be sought from the Job Evaluation Team, the Personnel Officer or trade union 
representative.  If agreement still cannot be reached then separate statements from the job holder 
and management will be submitted.   
 

6. Re-Assessment Panels 
 

6.1 Re-assessments will be considered by a SCC panel of 4, including 1 UNISON representative (as 
with evaluation panels).  The panelists will be drawn from the normal pool, but must not have 
been involved in the original evaluation or be from the same department as the job being re-
assessed.   
 

6.2 Panels will be supported by a SCC Job Evaluation Adviser.  In exceptional cases, where further 
interpretation of the evaluation scheme is needed, advice may be sought from the scheme 
provider.   
 

6.3 Re-assessment panels will examine areas raised by the case for re-assessment, and undertake a 
general review of the complete evaluation. 
 

6.4 Re-assessments will be considered on the basis of the documentary evidence submitted.  However, 
in exceptional circumstances the re-assessment panel will have the right to call the job holder, 
and/or their representative, and their line manager, and/or designated senior manager, for points of 
factual clarification.  Both parties will be present during any questioning. 
 

6.5 There will be no further right of re-assessment or appeal. 
 

7. Outcomes from Re-Assessment Panels 
 

7.1 The potential outcomes from re-assessments panels are as follows: 
 

• The evaluation result is unaltered. 
• The evaluation result is revised upwards. 
• In exceptional circumstances, and subject to the unanimous agreement of the re-

assessment panel, it may be recommended that an evaluation is revised downwards.* 
 
* For such a recommendation to be made, the panel must be able to demonstrate that the original 
evaluation is both clearly contrary to the rules of the evaluation scheme and the information 
provided on the job, and is seriously anomalous with other evaluations.  If the panel makes such a 
recommendation then the job will be considered by a further SCC re-assessment panel comprising 
the SCC Project Manager, (Pay and Grading), the UNISON Regional Officer, and 3 other 
panelists, including 1 UNISON panelist, not previously involved in the evaluation.  For the 
recommendation to be agreed and implemented this panel would have to unanimously agree the 
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recommendation made by the original assessment panel.  Any job holders adversely affected by 
the agreement of a recommendation would be subject to the Authoritys normal salary protection 
arrangements, based on the grade on which the job was initially evaluated. 
 

8. Timescales 
 

8.1 The job holder must submit the written grounds for their re-assessment within 2 calendar months 
of receiving written notification of their evaluation result and grade.  
 

8.2 The target will be for re-assessments to be considered within 3 months of receipt of the written 
grounds.   
 

8.3 The results of the re-assessment will be notified to the job holder and their designated senior line 
manager within 10 working days of the re-assessment being considered. 
 

9. The Re-assessment of Jobs Covered by Common Job Descriptions 
 

9.1 Where a job holder, or job holders, wish to request a re-assessment of a common job description, 
then at least 25% of the affected job holders, or a minimum of 2 job holders, which ever is the 
greater, must support the request.  Where possible a consensus should be reached by all, or the 
majority of job holders, on both the decision to seek a re-assessment, and the case put forward.  As 
with the agreement of the job description, this process may be facilitated by a job evaluation 
advisor and/or trade union representatives, and/or line management, as appropriate in the 
circumstances.  All affected job holders will have the right to put forward their views on the 
request and the case put forward.  The views expressed may be summarised, before they are 
passed to the re-assessment panel.   Whether a re-assessment is carried out as result of an 
individual or group request, the result of the process will be applied to all job holders. 

 
 
 


