ICL EYES ONLY


DRAFT ONLY

Selection Criteria

 Rationalisation Programme - December 2001

Introduction

This document outlines the approach 
that is being used to assess employees for the selected redundancies
, this includes:

Generic Selection Criteria

Defined Selection Pools

Key Principles

· Process is to be carried out in a manner which is:

· Fair

· Objective

· Consistent

· Non Discriminatory

· Where ever possible evidence should be provided from existing documentation
.

Generic Selection Criteria

ICL is proposing to use six 
core selection criteria:

1.1. Product/ Technical Knowledge

1.2. Critical Skills

1.3. Business Commitment & Considerations

1.4. Performance

Voluntary Redundancies

Acceptance of applications for the Voluntary Redundancy (VR) Scheme will be assessed on the basis of the assessment of the individual’s skills, knowledge and experience in relation to the needs of the business.  The following elements of the core selection criteria will be applied to assess VR applications:

· Product/ Technical Knowledge

· Critical Skills

· Business Commitment & Considerations

Application of Selection Criteria

The above selection criteria will be assessed 
by the relevant line Manager 
(Assessor), on an individual basis, for all employees in the selection pools.  This process will be supported by the line HR Manager.  

The Assessors will ensure that they fully understand the criteria 
/ marking levels, and marking accordingly.  This will enable the Assessor to clearly identify the level of knowledge, skills and business requirements against the needs of the business for the short and medium term
.

The total marking for each pool will be reviewed 
by the Divisional MD or Functional Executive Officer and overseen by the Director of HR Operations.  Any imbalance 
identified will be investigated.

A formal appeal process for the selected redundancies as part of this programme during the individual consultation period  

Assessors should refer to the guidance material 
that support this process. 

	Criteria

	Explanation of Criteria
	Marking

	1.1. Product/ Technical Knowledge
Please refer to the relevant profile of the required product knowledge relating to the selection pool
.
	This section is used to compare the individual's product/ technical knowledge key to the business/ function for the future.  This includes both short and medium term requirements.
	Highly valuable product/ technical knowledge in any of the identified areas.

Rating 4

Significant product/ technical knowledge in one or more of the identified areas.

Rating 3

Some product/ technical knowledge in one or more identified areas.

Rating 2

Limited product/ technical knowledge as required by the business or shared by a number of others.

Rating 1



	1.2. Critical Skills

Please refer to the relevant profile of the required critical skills relating to the selection pool.
	This section is used to compare the individual’s skills key to the business/ function for the future.  This includes both short and medium term requirements.
	Highly valuable skills to the business, which could not be replaced.

Rating 4

Significant skills in one or more of the identified areas.

Rating 3

Some skills required by the business in one of more of the identified areas.

Rating 2

Limited skills in one or more of the identified areas or are shared by a number of others.

Rating 1

	1.3. Business Commitments

       & Considerations


	This section is used to assess the requirements of a specific customer (internal or external) or contractual commitments against an individual’s role.
	Individual role is essential to the requirements of customer/contractual commitment.

Rating 4

Individual’s role may be desirable to customer/ contractual commitments.

Rating 3

Individual's role may be replaceable in relation to customers/contractual commitments.

Rating 2

Specific role could be met by other individuals to meet customer/contractual commitments.

Rating 1

	1.4. Performance

	This section assesses an individual’s performance based on the performance criteria that applies to the role, including what has been achieved and the skills deployed to achieve requirements.
	Demonstrates outstanding performance.

Rating 4

Good performance that is judged to be above average.

Rating 3

Acceptable performance and meets some of the requirements of the role. Rating 2

Some significant weaknesses evident in performance.

Rating 1


2.0. Additional Differentiating Criteria

The following additional criteria will be used as a differentiator, as appropriate.

2.1. Absence & Conduct

Level of sickness absence and disciplinary hearings will be assessed where appropriate.  Absence related to disability and maternity will not be assessed and is ignored.

Absence

Frequent/ intermittent absences will be assessed and long-term absences not relating to disability and maternity.

1 to 10 days 
=   0

11 to 25 days 
=  -1

26 to 35 days
=  -2

36 to 45 days 
=  -3

46 to 60 days 
=  -4

plus  61 days 
=  -5


NB Working Days Only

A single absence of up to 60 days, not related to any form of ongoing illness or other absences that does not affect efficiency in anyway – i.e.: a broken leg, a maximum score of 2 will be recorded. 

Conduct


Anyone who has been given:

· A formal written warning 
of any nature, including sickness, during the period 14 January 2001 -15 January 1 2002.

Written Warning 
       =    -2

Final Written Warning  =   - 3


2.2. Length of Service

Employment/Service will be assessed in relation to selection where a number of people have the same score.    Preference would be given to longer service.

3.0. Divisional/Functional Criteria 

Identification of role specific aspects of the selection criteria will be carried on a business and functional basis as necessary for the individual selection pools, based on the requirements of the business now and in the future.  These criteria will relate to the six 
core criteria outlined.  Refer to Appendix 2.

4.0. Proposed Selection Pools

The following provides a matrix of the selection pools to be adapted.

Divisional Matrix

	Division
	Key Group

	Sub Group

	Locations

	ISD
	SALES

CLIENT MANAGEMENT
	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	ENGINEERING:

 SOLUTIONS DEVELOPMENT
	HPS
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	ENGINEERING:

TECHNICAL SERVICES
	HPS


	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	
	DataCentres
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	
	IO:  IT


	Scotland & Nth England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	ENGINEERING:

CUSTOMER SERVICE
	UKME


	Scotland & Nth England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	
	Helpdesks


	Scotland & Nth England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	
	HPS
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	ENGINEERING: 

 OPERATIONS
	IO: Operations & Support


	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	SERVICE MANAGEMENT
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	PROJECT MANGEMENT


	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	GENERAL MANAGEMENT
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	BUSINESS SERVICES


	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	P&PS

	SALES

CLIENT MANAGEMENT
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	
	ENGINEERING:

SOLUTIONS DEVELOPMENT
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	ENGINEERING

TECHNICAL SERVICES
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	PROJECT MANGEMENT


	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	GENERAL MANAGEMENT


	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	ENGINEERING:
CONSULTANCY
	
	Scotland & Nth England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	BUSINESS SERVICES


	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	EMEA
	SALES 

CLIENT MANAGEMENT
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	ENGINEERING:

 SOLUTIONS DEVELOPMENT
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	ENGINEERING:

 TECHNICAL SERVICES
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	ENGINEERING:

 CONSULTANCY
	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	GENERAL MANAGERS
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	PROJECT MANAGERS


	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Northern Ireland

	
	
	
	Greater London & South East  

	LARGE PROJECTS
	BUSINESS SERVICES
	 
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	CLIENT MANAGEMENT


	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	GENERAL MANAGERS
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	PROJECT MANAGERS


	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	GROUP HQ
	BUSINESS SERVICES
	
	Scotland & North England 

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	ENGINEERING


	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	GENERAL MANAGEMENT
	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	BUSINESS SERVICES
	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  

	
	PROJECT MANAGEMENT
	
	Scotland & North England

	
	
	
	Midlands

	
	
	
	North West

	
	
	
	Thames Valley

	
	
	
	South West & Wales

	
	
	
	Greater London & South East  


Functional Matrix

Some functional roles have location specific factors.  Where this is appropriate the locations are applied as follows:

Scotland & North England

Midlands

North West

Thames Valley

South West & Wales

Northern Ireland

Greater London & South East  
	Functional
	Key Group

	FINANCE PROFESSIONAL


	All Divisions

	FINANCE SUPPORT


	All Divisions

	PROCUREMENT PROFESSIONAL


	All Divisions

	PROCUREMENT SUPPORT


	All Divisions

	LEGAL PROFESSIONAL


	All Divisions

	LEGAL SUPPORT


	All Divisions

	HUMAN RESOURCES PROFESSIONAL


	All Divisions

	HUMAN RESOURCES SUPPORT


	All Divisions

	COMMERCIAL PROFESSIONAL


	All Divisions

	COMMERICAL SUPPORT


	All Divisions

	QUALITY PROFESSIONAL


	All Divisions

	QUALITY SUPPORT


	All Divisions

	MARKETING PROFESSIONAL


	All Divisions

	MARKETING SUPPORT


	All Divisions


Appendix A

Selection Criteria Assessment

Rationalisation Programme
Name: ………………………..……

Business Unit: …………………….….
Date of Review/Assessment: …………………………..…

	
	
	Ranking

4   = 
Highest Value

0   =
Lowest Value
	

	Criteria
	Explanation of the Criteria
	0
	1
	2
	3
	4
	Comments

	1.1. Product/ Technical 

      Knowledge
	This section is used to compare the individual's product/ technical knowledge key to the business/ function for the future.  This includes both short and medium term requirements.
	
	
	
	
	
	

	1.2. Critical Skills
	This section is used to compare the individual’s skills key to the business/ function for the future.  This includes both short and medium term requirements.
	
	
	
	
	
	

	1.2. Business Commitments

      & Considerations
	This section is used to assess the requirements of a specific customer (internal or external) or contractual commitments against an individual’s role.
	
	
	
	
	
	

	1.4. Performance
	This section assesses an individual’s performance based on the performance criteria that applies to the role, including what has been achieved and the skills deployed to achieve requirements.
	
	
	
	
	
	


Completed by: _______________________________






Conducted by: _________________________




(Management Assessor)










(HR Manager)

Approved by: ________________________________

(Divisional/ Functional Head)

Appendix B

PROFILE OF SPECIFIC SELECTION CRITERIA BY SELECTION POOL

The specific criteria are the key areas of assessment that are in addition to the core competencies as outlined in the individual professional community framework, as appropriate to the role/ function.    

	1.1 Product/ Technical Knowledge


	1.2 Critical Skills

	
	

	1.3 Business Commitments and considerations


	1.4 Performance

	
	


�PAGE \# "'Page: '#'�'"  �Page: 1���We don’t believe that this draft is adequate to start serious discussions about appropriate selection methods.  They key stage before criteria are used is the definition of selection pools.  The pool definitions are unclear, and don’t include any numbers of staff, or numbers to be picked.  This makes it impossible to assess what the consequences of the selection method would be.


�PAGE \# "'Page: '#'�'"  �Page: 1���The selection criteria should specify the method in detail, not outline the approach


�PAGE \# "'Page: '#'�'"  �Page: 1���There’s a lot of confusion caused by this document, whether it’s about rejecting VRs, choosing CRs, and whether each criteria scores “high” or “low” translates to staying or going.


�PAGE \# "'Page: '#'�'"  �Page: 1���Scores and reasons for the scores should be documented.


�PAGE \# "'Page: '#'�'"  �Page: 1���Spell out which forms of discrimination are not allowed.  Does this include age, sexuality, gender, disability, trade union membership/activity, employee reps, race, religion, enquiring about VR, raising a grievance, complaining of harassment/bullying, or is ICL permitting some forms of discrimination?  How will this be checked?


�PAGE \# "'Page: '#'�'"  �Page: 1���There doesn’t actually seem to be any reference to existing documentation?


�PAGE \# "'Page: '#'�'"  �Page: 1���Where are the other 2?


�PAGE \# "'Page: '#'�'"  �Page: 1���Surely the VR decision should be a simple “are they essential, unique and irreplaceable”, except where far too many people from a pool have volunteered.  Only then should criteria be needed to compare different people?  There needs to be clarification about if & when selection for VR is required.


�PAGE \# "'Page: '#'�'"  �Page: 1���There’s a concern that some line managers intend to manipulate the selection process.  For example, saying they will resist VRs to avoid having their headcount reduced.  How can the process avoid line managers defending their empires?  Options to consider will depend on the size of the pools.





Similarly, because the relationship between the VR and CR scheme has not been made public, some managers believe that after the VR scheme a “salami slice” will be taken off every unit, regardless of how many volunteers they had.  They think accepting VRs will mean they’ll lose more staff, not the same number, and are therefore tempted to oppose volunteers.  Volunteers must come out of an identified pool, and reduce the number from that pool to be compulsory.  Options for protecting parts of pools who have provided many volunteers would depend on pool size.


�PAGE \# "'Page: '#'�'"  �Page: 1���What level is this being done at?  One line manager per pool, or every team leader in the pool, or somewhere in between?


�PAGE \# "'Page: '#'�'"  �Page: 1���How?  What information/training/support is being given?


�PAGE \# "'Page: '#'�'"  �Page: 1���What are they?  How will the assessor know?


�PAGE \# "'Page: '#'�'"  �Page: 1���What method will be used to do this?  It’s non trivial to check for discrimination.


�PAGE \# "'Page: '#'�'"  �Page: 1���What sorts of imbalances are you looking for, and which are considered legitimate / illegitimate?  E.g. are you just looking for imbalances between assessments made by different managers, or are you looking for imbalances in terms of age, gender, race, disability, part-time working etc?


�PAGE \# "'Page: '#'�'"  �Page: 1���What guidance material?


�PAGE \# "'Page: '#'�'"  �Page: 1���1.1 – 1.4 are vague, woolly and ill-defined.  They don’t meet the goals set out on the first page.


�PAGE \# "'Page: '#'�'"  �Page: 1���In many of these criteria, it is clear that there will be criteria specific to the selection pool.  What is the plan for consulting over the choice of these criteria?  Will they be documented and visible?


�PAGE \# "'Page: '#'�'"  �Page: 1���What evidence is being used here?  If PAC is used, over how many years?


�PAGE \# "'Page: '#'�'"  �Page: 1���These are likely to have already been taken into account in assessing performance.


�PAGE \# "'Page: '#'�'"  �Page: 1���This should be removed.  Why should employees be penalized for genuine ill-health?  If it is left in, how can it be fair anyway?  How many years is it averaged over?  How do you know whether absence relates to disability – we know from H&S risk assessments that line managers have no way of knowing whether they have disabled staff, unless they tell them.  Which definition of disability are you using?  How can you avoid sex discrimination, due to sickness patterns differing by gender (e.g. menstruation)?


�PAGE \# "'Page: '#'�'"  �Page: 1���This should be removed, since it is more potential double-counting.  Warnings due to capability overlap with performance, warnings due to absence overlap too.  Conduct should be corrective, and is not relevant to the company’s need to cut costs.


�PAGE \# "'Page: '#'�'"  �Page: 1���Even if it has expired?  How do you count someone with two written warnings for different matters?


�PAGE \# "'Page: '#'�'"  �Page: 1���To meet the requirements of the SEA, this must be a major factor, rather than a tie-breaker.  A scoring system should be specified.  Staff are confused whether “preference” means you stay or go.


�PAGE \# "'Page: '#'�'"  �Page: 1���These must be the subject of consultation, and properly documented.


�PAGE \# "'Page: '#'�'"  �Page: 1���Four?


�PAGE \# "'Page: '#'�'"  �Page: 1���It’s almost impossible to comment on these, they are so confused.  Do these include everyone?  Who is in which pool?  Are they supposed to be role-based, or unit-based?  Is each location within each sub-group a separate pool?  How many are in each pool, and how many are to be selected?  Only once this information is included in a draft is sensible comment possible.


�PAGE \# "'Page: '#'�'"  �Page: 1���The second column (key group) seems to have been constructed by a rather clumsy bit of cut and paste and as a result does not reflect actual organisation groupings: for example, P&PS and EMEA have a key group called "Engineering:  Consultancy".  In eInnovation (which is the biggest bit of EMEA) Consultants are managed with the sales team, not engineering.  How are things are managed in P&PS – probably not like this.


�PAGE \# "'Page: '#'�'"  �Page: 1���To attempt to use the same type of subdivision (key groups/subgroups) in such a diverse range of organisations is not going to be much help.  To be able to put reliable numbers against the pools will require a better analysis - to which we should get access.


�PAGE \# "'Page: '#'�'"  �Page: 1���How does this relate to the streaming?


�PAGE \# "'Page: '#'�'"  �Page: 1���So what are the numbers, and locations here?


�PAGE \# "'Page: '#'�'"  �Page: 1���Where is the assessor required to refer to documented evidence?





