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GOLDSMITHS
University of London

PROMOTIONS AND PROGRESSION 2011
Background

1. Section D of the Framework Agreement established the principles on progression within and between grades.  

2. Of the four forms of progression within and between grades we have already agreed and implemented progression by automatic increment up to the top point of each grade before the contribution point threshold.

3. We have established the principles governing the awarding of accelerated incremental progression up to the contribution threshold, and those applying to discretionary progression beyond the contribution threshold. However, as in previous years, finances are very limited and therefore there will be no invitations to apply for accelerated progression this year.
4. Whilst these may need some refinement for final application in future where finances allow us to apply discretionary progression, the main and immediate focus is on progression between grades.

5. There remain significant financial pressures and there will be a call only for:

· Promotions from one grade to another

· Applications for the title of Reader

· Applications for the title of Professor

· Applications for the title of Professorial Research Fellow

· Applications for incremental progression for single increments only amongst Professors in Bands 2 and 3
· Applications for Professorial movement between Bands 1 and 2 and Bands 2 and 3
· Applications for progression amongst those in support roles above Grade 10 who are not on incremental scales.  Salary increases awarded will be judged on market data, and will normally be limited to 2.5%, the value of one increment on the professorial salary scales.

APPLICATIONS PROCESS
6. Applications will be collected and progressed using the E Recruitment system, as last year.  Applications must be received by midnight on Monday 28th February 2011.  Staff are encouraged to submit applications as soon as they are able and preferably before the closing date.
PROGRESSION BETWEEN GRADES
Support Staff
7. We do not at present have any posts that have a grade progression arrangement or structured job family approach to progression.  It was intended that these will be developed in consultation with Trade Union colleagues on a rolling basis beginning in spring 2010, with due regard to HERA job evaluation and equal pay for work of equal value principles.  These were to be developed to support career development in the context of organisational development and efficiency, competitiveness, cost effectiveness and where they can provide opportunities to bring staff into training grades where they might not otherwise have had an opportunity to join Goldsmiths. We have not so far been able to begin this work but will seek opportunities as soon as we can to make progress.
Staff in Established Single Grade Roles

8. Provisions are already in place to deal with regrading where a job has grown: this is covered in paragraphs 63 to 65 of the Framework Agreement.  Therefore, there will not be a formal promotions round, and applications for regrading will be assessed as when they arise.  A formal process for seeking regrading due to job growth is being prepared and will be publicised once agreed.  In the meantime, staff are advised to submit any case for grade review to the Head of Department, who will then discuss the case with Human Resources.
LECTURER A TO LECTURER B
The Role Profiles for Lecturer A and Lecturer B are attached in Appendix A and Appendix B
9. Staff are appointed to Lecturer A at the beginning of their Academic Career, and Lecturer A is regarded as the training grade for progression to Lecturer B, the career grade for academic staff.

10. Staff who are in their third year or have already reached the top point of Grade 7 (before contribution points) as Lecturer A will be automatically assessed for promotion to Lecturer B.  It is expected that Lecturer A staff at the top of the grade should progress to Lecturer B, having gained sufficient skills and experience to be able to fulfil the role of a Lecturer B, and would do so unless concerns have been raised at PDR assessment and capability procedures followed.   
11. Heads of Department will be asked to provide evidenced confirmation of PDR assessments, reviewed with reference to the relevant role profile and simplified under the headings of:
· teaching and learning

· research

· leadership and management
All recommendations on progression will firstly be assessed by the appropriate Pro-Warden, and a final report will be made to the Academic Promotions and Title Awards Sub-Committee seeking endorsement. Staff progressing to Lecturer B are expected to fulfil the full range of duties appropriate to the grade.
If there is concern that the individual is not yet ready for progression to Lecturer B, the Head of Department will provide sufficient evidence of why the member of staff is not yet ready and what action needs to be taken to close the capability gap. Staff at the top of Lecturer A in this category will be invited to provide a statement in support of their claim for progression. This information will be given to the HoD for comment. 
12. Staff who have not reached the automatic assessment stage may also seek promotion to Lecturer B by formal application on the grounds that they are fulfilling the role of a Lecturer B.  This will include a full cv in standard format, plus an evidence-based application for progression. (Ensure you read the Guidance on Collecting and Presenting Evidence at Appendix H).  Evidence will be provided under the standard format related to the HERA Job Evaluation criteria outlined in the relevant role profile.  Heads of Department will be asked to verify the evidence submitted and will give a fuller analysis of progress and suitability for progression to Lecturer B reviewed with reference to the relevant role profile and simplified under the headings of:

· teaching and learning

· research

· leadership and management.
13. Applications for promotion will be submitted to the Academic Promotion and Title Awards Sub-Committee.  Appendix K gives the terms of reference and the membership of the sub-Committee for 2010.
LECTURER B TO SENIOR LECTURER
The Role Profile for Senior Lecturer is attached at Appendix C
14. All staff who are currently Lecturer B may apply for promotion to Senior Lecturer.  They will be asked to provide a full cv, plus an evidence-based application for progression. (Ensure you read the Guidance on Collecting and Presenting Evidence at Appendix H).  Evidence will be provided under a standard format related to the HERA Job Evaluation criteria. A portfolio of evidence should be kept available for inspection to support the application.
15. Heads of Department will be asked to verify the evidence given in support of the application and will also give a fuller analysis of progress and suitability for progression to Senior Lecturer, reviewed with reference to the relevant role profile and simplified under the headings of:

· teaching and learning

· research 

· leadership and management.  

16. If it is felt that the applicant meets the criteria for Senior Lecturer in the areas of teaching and learning, and leadership and management, and that their research or research equivalent output appears to be at a high enough standard of volume and quality, assessors’ reports will usually be called for in order to inform Goldsmiths’ final judgment on promotion. 
OTHER ACADEMIC STAFF
17. The above notes describe the process as it relates to academic staff whose roles cover teaching and learning, research, and management and leadership.  However, applications for progression between grades are also invited and welcomed from Research Staff and Academic staff who are primarily engaged in teaching and scholarship.  The National Library of Academic Role Profiles will also be used to assess their suitability for progression from one grade to another and they will be expected to apply in the same way as above, and will be assessed in the same way as above in relation to their role profiles.

TITLE OF READER
For clarity and ease of reference the role profile for Senior Lecturers is combined with the criteria for Readership at Appendix D

18. The award of the title of Reader is a recognition of personal distinction and high achievement.  Staff who are already Senior Lecturer Grade may apply for the title of Reader.  
19. Staff who are below this level may apply simultaneously for both promotion to Senior Lecturer and award of the title of Reader, but should note that the title of Reader will be awarded only to those who first meet the criteria for promotion to Senior Lecturer and also meet the criteria for the award of the title of Reader. 

20. In recognition of the excellence necessary for the award of title of Reader, those who are given this title will progress in Grade 9 as follows:

· If not previously on Grade 9, appointment will be to at least the third point on Grade 9.
· If already on Grade 9, salary will be accelerated by an additional increment (as well as any normal incremental progression) on 1 September of the year of award of title, providing this remains within grade 9, including contribution points.  Staff already on grade 9 on award of the title will progress at least to point four of grade 9. Staff may progress automatically thereafter by annual increments to top of scale including contribution points.

21. Staff who wish to apply should therefore ensure that they can establish that they meet, or continue to meet, the criteria for Senior Lecturer.  In addition they will then also need to provide evidence that they merit the title of Reader, by reference to the criteria in Appendix D attached. 

22. As noted above, the award of the Title of Reader is a recognition of personal distinction and excellence.  Readers must be performing the full range of duties required of a Senior Lecturer as a minimum. 
23. Applicants will provide their case for the award of the Title of Reader, their cv, and the Head of Department will also provide a full assessment of suitability for awarding the Title of Reader.  A portfolio of evidence should be kept available for inspection to support the application.
24. Applications will be considered by the Academic Promotions and  Award of Titles Sub-Committee, who will determine whether or not the application merits taking forward.  For applications considered sufficiently meritorious, the Sub-Committee will usually seek external assessors’ reports and will make final decisions in the light of all the evidence presented to them.
TITLE OF PROFESSOR
For clarity and ease of reference the role profile for Senior Lecturers is combined with the criteria for Professor at Appendix E
25. Professors and their terms and conditions are not covered by the Framework Agreement or national negotiations.  Nevertheless, for the sake of completeness, the processes of the awarding of the Title of Professor are included in these papers.

26. The award of the Title of Professor is a recognition of personal distinction and excellence.  Professors must be performing the full range of duties required of a Senior Lecturer as a minimum; for clarity and ease of reference the role profile for Senior Lecturers is combined with the criteria for the Title of Professor at appendix E.  The main criteria for awarding the title of Professor will be personal distinction and achievement in research.
27. Staff who wish to apply to have the title of Professor conferred on them must also meet the criteria for Senior Lecturer, in the same way as those seeking the title of Reader. Staff who are not already at Senior Lecturer level will not be considered for the award of title of Professor.
28. Applicants will provide their case for the award of the Title of Professor, their cv, and the Head of Department will also provide a full assessment of suitability for awarding the Title of Professor.  A portfolio of evidence should be kept available for inspection to support the application.
29. The Academic Promotion and Award of Titles Sub-Committee will consider the awarding of the title of Professor in the same way as it considers award of the title of Reader.

PROFESSORIAL SALARIES AND PAY PROGRESSION

30. Professors are at the pinnacle of Academic career progression, and their salaries are a matter of judgment taking into account the individual merits of professors, the market for staff of such a level of distinction, variations related to discipline and a range of other factors.  The college therefore reserves the right to reward professors in accordance with recruitment and retention needs.

31. In general, however, professors will be paid on a scale split into three bands.  Band 1 is made up of five incremental points which professors will move through by an automatic increment every two years until they reach point 5, subject to continued good performance evidenced by Performance and Development Review.

32. Professors may seek to make a case to the Pay and Progression Sub-Committee for progression to Band 2, and this will be assessed by the Pro-Wardens and the Warden initially, who may seek additional advice externally.  Band 2 has 6 incremental points and professors may seek progression, but increments in this band are not automatic.  Staff may thereafter seek progression to Band 3, which will be judged in the same way as Band 2, and again increments are not automatic in this band.
33. Professors in Bands 2 and 3 may seek progression up to the top point of the Band by incremental movement and might be expected to seek progression once every two years. Applications will be considered by the Pay and Progression Sub-Committee.(Appendix L)
ASSESSING REWARD FOR THOSE OUTSIDE FRAMEWORK AGREEMENT
34. There are a number of senior staff in Goldsmiths, who are outside the Framework Agreement and above Grade 10, and who do not receive automatic incremental progression and who are not Professorial staff.
35. Salaries for these staff are generally determined by reference to market forces and recruitment and retention needs. They may apply for salary progression by presenting a case to the Pay and Progression Sub-Committee.

PROGRESSION AND DIVERSITY DATA

36. It is also agreed that data on pay increases, staff progression numbers, and a diversity analysis will be prepared each year and will be shared with Trades Union colleagues in accordance with paragraph 74 of the Framework Agreement.

Appeals

39.
The appeals process is described in at appendix J .
Appendix A

Goldsmiths Introduction
LECTURER A

Lecturer A is the entry point for those who are new to an Academic Career, or who have limited experience of Academic work.  At this early stage of their career, staff will be supported through mentoring, observation, feedback and rigorous performance review.  Staff themselves are expected to ensure their own personal development and to be studying for Goldsmiths’ Postgraduate Certificate in the Management of Learning and Teaching (PGCE), or an equivalent qualification.  Development in this area will be judged against the standards and criteria set out in the PGCE. Staff in Lecturer A positions will be provided with timetables that permit them to   undertake the PGC in the Management of Learning and Teaching. 

“Research”  covers research or research equivalent activity, including delivery of research equivalent material in various media and presentations eg shows, performance, film etc.

NATIONAL LIBRARY OF ACADEMIC ROLE PROFILES

LECTURER A

	
	TEACHING AND RESEARCH

	1 Teaching and learning support
	· Teach as a member of a teaching team in a developing capacity within an established programme of study, with the assistance of a mentor if required

· Teach in a developing capacity in a variety of settings from small group tutorials to large lectures.

· Transfer knowledge in the form of practical skills, methods and techniques

· Identify learning needs of students and define appropriate learning objectives

· Ensure that content, methods of delivery and learning materials will meet the defined learning objectives. 

· Develop own teaching materials, methods and approaches with guidance. 

· Develop the skills of applying appropriate approaches to teaching. 

· Challenge thinking, foster debate and develop the ability of students to engage in critical discourse and rational thinking. 

· Supervise the work of students, provide advice of study skills and help them with learning problems. 

· Select appropriate assessment instruments and criteria, assess the work and progress of students of reference to the criteria and provide constructive feedback to students. 

· Seek ways of improving performance by reflecting on teaching design and delivery and obtaining and analysing feedback. 

	2 Research and scholarship
	· Develop research objectives and proposals for own or joint research, with the assistance of a mentor if required. 

· Conduct individual and collaborative research projects. 

· Write up research work for publication. 

· Continually update knowledge and understanding in field or specialism. 

· Translate knowledge of advances in the subject areas into the course of study. 



	3 Communication
	· Deal with routine communication using a range of media. 

· Communicate complex information, orally, in writing and electronically. 

· Preparing proposals and applicants to external bodies, eg for funding and accreditation purposes. 

· Communicate material of a specialist or highly technical nature. 

	4 Liaison and networking
	· Liaise with colleagues and students. 

· Build internal contacts and participate in internal networks for the exchange of information and to form relationships for future collaboration. 

· Join external networks to share information ideas. 

	5 Managing people
	· Agree responsibilities. 

· Manage own teaching, research and administrative activities, with guidance if required. 

· Could be expected to oversee postgraduate students. 

· Act as a mentor for students in capacity of personal tutor. 

	6 Teamwork
	· Collaborate with academic colleagues on course development, curriculum changes and the development of research activity. 

· Attend and contribute to subject group meetings. 

· Collaborate with colleagues to identify and respond to students’ needs.

	7 Pastoral care
	· Use listening, interpersonal and pastoral care skills to deal with sensitive issues concerning students and provide support. 

· Appreciate the needs of individual students and their circumstances. 

· Act as personal tutor, giving first line support. 

· Refer students as appropriate to services providing further help. 

	8 Initiative, problem-solving and decision-making
	· Develop initiative, creativity and judgement in applying appropriate approaches to teaching and learning support and research activities. 

· Respond to pedagogical and practical 
challenges.

· Share responsibility in deciding how to deliver modules and assess students. 

· Contribute to collaborative decision making with colleagues on academic content, and on the assessment of students’ work. 

	9 Planning and managing resources
	· Use teaching and research resources, laboratories and workshops as appropriate. 

· Plan and manage own teaching and tutorials as agreed with mentor. 

	10 Sensory, physical and emotional demands
	· Sensory and physical demands will vary from relatively light to a high level depending on the discipline and the type of work and will involve carrying out tasks that require the learning of certain skills. 

· Balance with help the competing pressures of teaching, scholarship, research and administrative demands and deadlines. 

	11 Work environment
	· Is required to be aware of the risks in the work environment and their potential impact on their own work and that of others. 

	12 Expertise
	· Possess sufficient breadth or depth of specialist knowledge in the discipline to work within established teaching and research programmes. 

· Engage in continuous professional development. 

· Able to engage the interest and enthusiasm of students and inspire them to learn. 

· Develop familiarity with a variety of strategies to promote and assess learning. 

· Understand equal opportunity academic content and issues relating to student need. 
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Appendix B
Goldsmiths Introduction

LECTURER B

This role profile builds on the profile for Lecturer A

Lecturer B is the Career grade for Academic Staff in Goldsmiths.  It is for those who have experience of being a lecturer either at Goldsmiths or who have come to Goldsmiths with a number of years of relevant experience.  They will either have completed or be near completion of the PGC in the Management of teaching and Learning, or hold an equivalent qualification from another institution or are meeting the standards of the PGC. Those who have been Lecturer A staff will expect to progress to Lecturer B, having displayed that they are able to contribute more widely to the academic life of Goldsmiths, their department, discipline and the strategic aims of Goldsmiths.  

Lec B staff are more independent, require less supervision and mentoring, and take a greater role in the mentoring and supervision of other staff, as well as a greater role in Leadership and Management. 

“Research” covers research or research equivalent activity, including delivery of research equivalent material in various media and presentations eg shows, performance, film etc.

NATIONAL LIBRARY OF ACADEMIC ROLE PROFILES

LECTURER B

	(building on the level of demand in Lec A)
	

	1 Teaching and learning support
	· Design teaching material and deliver either across a range of modules or within a subject area.

· Use appropriate teaching, learning support and assessment methods.

· Supervise student projects, field trips and, where appropriate, placements.

· Identify areas where current provision is in need of revision or improvement.

· Contribute to the planning, design and development of objectives and material.

· Set, mark and assess work and examinations and provide feedback to students.

	2 Research and scholarship
	· Develop research objectives, projects and proposals.

· Conduct individual or collaborative research projects.

· Identify sources of funding and contribute to the process of securing funds.

· Extend, transform and apply knowledge acquired from scholarship to teaching, research and appropriate external activities.

· Write or contribute to publications or disseminate research findings using other appropriate media.

· Make presentations at conferences or exhibit work in other appropriate events.

	3 Communication
	· Routinely communicate complex and conceptual ideas to those with limited knowledge and understanding as well as to peers using high level skills and a range of media.

	4 Liaison and networking
	· Participate in and develop external networks, for example to identify sources of funding, contribute to student recruitment, secure student placements, market the institution, facilitate out reach work, generate income, obtain consultancy projects, or build relationships for future activities.

	5 Managing people
	· Advise and support colleagues with less experience and advise on personal development.

· Depending on the area of work could be expected to supervise the work of others, for example in research teams or projects or as PhD supervisor.

	6 Teamwork
	· Act as a responsible team member and develop productive working relationships with other members of staff.

· Could be required to take the lead in a local project.

· Collaborate with colleagues to identify and respond to students’ needs.

	7 Pastoral care
	· Could be expected to act as a module tutor.

· Be responsible for the pastoral care of students within a specified area.



	8 Initiative, problem-solving and decision-making
	· Identify the need for developing the content or structure of modules with colleagues and make proposals on how this should be achieved.

· Develop ideas for generating income and promoting the subject.

· Develop ideas and find ways of disseminating and applying the result of research and scholarship.

· Sole responsibility for the design and delivery of own modules and assessment methods.

· Collaborate with colleagues on the implementation of assessment procedures.

· Advise others on strategic issues such as student recruitment and marketing.

· Contribute to the accreditation of courses and quality control processes.

	9 Planning and managing resources
	· As module leader or tutor, co-ordinate with others (such as support staff or academic colleagues) to ensure student needs and expectations are met.

· Manage projects relating to own area or work.

	10 Sensory, physical and emotional demands
	· Balance the pressures of teaching, research and administrative demands and competing deadlines.

	11 Work environment
	· Depending on area of work and level of training received, may be expected to conduct risk assessment and take responsibility for the health and safety of others.

	12 Expertise
	· Possess sufficient breadth or depth of specialist knowledge in the discipline to develop teaching and research programmes.

· Use a range of delivery techniques to enthuse and engage students.


Appendix C 

Goldsmiths Introduction

SENIOR LECTURER

This builds on Lecturer B criteria

Senior Lecturers in Goldsmiths are those with significant experience as a Lecturer and who display high level skills in Teaching and Learning, Research, plus Leadership and Management.  They contribute more directly to the Leadership and Management of not only their own discipline or Department, but also to Goldsmiths and the HE sector more widely.  They are expected to have been successful on various fronts: in initiating, and developing academic courses; in extending research within their own speciality; and in management and leadership. They will contribute to the academic strategic leadership of Goldsmiths.  In their own fields they will have produced a significant and highly regarded body of research.

They will be proactive leaders in developing their own department and discipline.  They will also have begun to be leaders in the cross-departmental and interdisciplinary working, and will have formed significant external collaborations that exemplify the unique nature of Goldsmiths.

“Research” covers research or research equivalent activity, including delivery of research equivalent material in various media and presentations eg shows, performance, film etc.

NATIONAL LIBRARY OF ACADEMIC ROLE PROFILES

SENIOR LECTURER

	(building on the level of demand in Lec B)
	

	1 Teaching and learning support
	· Design, develop and deliver a range of programmes of study (sometimes for entirely new courses) at various levels.

· Review on a regular basis course content and materials updating when required.

· Develop and apply innovative and appropriate teaching techniques and material which create interest, understanding and enthusiasm amongst students.

· Ensure that course design and delivery comply with the quality standards and regulations of the university and department.

	2 Research and scholarship
	· Determine relevant research objectives and prepare research proposals.

· Contribute to the development of research strategies.

· Carry out independent research and act as principal investigator and project leader.

· Act as a referee and contribute peer assessment.

· Make presentations or exhibitions at national or international conferences and other similar events.

	3 Communication
	· Disseminate conceptual and complex ideas of a wide variety of audiences using appropriate media and methods to promote understanding.

	4 Liaison and networking
	· Lead and develop internal networks for example by chairing and participating in institutional committee.

· Lead and develop external networks for example with external examiners and assessors.

· Develop link with external contracts such as other educational bodies, employers, and professional bodies to foster collaboration.

	5 Managing people
	· Provide academic leadership to those working, within programme areas, as course leader or equivalent, by for example co-ordinating the work of others to ensure that courses are delivered effectively or organising the work of a term by agreeing objectives and work plans.

· Contributing to the development of teams and individuals through the appraisal system and providing advice on personal development.

· Could act as a line manager (eg of research teams)*

· Act as a personal mentor to peers and colleagues.

	6 Teamwork
	· Lead teams within areas of responsibility.

· Ensure that teams within the department work together.

· Act to resolve conflicts within and between teams.

	7 Pastoral care
	· Responsible for dealing with referred issues for students within own educational programmes.

· Provide first line support for colleagues, referring them to sources of further help if required.

	8 Initiative, problem-solving and decision-making
	· Resolve problems affecting the delivery of courses within own educational programme and in accordance with regulations.

· Make decisions regarding the operational aspects of own educational programme.

· Contribute to decisions which have an impact on other related programmes.

· Provide advice on strategic issues such as the balance of student recruitment, staff appointments and student and other performance matters.

· Spotting opportunities for strategic development of new courses or appropriate areas of activity and contributing to the development of such ideas.

	9 Planning and managing resources
	· Responsible for the delivery of own educational programmes.

· Contribute to the overall management of the department in areas such as budget management and business planning.

· Be involved in departmental level strategic planning and contribute to wider strategic planning processes in the institution.

· Plan and deliver research, consultancy or similar programmes and ensure that resources are available.

· Contribute to the management of quality, audit and other external assessments.

	10 Sensory, physical and emotional demands
	† Like all the elements, this builds on the demands in the profiles at lower levels. In this case there is no additional demand

	11 Work environment
	· Depending on area of work (eg laboratories, workshops, studios) may be expected to take responsibility for conducting risk assessments and reducing hazards.

	12 Expertise
	· Required to be an externally recognised authority in the subject area.

· In-depth understanding of own specialism to enable the development of new knowledge and understanding within the field.


Appendix D

GOLDSMITHS

University of London

Award of the title of READER

Background

1. The award of the title of Reader is a recognition of personal distinction and high achievement. 

Eligibility

2. Staff who are already Senior Lecturer Grade may apply for the title of Reader.  Staff who are below this level may apply simultaneously for both promotion to Senior Lecturer and award of the title of Reader, but should note that the title of Reader will be awarded only to those who first meet the criteria for promotion to Senior Lecturer and also meet the criteria for the award of the title of Reader. 

Evidence

3. Applicants will provide a portfolio of evidence alongside their cv, and the Head of Department or Pro-Warden will also provide a full assessment of suitability for awarding the title of Reader.

4. In considering the awarding of the title of reader Goldsmiths has followed and will continue to follow the statements originally in Ordinance 16 of the University of London:
5. In appointing a person to a readership or conferring the title of Reader regard shall be had to the person’s standing and promise in the relevant subject or profession as established by important contributions to its advancement through publications, creative work or other appropriate forms of scholarship or performance, and through teaching.  Other contributions to the work of the College, the University, learned societies and other relevant bodies may also be taken into account.

Judgments 

6. Goldsmiths will want to ensure that the award of the title of Reader, made by Goldsmiths on behalf of the University of London, is reserved for those of high calibre achievement and promise of sustained and greater achievement.

7. Goldsmiths will want to be satisfied that candidates fully meet all the criteria for Senior Lecturer (see criteria below) and are seen by the Head of Department and Pro-Wardens to be fully engaged and high performing in all three areas of consideration, before assessing whether the title of Reader should be given in addition as a recognition of excellence.  It will not be sufficient to show excellence and further promise in the area of research (or equivalent output) only without displaying a high level of achievement as a senior lecturer in teaching, and management and leadership.

Research or Equivalent Output

8. Notwithstanding the above, research or equivalent output will be the predominant criterion for awarding the title of Reader, and candidates will be expected to:

· have a high reputation for research excellence

· have an appropriate level of output in terms of publications or outputs relevant to their discipline

· have evidence that potential already shown will lead to continued research achievement

· have evidence of an influential and significant contribution to an appropriate body of knowledge with sustained research or other relevant outcomes

· have significant success in obtaining research grants (and plans for further grant submissions of a significant size) demonstrably identifying that the individual’s personal contribution has been the major factor in success in obtaining grants

· have evidence of successful collaboration with other research teams/institutions

· Have evidence of influential research contributions business, public policy or the cultural sector

· Show that they have successfully supervised an appropriate number of research students

SENIOR LECTURER

This builds on Lecturer B criteria

Senior Lecturers in Goldsmiths are those with significant experience as a Lecturer and who display high level skills in Teaching and Learning, Research, plus Leadership and Management.  They contribute more directly to the Leadership and Management of not only their own discipline or Department, but also to Goldsmiths and the HE sector more widely.  They are expected to have been successful on various fronts: in initiating, and developing academic courses; in extending research within their own speciality; and in management and leadership, They will contribute to the academic strategic leadership of Goldsmiths.  In their own fields they will have produced a significant and highly regarded body of research.

They will be proactive leaders in developing their own department and discipline.  They will also have begun to be leaders in the cross-departmental and interdisciplinary working, and will have formed significant external collaborations that exemplify the unique nature of Goldsmiths.

“Research” covers research or research equivalent activity, including delivery of research equivalent material in various media and presentations eg shows, performance, film etc.

NATIONAL LIBRARY OF ACADEMIC ROLE PROFILES

SENIOR LECTURER

	(building on the level of demand in Lec B)
	

	1 Teaching and learning support
	· Design, develop and deliver a range of programmes of study (sometimes for entirely new courses) at various levels.

· Review on a regular basis course content and materials updating when required.

· Develop and apply innovative and appropriate teaching techniques and material which create interest, understanding and enthusiasm amongst students.

· Ensure that course design and delivery comply with the quality standards and regulations of the university and department.

	2 Research and scholarship
	· Determine relevant research objectives and prepare research proposals.

· Contribute to the development of research strategies.

· Carry out independent research and act as principal investigator and project leader.

· Act as a referee and contribute peer assessment.

· Make presentations or exhibitions at national or international conferences and other similar events.

	3 Communication
	· Disseminate conceptual and complex ideas of a wide variety of audiences using appropriate media and methods to promote understanding.

	4 Liaison and networking
	· Lead and develop internal networks for example by chairing and participating in institutional committee.

· Lead and develop external networks for example with external examiners and assessors.

· Develop link with external contracts such as other educational bodies, employers, and professional bodies to foster collaboration.

	5 Managing people
	· Provide academic leadership to those working, within programme areas, as course leader or equivalent, by for example co-ordinating the work of others to ensure that courses are delivered effectively or organising the work of a term by agreeing objectives and work plans.

· Contributing to the development of teams and individuals through the appraisal system and providing advice on personal development.

· Could act as a line manager (eg of research teams)*

· Act as a personal mentor to peers and colleagues.

	6 Teamwork
	· Lead teams within areas of responsibility.

· Ensure that teams within the department work together.

· Act to resolve conflicts within and between teams.

	7 Pastoral care
	· Responsible for dealing with referred issues for students within own educational programmes.

· Provide first line support for colleagues, referring them to sources of further help if required.

	8 Initiative, problem-solving and decision-making
	· Resolve problems affecting the delivery of courses within own educational programme and in accordance with regulations.

· Make decisions regarding the operational aspects of own educational programme.

· Contribute to decisions which have an impact on other related programmes.

· Provide advice on strategic issues such as the balance of student recruitment, staff appointments and student and other performance matters.

· Spotting opportunities for strategic development of new courses or appropriate areas of activity and contributing to the development of such ideas.

	9 Planning and managing resources
	· Responsible for the delivery of own educational programmes.

· Contribute to the overall management of the department in areas such as budget management and business planning.

· Be involved in departmental level strategic planning and contribute to wider strategic planning processes in the institution.

· Plan and deliver research, consultancy or similar programmes and ensure that resources are available.

· Contribute to the management of quality, audit and other external assessments.

	10 Sensory, physical and emotional demands
	† Like all the elements, this builds on the demands in the profiles at lower levels. In this case there is no additional demand

	11 Work environment
	· Depending on area of work (eg laboratories, workshops, studios) may be expected to take responsibility for conducting risk assessments and reducing hazards.

	12 Expertise
	· Required to be an externally recognised authority in the subject area.

· In-depth understanding of own specialism to enable the development of new knowledge and understanding within the field.


* where it is an established institutional practice at this level (not normally expected in post-92 HEIs)

March  2009











Appendix E

GOLDSMITHS

University of London

Award of the title of PROFESSOR 

Background

1. The award of the title of Professor is a recognition of the highest personal distinction and high achievement.  This distinction is reserved for staff at the pinnacle of the profession with a very substantial track record of high achievement.

Eligibility

2. Staff who are already Senior Lecturer Grade or who have the title of Reader may apply for the title of Professor.  
3. Staff who wish to apply to have the title of Professor conferred on them must also meet the criteria for Senior Lecturer (see below), in the same way as those seeking the title of Reader.

Evidence

4. Applicants will provide a portfolio of evidence alongside their cv, and the Head of Department or Pro-Warden will also provide a full assessment of suitability for awarding the title of Professor. 

5. In considering the awarding of the title of Professor Goldsmiths has followed and will continue to follow the statements originally in Ordinance 16 of the University of London
“In appointing a person as a Professor or conferring the title of Professor regard shall be had to the person’s national/international standing in the relevant subject or profession as established by outstanding contributions to its advancement through publications, creative work or other appropriate forms of scholarship or performance, and through teaching and leadership and management.”

Criteria

6. The main criterion is outstanding research, but the candidate’s achievement in teaching and in management and leadership need also to be significant and sustained and will be taken into account before it is decided whether to call for assessor’s reports. 

7. In particular, the college will consider, as appropriate to the discipline in each case:

· Evidence of an outstanding contribution to an appropriate body of knowledge with sustained research or other outcomes

· Evidence of successful collaboration with other research teams/institutions 

· A substantial number of research students successfully supervised 

· Proven and sustained success in research leadership

· Evidence of significant contributions to peer review bodies/committees, professional organisations, learned societies, government committees or Research Councils etc.

· Evidence of developing and delivering challenging and innovative courses and other teaching activity and of evaluating their impact on student learning

· Evidence of high level and highly respected academic leadership and a proven ability to lead, develop and motivate colleagues, working as part of a team to achieve departmental and College goals. 

Reward for Staff Awarded the title of Professor

8. Professors are at the pinnacle of Academic career progression, and their salaries are a matter of judgment taking into account the individual merits of professors, the market for staff of such a level of distinction, variations related to discipline and a range of other factors.  The college therefore reserves the right to reward professors in accordance with recruitment and retention needs.

9. In general, however, professors will be paid on a scale split into three bands.  Band 1 is made up of five incremental points which professors will move through by an automatic increment every two years until they reach point 5, subject, as all staff, to continued good performance evidenced by Performance and Development Review.

10. Professors may seek to make a case for progression to Band 2, and this will be assessed by the Pro-Wardens and the Warden initially, who may seek additional advice externally.  Band 2 has 6 incremental points and professors may seek progression, but increments in this band are not automatic.  Staff may thereafter seek progression to Band 3, which will be judged in the same way as Band 2, and again increments are not automatic in this band.

11. Professors in Bands 2 and 3 may seek progression up to the top point of the Band by incremental movement and might be expected to seek progression once every two years. 

Band 1

1. This pay range is the normal entry point for those newly awarded the title of Professor.  A Professor within this range would already have a significant national or international reputation for academic excellence.  

2. This excellence may be reflected by a combination of some of the following activities and outputs: 

· prestigious academic publications

· major teaching/research contracts

· supervision of PhD students

· membership of appointment committees at other universities

· executive responsibility within professional associations

· appointment as external examiner for degree programmes; senior visiting positions

· invitations from grant awarding bodies to act as project assessors

· membership of national advisory bodies. 

· Professors within this range would normally also be expected to have a significant record of achievement in teaching. 

Band 2

3. More experienced professors of considerable academic distinction and with an established national and international reputation can be paid above Band 1.

4. Professors within this range would normally also be expected to have an excellent record of achievement in teaching, which may include teaching awards or standard text publications. 

5. Distinction at a commensurate level with the Band 2 salary level will be reflected by evidence of a combination of some of the following activities: 

· significant contribution to the achievement of important elements of the departmental or College Plan

·  establishing, developing and winning external funding; 

· key player in the establishment of successful and significant collaborations with other institutions or commercial partners

·  proven track record of successful PhD supervision

·  leadership/management responsibilities with the ability to help shape the future of the relevant school/discipline

·  membership of national academic policy-making bodies

· prestigious editorships

· appointment as external assessor for professorial positions 

· advising national bodies and membership of international advisory bodies

·  working with professional practice in a high level and scholarly way. 

Band 3

6. To show evidence of an even higher profile than that commensurate with Band 2, a professor would need to demonstrate that he/she was widely acknowledged as having a high international reputation for shaping his/her field of study. This may be reflected by, for example:

· establishing, developing and winning substantial external funding and managing research centres of national importance

· significant leadership/management responsibilities with the ability to shape the future of the relevant school/discipline

·  fellowship of esteemed scholarly societies

·  conferment of honorary degrees from prestigious universities

· invitations to deliver distinguished named lectures/lecture series

· chairing of major national/international research or professional committees

·  significant adviser to governmental and non-governmental bodies

· shaping professional practice at the highest and most scholarly level.

Procedures

7. Individuals make evidence based applications covering all the areas of distinction highlighted.  This will help the Sub-Committee in terms of clarity, consistency and comparability of data. In addition to the form, applications are to be accompanied by a CV in the Goldsmiths format.

8. The report from the Head of Department, or Pro Warden where the applicant is a Head of Department, or the individual themselves should capture activities and achievements within the past five years (although this could be extended where appropriate e.g. to capture seminal publications) and should be written for an informed but not expert audience. 

9. It must be made very clear to the Sub-Committee what achievements there have been since the most recent positive review of salary.
10. The length of a complete report should be limited to no more than four sides of A4 on Arial 11 pitch.

11. Where an individual has asked for salary review Heads of Departments must:

· provide evidence based comments on the application

· confirm that a Performance Review has been recently completed

· confirm that the results of that review indicate sustained and increased performance and contribution

· if a performance and development review has yet to be done, provide the date of the most recent performance review and the date by which the next one will be complete

12. Pro-Warden responsible for the department provides a commentary for the Sub-Committee. (In the event of a Head of Department applying, the relevant Pro-Warden will act as the Head of Department)
SENIOR LECTURER

This builds on Lecturer B criteria

Senior Lecturers in Goldsmiths are those with significant experience as a Lecturer and who display high level skills in Teaching and Learning, Research, plus Leadership and Management.  They contribute more directly to the Leadership and Management of not only their own discipline or Department, but also to Goldsmiths and the HE sector more widely.  They are expected to have been successful on various fronts: in initiating, and developing academic courses; in extending research within their own speciality; and in management and leadership, They will contribute to the academic strategic leadership of Goldsmiths.  In their own fields they will have produced a significant and highly regarded body of research.

They will be proactive leaders in developing their own department and discipline.  They will also have begun to be leaders in the cross-departmental and interdisciplinary working, and will have formed significant external collaborations that exemplify the unique nature of Goldsmiths.

“Research”

 covers research or research equivalent activity, including delivery of research equivalent material in various media and presentations eg shows, performance, film etc.

NATIONAL LIBRARY OF ACADEMIC ROLE PROFILES

SENIOR LECTURER

	(building on the level of demand in Lec B)
	

	1 Teaching and learning support
	· Design, develop and deliver a range of programmes of study (sometimes for entirely new courses) at various levels.

· Review on a regular basis course content and materials updating when required.

· Develop and apply innovative and appropriate teaching techniques and material which create interest, understanding and enthusiasm amongst students.

· Ensure that course design and delivery comply with the quality standards and regulations of the university and department.

	2 Research and scholarship
	· Determine relevant research objectives and prepare research proposals.

· Contribute to the development of research strategies.

· Carry out independent research and act as principal investigator and project leader.

· Act as a referee and contribute peer assessment.

· Make presentations or exhibitions at national or international conferences and other similar events.

	3 Communication
	· Disseminate conceptual and complex ideas of a wide variety of audiences using appropriate media and methods to promote understanding.

	4 Liaison and networking
	· Lead and develop internal networks for example by chairing and participating in institutional committee.

· Lead and develop external networks for example with external examiners and assessors.

· Develop link with external contracts such as other educational bodies, employers, and professional bodies to foster collaboration.

	5 Managing people
	· Provide academic leadership to those working, within programme areas, as course leader or equivalent, by for example co-ordinating the work of others to ensure that courses are delivered effectively or organising the work of a term by agreeing objectives and work plans.

· Contributing to the development of teams and individuals through the appraisal system and providing advice on personal development.

· Could act as a line manager (eg of research teams)*

· Act as a personal mentor to peers and colleagues.

	6 Teamwork
	· Lead teams within areas of responsibility.

· Ensure that teams within the department work together.

· Act to resolve conflicts within and between teams.

	7 Pastoral care
	· Responsible for dealing with referred issues for students within own educational programmes.

· Provide first line support for colleagues, referring them to sources of further help if required.

	8 Initiative, problem-solving and decision-making
	· Resolve problems affecting the delivery of courses within own educational programme and in accordance with regulations.

· Make decisions regarding the operational aspects of own educational programme.

· Contribute to decisions which have an impact on other related programmes.

· Provide advice on strategic issues such as the balance of student recruitment, staff appointments and student and other performance matters.

· Spotting opportunities for strategic development of new courses or appropriate areas of activity and contributing to the development of such ideas.

	9 Planning and managing resources
	· Responsible for the delivery of own educational programmes.

· Contribute to the overall management of the department in areas such as budget management and business planning.

· Be involved in departmental level strategic planning and contribute to wider strategic planning processes in the institution.

· Plan and deliver research, consultancy or similar programmes and ensure that resources are available.

· Contribute to the management of quality, audit and other external assessments.

	10 Sensory, physical and emotional demands
	† Like all the elements, this builds on the demands in the profiles at lower levels. In this case there is no additional demand

	11 Work environment
	· Depending on area of work (eg laboratories, workshops, studios) may be expected to take responsibility for conducting risk assessments and reducing hazards.

	12 Expertise
	· Required to be an externally recognised authority in the subject area.

· In-depth understanding of own specialism to enable the development of new knowledge and understanding within the field.


* where it is an established institutional practice at this level (not normally expected in post-92 HEIs)

March 2009

ROLE PROFILES:          TEACHING AND SCHOLARSHIP

Appendix F

GRADE 6

	*LEVEL 1
	TEACHING AND SCHOLARSHIP

	1 Teaching and learning support
	· Provide support to colleagues engaged in the teaching process.
· Carry out teaching within a clear and established programme, with assistance and support.

· Develop own teaching materials, with assistance and support.

· Set and mark assignments.

· Contribute to the development of examination questions.

· Assess student progress and provide feedback.

	2 Research and scholarship
	· Reflect on practice and the development of own teaching and learning skills.

	3 Communication
	· Deal with routine communication using a standard media.
· Communicate information and ideas to students.

· Write handouts and other basic learning support materials.

	4 Liaison and networking
	· Liaise with colleagues and students.
· Join appropriate internal networks.

	5 Managing people
	· Manage, with guidance, own teaching activities.

	6 Teamwork
	· Actively participate as a member of a teaching team.
· Attend and contribute to relevant meetings.

	7 Pastoral care
	· Show consideration to others.

	8 Initiative problem-solving and decision-making
	· Deal with problems which may affect the delivery of own teaching.
· Contribute to decisions affecting the work of the team.

	9 Planning and managing resources
	· Plan own day-to-day activity within the framework of the agreed programme.
· Co-ordinate own work with that of others to avoid conflict or duplication of effort.

· Contribute to the planning of teaching programmes.

	10 Sensory, physical and emotional demands
	· Sensory and physical demands may vary from relatively light to a high level depending on the discipline and the type of work carried out.

	11 Work environment
	· Is required to be aware of the risks in the work environment.

	12 Expertise
	· Possess sufficient breadth of depth of specialist knowledge in the discipline and be developing further skills in and knowledge of teaching methods and techniques.


NB* THIS PROFILE ONLY AGREED AS APPLICABLE FOR PRE-92 HEIs

GOLDSMITHS

LECTURER A





GRADE 7

	LEVEL 2 (building on the level of demand in Level 1: Grade 6)
	TEACHING AND SCHOLARSHIP

	1 Teaching and learning support
	· Teach as a member of a teaching team in a developing capacity within an established programme of study, with the assistance of a mentor if required.
· Teach in a developing capacity in a variety of settings from small group tutorials to large lectures.

· Transfer knowledge in the form of practical skills, methods and techniques.

· Identify learning needs of students and define appropriate learning objectives.

· Ensure that content, methods of delivery and learning materials will meet the defined learning objectives.

· Develop own teaching materials, methods and approaches with guidance.

· Develop the skills of applying appropriate approaches to teaching.

· Challenge thinking, foster debate and develop the ability of students to engage in critical discourse and rational thinking.

· Supervise the work of students, provide advice on study skills and help them with learning problems.

· Select appropriate assessment instruments and criteria, assess the work and progress of students by reference to the criteria and provide constructive feedback to students.

· Seek ways of improving performance by reflecting on teaching design and delivery and obtaining and analysing feedback.

	2 Research and scholarship
	· Reflect on practice and the development of own teaching and learning skills.

	3 Communication
	· Deal with routine communication using a range of media.
· Communicate complex information, orally, in writing and electronically.

· Preparing proposals and applications to external bodies, e.g. for funding and accreditation purposes.

· Communicate material of a specialist or highly technical nature.

	4 Liaison and networking
	· Liaise with colleagues and students.
· Build internal contacts and participate in internal networks for the exchange of information and to form relationships for future collaboration.

· Join external networks to share information and ideas.

	5 Managing people
	· Agree responsibilities.
· Manage own teaching, scholarly and administrative activities, with guidance if required.

· Could be expected to supervise student’s projects, fieldwork and placements.

· Act as a member for students in capacity of personal tutor.

	6 Teamwork
	· Collaborate with academic colleagues on course development and curriculum changes.
· Attend and contribute to subject group meetings.

· Collaborate with colleagues to identify and respond to students’ needs.

	7 Pastoral care
	· Use listening, interpersonal and pastoral care skills to deal with sensitive issues concerning students and provide support.
· Appreciate the needs of individual students and their circumstances.

· Act as personal tutor, giving first line support.

· Refer students as appropriate to services providing further help.

	8 Initiative problem-solving and decision-making
	· Develop initiative, creativity and judgement in applying appropriate approaches to teaching and learning support and scholarly activities.
· Respond to pedagogical and practical challenges.

· Share responsibility in deciding how to deliver modules and asses students.

· Contribute to collaborative decision making with colleagues on academic content, and on the assessment of students’ work.

	9 Planning and managing resources
	· Use teaching resources and facilities as appropriate.
· Plan and manage own teaching and tutorials as agreed with mentor.

	10 Sensory, physical and emotional demands
	· Sensory and physical demands will vary from relatively light to a high level depending on the discipline and the type of work and will involve carrying out tasks that require the learning of certain skills.
· Balance with help the competing pressures of teaching scholarship and administrative demands and deadlines.

	11 Work environment
	· Is required to be aware of the risks in the work environment and their potential impact on their own work and that of others.

	12 Expertise
	· Possess sufficient breadth or depth of specialist knowledge in the discipline to work within established teaching programmes.
· Engage in continuous professional development.

· Able to engage the interest and enthusiasm of students and inspire them to learn.

· Develop familiarity within a variety of strategies to promote and assess learning.

· Understand equal opportunity issues as they may impact on academic content and issues relating to student need.


Goldsmiths

LECTURER B





GRADE 8

	LEVEL 3 (building on the level of demand in Level 2: GRADE 7)
	TEACHING AND SCHOLARSHIP

	1 Teaching and learning support
	· Design teaching material and deliver either across a range of modules or within a subject area.
· Use appropriate teaching, learning support and assessment methods.

· Supervise student projects, field trips and, where appropriate, placements.

· Identify areas where current provision is in need of revision or improvement.

· Contribute to the planning, design and development of objectives and material.

· Set, mark and assess work and examinations and provide feedback to students.

	2 Research and scholarship
	· Engage in subject, professional and pedagogy research as required to support teaching activities.
· Conduct individual or collaborative scholarly projects.

· Identify sources of funding and contribute to the process of securing funds for own scholarly activities, where appropriate.

· Extend, transform and apply knowledge acquired from scholarship to teaching and appropriate external activities.

· Develop and produce learning materials and disseminate the results of scholarly activity.

	3 Communication
	· Routinely communicate complex and conceptual ideas to those with limited knowledge and understanding as well as to peers using high level skills and a range of media.

	4 Liaison and networking
	· Participate in and develop external networks, for example to contribute to student recruitment, secure student placements, facilitate outreach work, generate income, obtain consultancy projects, or build relationships for future activities.

	5 Managing people
	· Mentor colleagues with less experience and advise on personal development.
· Depending on the area of work, could be expected to supervise the work of others.

· Co-ordinate the work of others to ensure modules are delivered to the standards required.

	6 Teamwork
	· Act as a responsible team member, leading where agreed, and develop productive working relationships with other members of staff.
· Co-ordinate the work of colleagues to identify and respond to students’ needs.

	7 Pastoral care
	· Act as a module tutor.
· Be responsible for the pastoral care of students within a specified area.

	8 Initiative problem-solving and decision-making
	· Identify the need for developing the content of structure of modules with colleagues and make proposals on how this should be achieved.
· Develop ideas for generating income and promoting the subject.

· Develop ideas and find ways of disseminating and applying the result of scholarship.

· Sole responsibility for the design and delivery of own modules and assessment methods.

· Collaborate with colleagues on the implementation of assessment procedures.

· Advise others on strategic issues such as student recruitment and marketing.

· Contribute to the accreditation of courses and quality control processes.

· Tackle issues affecting the quality of delivery within scope of own level of responsibility, referring more serious matters to other, as appropriate.

	9 Planning and managing resources
	· As module leader or tutor, co-ordinate with others (such as support staff or academic colleagues) to ensure student needs and expectations are met.
· Manage projects relating to own area of work and the organisation of external activities such as placements and field trips.

· Be responsible for administrative duties in areas such as admissions, time-tabling, examinations, assessment of progress and student attendance.

	10 Sensory, physical and emotional demands
	· Balance the pressures of teaching and administrative demands and competing deadlines.

	11 Work environment
	· Depending on area of work and level of training received, may be expected to conduct risk assessment and take responsibility for the health and safety of others.

	12 Expertise
	· Possess sufficient breath or depth of specialist knowledge in the discipline to develop teaching programmes and the provision of learning support.
· Use a range of delivery techniques to enthuse and engage students.


Goldsmiths

SENIOR LECTURER




GRADE 9

	LEVEL 4 (building on the level of demand in Level 3: Lecturer B)
	TEACHING AND SCHOLARSHIP

	1 Teaching and learning support
	· Design, develop and deliver a range of programmes of study (sometimes for entirely new courses) at various levels.
· Review on a regular basis course content and materials, updating when required.

· Develop and apply innovative and appropriate teaching techniques and material which create interest, understanding and enthusiasm amongst students.

· Ensure that course design and delivery comply with the quality standards and regulations of the university and department.

	2 Research and scholarship
	· Engage in pedagogic and practitioner research and other scholarly activities.
· Contribute to the development of teaching and learning strategies.

· Work in conjunction with others to apply subject knowledge to practice.

	3 Communication
	· Disseminate conceptual and complex ideas of a wide variety of audiences using appropriate media and methods to promote understanding.

	4 Liaison and networking
	· Lead and develop internal networks for example by chairing and participating in Institutional committee.
· Act as an external examiner to other Institutions and provide professional advice.

· Lead and develop external networks for example with external examiners and assessors.

· Develop links with external contacts such as other educational bodies, employers, and professional bodies to foster collaboration.

	5 Managing people
	· Provide academic leadership to those working within programme areas, as course leader or equivalent, by for example agreeing work plans to ensure that courses are delivered effectively or organising the work of a team by agreeing objectives and work plans.
· Contributing to the development of teams and individuals through the appraisal system and providing advice on personal development.

· Act as a personal mentor to peers and colleagues.

· Resolve problems affecting the quality of course delivery and student progress within own areas of responsibility, referring more serious matters to others, as appropriate.

	6 Teamwork
	· Lead teams within areas of responsibility.
· Ensure that teams within the department work together.

· Act to resolve conflicts within and between teams.

	7 Pastoral care
	· Responsible for dealing with referred issues for students within own educational programmes.
· Provide first line support for colleagues, referring them to sources of further help if required.

	8 Initiative problem-solving and decision-making
	· Resolve problems affecting the delivery of courses within own educational programme and in accordance with regulations.
· Make decisions regarding the operational aspects of own educational programme.

· Contribute to decisions which have an impact on other related programmes.

· Monitor student progress and retention.

· Provide advice on strategic issues such as the balance of student recruitment, staff appointments and student and other performance matters.

· Spotting opportunities for strategic development of new courses or appropriate areas of activity and contributing to the development of such ideas.

	9 Planning and managing resources
	· Responsible for the delivery of own educational programmes.
· Contribute to the overall management of the department in areas such as resource management, business and programme planning.

· Be responsible for setting standards and monitor progress against agreed criteria for own area of responsibility.

· Be involved in departmental level strategic planning and contribute to wider strategic planning processes in the institution.

· Plan and deliver consultancy or similar programmes and ensure that resources are available.

· Be responsible for quality, audit and other external assessments in own areas of responsibility.

	10 Sensory, physical and emotional demands
	†

	11 Work environment
	· Depending on area of work (e.g. laboratories, workshops, studios) may be expected to take responsibility for conducting risk assessments and reducing hazards.

	12 Expertise
	· Required to be externally recognised scholar or teacher.
· In-depth understanding of own specialism to enable the development of new knowledge and understanding within the field.


† Like all the elements, this builds on the demands in the profiles at lower levels. In this case there is no additional demand.











Appendix G

	LEVEL 5 (building on the level of demand in Level 4)
	TEACHING AND SCHOLARSHIP

	1 Teaching and learning support
	· Oversee the design and development of the overall curricula.
· Lead the development and clarification of academic standards for the subject area.

· Contribute to the development of academic policies across the Institution.

· Develop the quality assurance framework within the Institution’s overall framework e.g. for the validation and revalidation of courses and student admission and assessment.

· Encourage the development of innovative approaches to course delivery and ensure that teaching delivery achieves the educational standards of the department.

	2 Research and scholarship
	· Lead the development and implementation of teaching and learning strategy.
· Conduct research into learning and teaching methodologies and disseminate best practice within and outwith the Institution.

· Develop and promote the use of innovative assessment methods.

· Lead collaborative partnerships with other educational institutions or other bodies.

· Lead bids for consultancy and other additional funds.

· Make presentations at national and international conferences and similar events.

	3 Communication
	· Be routinely involved in complex and important negotiations internally and with external bodies.

	4 Liaison and networking
	· Chair committees and participate in Institutional decision making and governance.
· Lead and develop internal and external networks to foster collaboration and share information and ideas and to promote the subject and the Institution.

· Promote and market the work of the department in the subject area both nationally and internationally.

	5 Managing people
	· Exercise academic leadership for all subject area teaching and scholarly activities.
· Act as line manager for matters relating to the employment of staff and ensuring the work is allocated fairly, according to skills and capacity.

· Ensure that staff are suitably qualified to work within their own area.

· Appraise and advise staff on personal and career development plans.

	6 Teamwork
	· Develop and communicate a clear vision of the unit’s strategic direction.
· Ensuring the enactment of Institutional strategic plans.

· Promote a collegiate approach and develop team spirit and team coherence.

· Foster inter-disciplinary team working.

	7 Pastoral care
	· Responsible for the initial resolution of all student issues within and outwith standard procedures.
· Overall responsibility for welfare of staff drawing on specialist advice and support as required.

· Ensure than an appropriate framework is developed and used for pastoral care issues.

	8 Initiative problem-solving and decision-making
	· Determine academic standards within own areas of responsibility.
· Contribute to the determination of the academic standards framework across the Institution.

· Determine the final allocation of resources within own area of responsibility.

· Act as the final arbiter in local disputes.

· Be party to strategic decisions at Institutional level.

· Lead the development of new and creative approaches in responding to teaching and learning challenges.

· Initiate new and original solutions to problems.

· Provide advice to external bodies.

	9 Planning and managing resources
	· Take overall responsibility for the organising and deployment of resources within own areas of responsibility.
· Contribute to Institutional planning and strategic development.

	10 Sensory, physical and emotional demands
	†

	11 Work environment
	· Overall responsibility for health and safety in own areas of responsibility.
· Ensure that appropriate risk management processes are operational.

	12 Expertise
	· A leading authority and scholar in the subject, with a considerable national or international reputation.
· Possess in depth knowledge of specialism to enable the development of new knowledge, innovation and understanding in the field.

· A thorough understanding of institutional management systems and the wider higher education environment, including equal opportunities issues.


† Like all the elements, this builds on the demands in the profiles at lower levels. In this case there is no additional demand.

	Level 1
	RESEARCH

	1 Teaching and learning support
	· Assistant in the supervision of student projects.

· Could be expected to contribute to introductory courses for example on the use of research methods and equipment.

	2 Research and scholarship
	· Undertake basic research for example by preparing, setting up, conducting and recoding the outcome of experiments and field work, the development of questionnaires and conducting surveys.

· Conduct literature and database searches.

· Continue to update knowledge and develop skills.

	3 Communication
	· Write up results of own research.

· Contribute to the production of research reports and publications.

· Present information on research progress and outcomes to bodies supervising research, eg steering groups.

· Prepare papers for steering groups and other bodies.

	4 Liaison and networking
	· Liaise with research colleagues and support staff on routine matters.

· Make internal and external contacts to develop knowledge and understanding and form relationships for future collaboration.

	5 Managing people
	· Provide guidance as required to support staff and any students who may be assisting with the research.

	6 Teamwork
	· Actively participate as a member of a research team.

· Attend and contribute to relevant meetings.

	7 Pastoral care
	· Show consideration to others.

	8 Initiative problem-solving and decision-making
	· Make use of standard research techniques and methods.

· Deal with problems which may affect the achievement of research objectives and deadlines.

· Contribute to decisions affecting the work of the team.

· Analyse and interpret the results of own research and generate original ideas based on outcomes.

	9 Planning and managing resources
	· Plan own day-to-day research activity within the framework of the agreed programme.

· Co-ordinate own work with that of others to avoid conflict or duplication of effort.

· Contribute to the planning of research projects.

	10 Sensory, physical and emotional demands
	· Sensory and physical demands will vary from relatively light to a high level depending on the discipline and the type of work.

· Carry out tasks that require the learning of certain skills.

	11 Work environment
	· Is required to be aware of the risks in the work environment.

	12 Expertise
	· Possess sufficient breadth or depth of specialist knowledge in the discipline and be developing further skills in and knowledge of research methods and techniques.


RESEARCH ROLE PROFILES
RESEARCH OFFICER





Research - RA1B (GRADE 6)
RESEARCH OFFICER






Research - RA1A
(GRADE 7)
	LEVEL 2 (building on the level of demand in Level 1: RA1B)
	RESEARCH

	1 Teaching and learning support
	· Be involved in the assessment of student knowledge and supervision of projects.

· Assist in the development of student research skills.

	2 Research and scholarship
	· Develop research objectives and proposals for own or joint research, with the assistance of a mentor if required.

· Conduct individual and collaborative research projects.

· Write up research work for publication.

· Continually update knowledge and understanding in field or specialism.

· Translate knowledge of advances in the subject area into research activity.

	3 Communication
	· Deal with routine communication using a range of media.

· Communicate complex information, orally, in writing and electronically.

· Preparing proposals and applications to external bodies, eg for funding and contractual purposes.

· Communicate material of a specialist or highly technical nature.

	4 Liaison and networking
	· Liaise with colleagues and students.

· Build internal contacts and participate in internal networks for the exchange of information and to form relationships for future collaboration.

· Join external networks to share information and identify potential sources of funds.

	5 Managing people
	· Manage own research and administrative activities, with guidance if required.

	6 Teamwork
	· Work with colleagues on joint projects, as required.

· Collaborate with academic colleagues on areas of shared research interest.

· Attend and contribute to relevant meetings.

	7 Pastoral care
	· Show consideration to others.

	8 Initiative, problem-solving and decision-making
	· Use new research techniques and methods.

· Use initiative and creativity to identify areas for research, develop new research methods and extend the research portfolio.

· Use creativity to analyse and interpret research data and draw conclusions on the outcomes.

· Contribute to collaborative decision making with colleagues in areas of research. 



	9 Planning and managing resources
	· Use research resources, laboratories and workshops as appropriate.

· Plan and manage own research activity in collaboration with others.



	10 Sensory, physical and emotional demands
	· Sensory and physical demands will vary from relatively light to a high level depending on the discipline and the type of work.

· Carry out tasks that require the learning of certain skills.

· Balance with help the competing pressures of research and administrative demands and deadlines.

	11 Work environment
	· Is required to be aware of the risks in the work environment and their potential impact on their own work and that of others.

	12 Expertise
	· Possess sufficient breadth or depth of specialist knowledge in the discipline and of research methods and techniques to work within established research programmes.

· Engage in continuous professional development.

· Understand equal opportunity issues as they may impact on areas of research content.


RESEARCH FELLOW





Research - RA2 (GRADE 8)
	LEVEL 3 (building on the level of demand in Level 2: RA1A)
	RESEARCH

	1 Teaching and learning support
	· Contribute to the teaching and learning programmes in the department.

· Supervise postgraduate research students.

	2 Research and scholarship
	· Develop research objectives, projects and proposals.

· Conduct individual or collaborative research projects.

· Identify sources of funding and contribute to the process of securing funds.

· Extend, transform and apply knowledge acquired from scholarship to research and appropriate external activities.

· Write or contribute to publications or disseminate research findings using other appropriate media.

· Make presentations at conferences or exhibit work in other appropriate events.

	3 Communication
	· Routinely communicate complex and conceptual idea to those with limited knowledge and understanding as well as to peers using high level skills and a range of media.

	4 Liaison and networking
	· Collaborate actively within and outwith the Institution to compete research projects and advance thinking.

· Participate in and develop external networks, for example to identify sources of funding, generate income, obtain consultancy projects, or build relationships for future activities.

	5 Managing people
	· Mentor colleagues with less experience and advise on personal development.

· Coach and support colleagues in developing their research techniques.

· Depending on the area of work, could be expected to supervise the work of others, for example in research teams or projects.

	6 Teamwork
	· Take lead responsibility for a small research project or identified parts of a large project.

· Develop productive working relationships with other members of staff.

· Co-ordinate the work of colleagues to ensure equitable access to resources and facilities.

	7 Pastoral care
	· Deal with standard problems and help colleagues resolves their concerns about progress in research.




	8 Initiative, problem-solving and decision-making
	· Assess, interpret and evaluate outcomes of research.

· Develop new concepts and ideas to extend intellectual understanding.

· Resolve problems of meeting research objectives and deadlines.

· Develop ideas for generating income and promoting research area.

· Develop ideas for application of research outcomes.

· Decide on research programmes and methodologies, often in collaboration with colleagues and sometimes subject to the approval of the head of the research programme on fundamental issues.

	9 Planning and managing resources
	· Plan, co-ordinate and implement research programmes.

· Manage the use of research resources and ensure that effective use is made of them.

· Manage or monitor research budgets.

· Help to plan and implement commercial and consultancy activities.

· Plan and manage own consultancy assignments.

	10 Sensory, physical and emotional demands
	· Balance the pressures of research and administrative demands and competing deadlines.

	11 Work environment
	· Depending on area of work and level of training received, may be expected to conduct risk assessment and take responsibility for the health and safety of others.

	12 Expertise
	· Possess sufficient breadth or depth of specialist knowledge in the discipline to develop research programmes and methodologies.

· Use a range of delivery techniques to enthuse and engage students.


SENIOR RESEARCH FELLOW




Research - RA3 (GRADE 9)
	LEVEL 4 (building on the level of demand in Level 3:RA2)
	RESEARCH

	1 Teaching and learning support
	· Supervise the work of post graduate students.

· Could be expected to contribute to teaching programmes.

	2 Research and scholarship
	· Contribute to the development of research strategies in the department.

· Define research objectives and questions.

· Develop proposals for research projects which will make a significant impact by leading to an increase in knowledge and understanding and the discovery or development of new explanations, insights, concepts or processes.

· Actively seek research funding and secure it as far as it is reasonably possible.

· Act as principle investigator on major research projects.

· Generate new research approaches and identify, adapt, develop and use research methodologies and techniques appropriate to the type of research.

· Review and synthesise the outcomes of research studies.

· Interpret findings obtained from research projects and develop new insights, expanding, refining and testing hypotheses and ideas.

· Contribute generally to the development of thought and practice in the field.

	3 Communication
	· Disseminate conceptual and complex ideas of a wide variety of audiences using appropriate media and methods to promote understanding.

	4 Liaison and networking
	· Lead and develop internal networks for example by chairing and participating in Institutional committees.

· Lead and develop external networks for example with other active researchers and leading thinkers in the field.

· Develop links with external contacts such as other educational and research bodies, employers, professional bodies and other providers of funding and research initiatives to foster collaboration and generate income.

	5 Managing people
	· Provide academic leadership to those working within research areas by for example co-ordinating the work of others to ensure that research projects are delivered effectively and to time or organising the work of a team by agreeing objectives and work plans.

· Contributing to the development of teams and individuals through the appraisal system and providing advice on personal development.

· Could act as line manager (eg of research teams)*

· Act as a personal mentor to peers and colleagues.


	6 Teamwork
	· Lead teams within areas of responsibility.

· Ensure that teams within the department work together.

· Act to resolve conflicts within and between teams.

	7 Pastoral care
	· Responsible for dealing with referred issue for researchers within own project areas.

· Provide first line support for colleagues, referring them to sources of further help if required.

	8 Initiative, problem-solving and decision-making
	· Resolve problems affecting the delivery of research projects within own area and in accordance with regulations.

· Make decisions regarding the operational aspects of own research programme.

· Contribute to decisions which have an impact on other related programmes.

· Provide advice on issues such as ensuring the adequate balance of research projects, appointment of researchers and other performance matters.

· Spotting opportunities for strategic development of new projects of appropriate areas of activity and contributing to the development of such ideas.

	9 Planning and managing resources
	· Responsible for the delivery of own research programmes.

· Contribute to the overall management of the department in areas such as budget management and business planning.

· Be involved in departmental level strategic planning and contribute to wider strategic planning process in the institution.

· Plan and deliver research, consultancy or similar programmes, ensuring that resources are available and required income levels are achieved.

· Contribute to the management of quality, audit and other external assessments eg the Research Assessment Exercise.

	10 Sensory, physical and emotional demands
	†

	11 Work environment
	· Depending on area of work (eg laboratories, workshops, studios) may be expected to take responsibility for conducting risk assessments and reducing hazards.

	12 Expertise
	· Required to be a nationally recognised authority on the subject area.

· In-depth understanding of own specialism to enable the development of new knowledge and understanding within the field.


* where it is an established institutional practice at this level (not normally expected in post-92 HEIs)

† Like all the elements, this builds on the demands in the profiles at lower levels. In this case there is no additional demand.
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Progression:  Collecting and Presenting Evidence

Background

1. We want to ensure that when we make judgments on staff progression we can do so from a solid evidence base.  Whilst it is never possible completely to remove some subjectivity from assessments, especially in such interactive roles as those held by academic staff, it is really important that a tangible base of evidence is available.

2. We want all staff to ensure that they have the skills to collect evidence of their development, to reflect on continuous improvement and focus their development efforts on areas that will yield the greatest benefit to Goldsmiths, their department, their discipline, their colleagues, students and themselves.

3. This evidence collection will not only help individuals to keep track of their own progress for managing their own development, but will also help in performance development review, and when they are seeking or being encouraged to seek progression in Goldsmiths, or indeed seeking progress in a different institution.

4. It’s very easy to focus only on the immediate recent past and not consider what has been achieved over a longer period.  It’s also important that there is evidence of both one off and sustained performance and development. 
Seeking Progression

5. For the immediate purposes of seeking progression, applicants will need to provide a summary of evidence to support their description of achievement indicating that they meet criteria for the progression they are seeking.  Those involved in assessing the case, especially Heads of Department, may wish to examine in more detail the evidence collected and it is important that staff have this available.

6. We will ask for a succinct summary of evidence that shows staff have met the criteria established in the role profile at a suitable level.  We will also want sufficient evidence to show a balance of achievement in the areas of teaching and learning, research and in leadership and development.

7. We’ll be looking for evidence that the achievement and description of the performance is:

· Substantial i.e. at a level we expect from peers in the role to which the applicant is seeking progression

· Sustained and sustainable – ie. Not just about ticking a box, but is a solid and continuing part of the role eg in participation in management and leadership activities.  The Sub-Committee does recognise the cyclical nature of contributions such as membership of committees, leadership of projects etc and they realise that some years are busier than others for staff in their contribution in leadership and management especially.  But they will want to see evidence of recent contribution and evidence that the contribution will picked up again in due course.  It will not be sufficient, for instance, to indicate a role that was held three years in the past without any prospect of renewed contribution in the immediate future.
· Relevant – not just filling in boxes for something to put in, but a point that illustrates how the specified criteria are met.

· Clear: we will not want the evidence-based self-report in the process simply to say “see cv”.  It will be important that the applicant themselves picks out and succinctly summarises the evidence under each heading, even where this may repeat what is already in the cv.

· Honest and complete: Everyone will have areas they can still improve on, and targets that are not stretching but fully met are less impressive and helpful that substantial achievement against tough, stretching objectives that make a real difference to the college.  For instance, if the applicant has been co-supervising one MA student, it will not help to say “100% pass rate on PG achieved”.  Be succinct but put the achievement in the context that will help assessment to come to an informed conclusion.

8. Evidence should be relevant and focussed.  Staff may find it helpful for instance to provide evidence of fulfilment of duties in line with the progression for which they are applying or showing evidence of readiness with specific examples.

For example:
· Someone seeking promotion to Lecturer B from within Lecturer A might give evidence that they are: contributing to the Development of Learning and Teaching within Goldsmiths, primarily within their own discipline; teaching on courses and supervising students up to and including PhD level; producing research of appropriate standing; undertaking duties in Leadership and Management in their specialist area and within their department, including at least one substantial role.
· Someone seeking promotion to Senior Lecturer  might want to give evidence that they are contributingto the development Goldsmiths and their own academic discipline in teaching and learning, research, plus leadership and management; initiating, designing, leading and teaching on courses, and  supervising at PhD and postdoctoral level; producing highly distinguished and regarded research of international standing, at least half of which is internationally excellent; undertaking a full range of duties in Leadership and Management and contributing as necessary to the leadership, management and development of Goldsmiths more broadly.
Essentially you need to consider carefully each area of assessment outlined in the role profile and give succinct evidence of how you meet the criteria in a sustained and sustainable way.

An Example
In 2008-09, it was evident that a number of applicants who were employed on teaching and research contracts did not understand the importance of providing evidence in all areas of expected activity i.e. Teaching and Learning, Research, and Management and Leadership.  A number of applicants did not present evidence of activity in management and leadership in particular.  This was especially the case for a number of applicants seeking promotion to Senior Lecturer grading. Whilst it remains up to the individual to present evidence and to put forward their case for promotion, applicants may find the following additional guidance helpful to consider when completing their submissions.

 Promotion to Senior Lecturer

The evidence provided by applicants for promotion to Senior Lecturer will be considered under the headings teaching, research (or research equivalent activity) and leadership and management.  Candidates for promotion to Senior Lecturer should give evidence that they are active in each of these areas at a level significantly higher than that expected of a Lecturer B.  

Research and research equivalent output

The Sub-Committee will be looking for a substantial record of publication, exhibition, performance or other research outputs. Senior lecturers should give evidence of significant research impact in their fields.  It is an important starting point for both the individual and their Head of Department to ask whether the research work is suitable for submission under REF.
2.3  In the case of staff whose work involves research-equivalent activity in terms of professional practice, business development or consultancy (which may not be assessable in REF terms) they must show output in terms of professional practice and/or consultancy at a level which exceeds significantly that expected of a Lecturer B.  

2.4. Applicants might want to give evidence of activities in several, but not necessarily all, of the following: 

· A significant level of research activity evidenced by research outputs including work of international significance

· Organisation of research groups at Goldsmiths or elsewhere

· Generating significant external funding for research or research-equivalent activity

· Evidence of successful PhD supervision

· Research collaboration with other institutions or other bodies such as NGOs, museums and galleries, and arts organisations

· Research collaboration with business and significant consultancy contracts

· Presentations at national and international conferences and similar events

· Marks of peer esteem, such as invitations to peer review or membership of editorial boards

· Contribution to public policy, e.g, through advice to government or membership of national working parties

· Significant impact on the development of the profession. 

Teaching and Scholarship

Taking account of the variations that exist from one discipline to another, the expectation of a Senior Lecturer is that he or she will have a record of a high standard of teaching, evidenced, for instance, by: 
· responsibility for particularly significant learning and teaching innovations or initiatives, including curriculum development, organisation of teaching programmes
· The ability to influence positively and to inspire students, enabling them to achieve specific learning outcomes as defined by the institution or subject area

· The ability to influence and inspire colleagues in their teaching, learning and assessment practice, by example or through the dissemination of good practice

Supporting evidence demonstrating teaching performance, innovation, development and management is required. Evidence could be drawn from the following:

· successful teaching and learning approaches adopted

· innovations made in support of student learning and its assessment

· leading curriculum development and innovation

· evidence from peer observation of learning and teaching

· quotations from examiners' reports concerning the performance of the candidate's students  

· evidence of collaboration with external bodies (e.g. employers, community etc.)

· involvement in national and institutional teaching and learning initiatives, including through professional bodies or learned societies.

· evidence of own continuing professional development (CPD)  

· involvement in initiating staff development institutionally or nationally

· editorial responsibilities in relation to teaching text
Contextual information might include:

· Subjects and level of courses taught and examined

· involvement in continuing education not leading to a university qualification 
· student numbers

· details of research students supervised together with their progress. 
· provision of or involvement in courses, seminars and general guidance of research students.  

Leadership and management 
You should give evidence that you are making a significant contribution in relation to the leadership and management of the department and/or college and/or your academic discipline either within or outside the college, but in such a way that adds to the college’s reputation.  Evidence might be drawn from examples of:
· Departmental, College, University, external offices held, e.g. Senior Tutor or Examinations Officer 

· The impact made through membership of departmental, College and University committees

· Promoting or leading change processes in the department or the College

· External activities appropriate to the duties of a College lecturer and which enhance the reputation of the College, e.g. membership of a national committee or comparable public service

· Establishing new networks of contacts around the interests of the department or Goldsmiths, locally, nationally or internationally

· The establishment of relationships with client organisations, collaborating partners, e.g, business, other universities or government departments

· Management of colleagues and/or facilitation of their academic and personal development

· Obtaining external funding in areas other than research, for example through fundraising or similar activities
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Appeals on Progression Decisions

Purpose

Each year the college publishes arrangements for promotion and pay progression.  Decisions are made by sub-committees of the Human Resources Committee: the Academic Promotions and Title Awards Sub-Committee and the Pay and Progression Sub-Committee.

Staff whose applications are unsuccessful may appeal against the decision.

Grounds for Appeal

Staff whose applications are unsuccessful may appeal against the decision, provided that they had fulfilled all the requirements and instructions specified in the process information e.g. application submitted on time, in the correct format, all information requested was enclosed.

Appeals may be made on the grounds of:

· Procedural failure (e.g. application was made but not considered or HoD did not prepare report.)

· Factual inaccuracy (documents, reports or assessments based on factual inaccuracy) leading to unsound decision

· Demonstrable unfairness e.g. evidence of discrimination on protected grounds, such as part-time status.

Procedure for Appeal

Stage 1: Informal

In the first instance, staff who believe they have grounds to appeal against the decision of the sub-committee in question, should write to the Human Resources Department giving their reasons for appealing against the decision.  The appeal should be submitted within 10 working days of notification of the outcome of the sub-committee’s decision.

The Human Resources Department will arrange an informal meeting with the appellant, who may be accompanied by a trades union representative or a colleague from within the staff of Goldsmiths, to clarify any issues necessary, to review the documentation and process and to discuss any other issues relevant to the appeal.  

The Human Resources representative may then discuss the matter further with the line manager, the appropriate member of the SMT and/or the Warden to consider whether the dispute can be resolved informally.

If it is felt that further action can be taken to resolve the dispute informally, the appellant will be asked to consider informal resolution.   If the appellant agrees, all discussions will be held in confidence and without prejudice – i.e. they may not be quoted or called in later evidence – unless subsequent agreement arises from the informal discussions.

Stage 2: Formal

If it is felt by either the Human Resources representative or the appellant at any stage that informal resolution is not appropriate or is very unlikely to resolve matters, or has failed to resolve the issue, then the appellant may request that the appeal be submitted to a formal appeals panel.  

Appeal Hearing

Formal Appeals will be heard by a panel of three members of Council who are not employed by Goldsmiths and who have not been involved in the original decision.

Arrangements for the Hearing

Appellants will be notified of the date, time and place of the hearing with at least 10 days’ advance notice.

The college will determine its representation, but this will be limited to staff employed by the college.

Paperwork concerning the appellant’s application and the reasons for not promoting or progressing will be submitted to the panel and the appellant at least five days’ before the hearing, as will the appellant’s case for appeal and any written statement either party wishes to make in support of their case.

It will be unusual for witnesses to be called unless they were involved in the actual decision making process, but if it is felt that either side wishes to call witnesses, their names and the reason for them being called should also be submitted  with statements for the panel.  It will be for the panel chair to determine the relevance of witnesses.

Conduct of the Hearing

The appellant may be accompanied by a trade union representative or work colleague from within the staff of Goldsmiths.

The conduct and order of the hearing will be for the panel chair to determine, but both sides will have the opportunity to state their position, refer to the evidence and documents submitted and to seek, through the chair, clarification on any matters that are not clear from the papers.

The panel will ask either party any questions it wishes to clarify or expand on the information presented to it and will give both parties the opportunity to make any final statements before it deliberates on its decision.

Decisions

The Appeals Panel may make a finding that the decision reached was not arrived at correctly but will not substitute its view for the Sub-Committee’s view.  It may refer a decision back for reconsideration and review and ask a member of the Grievance Panel to oversee the reconsideration and correction of the procedural failure identified.

The decision will be notified in writing to both parties as soon as possible after the hearing.

The panel’s decision is final and there is no further right of appeal.

Appendix K
Committees

Academic Promotions and Title Awards Sub-Committee

Parent body: Human Resources Committee 
Terms of Reference 
1 To decide on promotions of existing staff from Lecturer to Senior Lecturer; 

2 to decide on the award of the title of Reader; 

3 to decide on the award of the title of Professor;

4 to decide on promotions of all research staff up to and including Grade 10;

5 to decide on the award of the title of Professorial Research Fellow.

The Academic  Promotions and Title Awards Sub-Committee will operate in accordance with procedures which have been approved by Human Resources Committee after consultation with Academic Board, and which have been published by the College before the beginning of the academic year in which they are to operate.
Composition and Membership
	Chair: 
Warden or the Warden's nominee  
	
Mr Patrick Loughrey

	Up to 3 Pro-Wardens 
	Dr Philip Broadhead
Professor Simon McVeigh
Professor Jane Powell

	One Professor from each Departmental Group as specified in Ordinance 2
	

	Group A: 
	Group A: Professor Irit Rogoff (Visual Cultures) (to 2010)

	Group B: 
	Group B: Professor Keith Negus (Music) (to 2011) 

	Group C: 
	Group C: Professor Carrie Paechter (Educational Studies) (to 2011) 

	Group D: 
	Group D: Professor Nick Couldry (Media and Communications) (to 2011) 

	Group E: 
	Group E: Professor Frederic Leymarie (Computing) (to 2011) 


Appendix L

Committees

Parent body: Human Resources Committee 
Terms of Reference 
To decide upon the following:

1  Salary increases for all staff without automatic progression, other than those falling within the scope of Remuneration Committee;

2  the award of accelerated increments and contribution points above normal scale maxima to staff up to and including Grade 10;

3  special allowances to members of staff in grades 6-10 holding positions of special responsibility;

4  any other type of enhanced remuneration for any category of staff, in any other case where this responsibility is not specifically assigned to another body.

 

Composition and Membership  

	Chair: Warden or the Warden's nominee 
	Mr Patrick Loughrey

	All members of the Senior Management Team other than the Warden 
	Dr Philip Broadhead
Mr Hugh Jones 
Professor Simon McVeigh
Professor Jane Powell
Miss Sally Townsend

	Two independent members of Council
	Mr Kenneth May (to 2012)
Ms Mary Stacey (to 2012)
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