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Introduction

This booklet sets out details of a new pay and grading structure and associated terms and conditions of employment for staff. These were agreed in discussion with Goldsmiths’ recognised Trades Unions (UCU and Unison) in line with the National Framework Agreement for the Modernisation of Pay Structures in Higher Education, which was agreed between the Universities’ and Colleges’ Employers’ Association and recognised Trades Unions. Goldsmiths’ Agreement is subject to a positive outcome of a ballot of members of UCU and Unison. 

After lengthy and complex discussions with our Trades Union colleagues over a number of years, we have finally reached a Framework Agreement which we believe is fair and equitable for all staff. Goldsmiths’ Management is convinced that unified pay scales with good terms and conditions of employment, providing equal pay for work of equal value, breaking down many barriers between academic and support staff, improving many of our current provisions, makes Goldsmiths an increasingly attractive place to work.

Once there is a positive outcome to the ballot, all staff covered by the Agreement will be sent an individual letter telling them of the grading of their post. If their post has changed since August 2006, they will also be notified of the grading of their previous post(s). In addition, they will be notified of any changes to terms and conditions referenced in the Agreement, which will supersede all their previous terms and conditions of employment. Where there are no changes to specified terms under the Agreement, for example as in the case of maternity or paternity leave, the current College provisions will remain in place.

Objectives

The main objectives of the discussions and modernisation of pay scales was to:

· Achieve a single, transparent, consistent and objective way of evaluating all jobs in higher education. To do this, HERA (which stands for Higher Education Role Analysis) was chosen for Goldsmiths.
· Achieve a scheme of equal pay for work of equal value. 

· Implement a single pay and grading system for all staff at Goldsmiths by replacing the various individual scales eg,manual, clerical, technician, craft, academic related and academic, with one single scale.

· Provide for fair progression.
· Harmonise terms and conditions to ensure that those on the same new grade receive the same benefits.
SECTION ONE

Salary scales 




(Framework Agreement: Section A)
We have introduced one scale that applies to all staff covered by the Agreement; it is detailed on
page 7 of this document and in the Framework Agreement. It is split into 10 grades. Jobs are placed on the scales into a particular grade in line with the total number of Job Evaluation Points following the HERA evaluation.
The scale is based on the recommended scale produced for the National Framework Agreement. We’ve adjusted it to add London Weighting which Goldsmiths consolidates, meaning that each percentage increase in the pay scales also applies to London Weighting too. We’ve taken out a couple of national scale points to make sure it takes no longer than 5 years to get from the bottom of the grade to the top of the grade before contribution points. In particular, we’ve removed the bottom point of the overall scale to make sure that the lowest-paid staff at Goldsmiths are paid well above minimum wage levels.
As the salary elements of the Agreement apply from 1 August 2006. We will put posts onto the new scales, work out where you should have been, work  out where you should now be on the scale and pay you any back pay, adding 5.3% to the back pay as interest.

The majority of our staff are either in green circled or white circled roles and will therefore see an increase in their salaries above the agreed national increases. On average, this increase is calculated as 4.3%, although it will vary substantially from individual to individual.
What do the circles mean?



(Framework Agreement: Section B)
· Green circled
This is where the job is being paid below the minimum of the new grade. Staff will move up to the minimum point of the new grade with effect from 1 August 2006 (or later if they took the job later). You will then receive any increments you were entitled to in 2006 and 2007. We’ll work out what you were paid and what you should have been paid, and pay arrears plus 5.3% interest. 
· White circled 
This is where the existing pay for the job falls within the new grade. Staff will move to the nearest point on the new scale above their payrate at 1 August 2006 (unless there is an exact match). We’ll work out progress on the new scales to bring you up to your current correct position. Any arrears will again be paid with 5.3% interest. In a very few cases the old grading might have meant progress to a higher salary eventually. These staff will be to progress to contribution points automatically.
· Red circled 
This is where the existing rate for the job falls above the grade. We will firstly ensure that we do everything to minimise these numbers by working with individuals and any representatives (such as Heads of Departments or Managers) to reduce the impact. It will certainly be the case that some job grading does not reflect the professional marketplace and that the provisions in the agreement for legitimate recruitment and retention premia apply. In some cases a review of the job role may be necessary. Or it may be that the role  could be expanded  to broaden its scope, and so change the job to a higher grading that does warrant the level of pay received. 
If, after exhausting all possibilities, a particular role remains red circled, we have put in place salary protection measures. With effect from assimilation on 1 August 2006, you will move onto the new scales to the point which matches your salary or the nearest point above. (We will use the contribution points to seek to reduce red circling by assimilating any staff who are only just above the new grade on to these points.). You will hold on this point but will receive the nationally agreed pay increases applying between August 2006 and August 2008. Thereafter your salary will be frozen in cash terms for the following three years. Of course, if the salary scale rate passes the cash frozen figure in those three years, you will move onto the grade. If however, your rate of pay remains above the grade at 1 August 2011, you will have your salary reduced to the top point of the grade. 
In summary, we believe this is a very good deal that benefits the substantial majority of our staff. We will work proactively to reduce the limited number of red circled staff. Where we can’t avoid the reduction in eventual earnings, we have put in generous pay protection arrangements for a period exceeding national recommendations.

Appeals process 




(Framework Agreement: Section C)
We’ve agreed a robust appeals process where people who are dissatisfied with their grading can challenge and appeal against the grading. The full process is outlined in Section C of the Framework Agreement. 
Salary progression 




(Framework Agreement: Section D)
All staff covered by the Agreement will be on salary scales with annual increments. It will take no longer than 5 years to go from the bottom of the grade to the top of the grade before contribution point(s).

Accelerated progression, and promotions
We have put in provisions for discussions on progression through and between grades. HERA will help us to determine where jobs have changed or grown and will also allow us a more transparent way of building career paths and progression in areas of Goldsmiths’ work that lend themselves to such arrangements. We will be working closely with our Trades Union colleagues following the principles in Section D of the Agreement to look at transparent arrangements for moving faster up grades, into contribution points and promotion.

Recruitment and retention premia 


(Framework Agreement: Section E)
With every job evaluation system there will be cases where the grading is correct in relation to other jobs in the organisation, but the jobs are specialised, or have a smaller number of people in the role or there is a temporary or permanent shortage of people able to do the job. This means that we have to pay more for people in these jobs. We are permitted to do so under Equal Pay legislation, providing this can be objectively justified. We have put provisions into the agreement as to how we will determine and review such premium payments.
SECTION TWO

Harmonised terms and conditions of employment 
We have harmonised terms and conditions of employment as fully as possible. This means that staff on the same grade should receive the same terms and conditions of employment. 
Annual leave allowances 



(Framework Agreement: Section G)
All staff in new grades 1 to 5 will have the same entitlements to annual leave. That is to say that, on starting employment, the holiday entitlement for a full-time member of staff will be 22 days’ leave, plus 8 Bank and Statutory Holidays, plus 6 College closure days. This a total of 36 days, which at least equals and often exceeds the provision of many employers in the public and private sectors, as well as a number of other higher education institutions. We have changed service requirements for additional leave, so that it no longer takes 7 years for many to acquire 27 days’ basic leave. All staff in grades 1 to 5 will receive 27 days’ leave plus 8 Bank and Statutory Holidays, plus 6 College closure days after 5 years’ service (instead of 7 years), benefiting all those with between 5 and 7 years’ service. This represents a substantial total of 41 days’ leave.
All staff in grades 6 to 10 also see an equalisation of holiday entitlements, with a move to 28 days’ leave, plus 8 Bank and Statutory holidays, plus 6 College closure days, a total of 42 days’ per year. This will mean a significant increase for all support staff with less than 5 years’ service and an additional day for all support staff with more than 5 years’ service. 
We will also change the annual leave year to coincide with the academic year. In 2008-09, the annual leave year will be 11 months and basic holiday entitlements will be prorated. With effect from 2009-10, the annual leave year will run from 1 September to 31 August each year.

Sickness absence benefits 



(Framework Agreement: Section H)
All staff will have the same benefit here. For everyone with less than 3 years’ service: if you are absent through illness and you comply with reporting and documenting requirements, you will receive 3 months’ full pay as sickness absence benefit and 3 months’ at half pay. This is a significant increase for many lower graded staff. After three years’ service these provisions increase to 6 months’ full pay and 6 months’ half pay, which equals or exceeds the provisions of most employers in any sector.
Hours of work 




(Framework Agreement: Section I)
Most staff in Goldsmiths with standard hours of work have had a standard working week of 35 hours (for full-time staff). This agreement provides for all staff with standard hours to be on a 35 hour week, by bringing portering staff into that provision and backdating its effective date to 1st August 2006. 
We believe that across the higher education sector, a 35 hour week is the shortest working week we are aware of; it is not uncommon for others to have 36, 37 or 37.5 hour week as standard.

Fixed term, part-time and hourly paid staff 
(Framework Agreement: Section J)

We are committed to ensuring that our fixed term, part-time and hourly paid staff are treated no less favourably than their full-time equivalents. We will firstly check all our terms and conditions applying to these staff and will aim to regularise their contractual positions wherever possible. However, we have a substantial amount of work to do with our Trades Union colleagues to review the position of hourly paid staff, and, in particular, Visiting and Associate Tutors. We have agreed the principles of review and these are detailed in Section J of the Framework Agreement. We are committed to using HERA job evaluation and the grading system with regard to these staff.

Probation periods 




(Framework Agreement: Section K)

We want to standardise probation periods and process so that all staff can be fully aware of their progress, have the opportunity to improve where necessary, develop new skills and feel engaged and supported while undertaking important and valuable roles, in the early part of their career with Goldsmiths. 
All new staff who are on fixed term contracts of 1 year or more will have an initial review after 5 months’ service and a further review after 10 months’ service. Section K in the Agreement section contains information about the review process.

Changes in probation periods will also lead to a change in the way we review and support all staff early in their careers.
However, it will be a substantial change in approach in particular for our academic staff. We will seek to move from a position where our academic staff are on 3 years’ ‘probation’ to a position whereby early career academics (Lecturer A, for example) are seen as developing and working towards their career grade of Lecturer B, with rigorous assessment and support interventions. Movement to Lecturer B will then be assessed on meeting given criteria rather than on time serving or accelerated promotion.
Academic staff will have the same probation and confirmation process as all other staff.

We intend to implement the new probation provisions for new staff with effect from 1 September 2008, but we recognise that this may be delayed until 1 September 2009 for academic staff, to ensure adequate time to establish revised progress assessment provisions.

Notice periods
 



(Framework Agreement: Section L)

We have varying provisions for notice at present for differing groups of staff. Currently, staff are required to give specific periods of notice but Goldsmiths is required only to give statutory notice.

These notice periods will change to standardise for all staff on the same grades with one exception driven by organisational need. Again, with the one exception, Goldsmiths will be obliged to give staff the same notice as staff are obliged to give Goldsmiths.

The provisions are that:
· All staff must give, and are entitled to receive, 1 week’s notice in the first 6 months of employment.
· For grades 1 to 5 with more than six months’ service staff must give and are entitled to receive 1 month’s notice.

· After 4 years’ service staff in grades 1 to 5 are entitled to receive 3 months’ notice from Goldsmiths.
· Staff in Grades 6 to 10 with more than 6 months’ service but less than 1 year must give, and are entitled to receive, 1 month’s notice.

· Staff in Grades 6 to 10 with more than 1 year’s service must give, and are entitled to receive, 3 months’ notice.

· Note: all academic staff with more than 6 months’ service must give 3 months’ notice to include an entire academic term.

Superannuation 




(Framework Agreement: Section M)

There are currently 2 occupational pension providers for Goldsmiths staff who wish to join a pension scheme – LPFA and USS. In future LPFA membership will be offered to all new staff in grades 1 to 5 and USS will be offered to all new staff in grades 6 to 10. However, no one will be obliged on assimilation to change from their current scheme. 

Staff who find they are graded 1 to 5 but are in USS and staff graded 6 to 10 who are in LPFA and do wish to change scheme, should contact the Payroll Team.

SECTION THREE

Other matters
A glossary of all the technical terms used in the Agreement can be found on the web site. It also contains the job descriptions of academic posts which have been evaluated by reference to the National Library of Academic Role Profiles.

The Agreement is online at www.goldsmiths.ac.uk/hr/hera/
What next?

Trades Unions are balloting in April and May 2008. They will be holding meetings with members and Goldsmiths is also holding open meetings for all staff as detailed in the letter from the Warden.

If the ballot is positive, HR will write to all staff in late May/early June explaining the grading of posts. 
In June, Payroll will write to everyone with their new pay point and the amount of back pay which you can expect to receive.
In July, staff will get their first pay on the new scales, and in August you will receive back pay. 

In September staff will receive any increment due to them. In October scales are due to be revised again by 2.5% or RPI (Retail Prices Index) whichever is the greater.
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