Information for members on the 2003/4/5 pay offer and the proposed framework agreement on modernising pay arrangements in higher education.

Questions and Answers

How much is the pay offer worth?

The pay offer is a two-year deal. In the first year the offer is a flat rate increase of £550 or 3.44%, which ever is the greater from 1 August 2003. There are additional increases for those staff at the very lowest pay scales. The bottom four points on the interim pay spine will be deleted. For example a grade 1 manual worker in an ‘old’ university will move from a salary of £9,374 to £10,136 an increase of £762 or 8.1%.

This means that any member of staff earning less than £15,700 will receive a pay increase greater than 3.44%.

There will be a further increase in all scales of 3% from 1 August 2004. A new pay spine has also been developed. Institutions will be using their ‘best endeavours’ to transfer to the new pay spine by August 2004. Transferring to the new pay spine will result in an average further 1.1% increase and a new minimum rate of £10,560. (by 1 August 2004)

The pay deal also includes an agreement to harmonise the working week in universities. This will result in a reduction in the working week for manual staff. Each hour by which the working week is reduced is worth approximately 3% in terms of the hourly rate of pay.

When will the new pay spine come into effect?

Institutions are expected to introduce these pay arrangements by 1 August 2004 and to have completed implementation by 1 August 2006.

What are the benefits of a single pay spine?

By having a single pay spine a link is created between all posts in higher education. It creates a fair and transparent pay structure and makes it possible to implement a single job evaluation scheme for all staff in universities. It removes artificial pay ceilings, job ghettos and pay anomalies in the system and it allows grade progression for manual staff. The creation of a single pay spine has been a long-term aim of UNISON in the sector.

What is the new grading structure?

Appendix C of the draft agreement contains a model grade structure that is commended to higher education institutions. It is a twelve-grade structure and can be used for all groups of staff.

The model contains a career pathway and indicative grades for academic staff. Each grade, except for very senior posts in the top grade has a progression threshold that is the maximum for the grade. However additional progression points can be achieved through ‘contribution points’.

Institutions can use this pay model or develop one in partnership with the recognised trade unions, but must follow agreed national principles. 

How will it work?

Following job evaluation, each grade within the structure will be given a scoring range. The score that the job achieves will determine where staff will fit on the new grading structure.

Is there a national grading structure for support staff?

The model pay structure in the agreement has a national grading structure and indicative grades for academic jobs. It would be possible to develop indicative grades for some other groups. However UNISON believes the best way to get a fair and equitable grading system in institutions is by using an institution wide job evaluation scheme.

Support staff and professional staff in universities should be job evaluated to ensure there is a fair grading structure.

What is the assimilation process?

How the assimilation process works will depend on how an individual’s current salary relates to the pay range of the grade that has been determined following job evaluation.

If the current pay matches the pay for the grade, the individual will be moved to the point on the new spine equal to or immediately above their current pay.

What happens if I am on a different grade after job evaluation?

If your current pay is less than the pay grade for your job, you can either be promoted to the appropriate higher grade or you can agree to reduce the responsibility of the post to your existing grade. If any resulting pay increase represents over 10% of your salary, it has been agreed that the increase may be phased in over two years.

If your current pay is more than the pay for the grade you can either; 

· Agree to increase the responsibility of the post to match your current grade, or

· Be offered a post that matches your current grade, or 

· Stay in your current job at the current level of pay on a protected basis for a period of up to four years.

Higher Education institutions have to negotiate in partnership with the recognised trade unions the detailed application of these arrangements.

Is HERA the only job evaluation scheme that can be used?

Other job evaluation schemes can be used although they have to be schemes that can apply to all staff and have to be proven to have been equality proofed.

Will there still be grade increments?

Yes. Institutions will negotiate detailed arrangements for pay progression within grades in partnership with the recognised trade unions. Opportunities for pay progression should be available to all groups of staff (Including manual staff for the first time) and systems of assessment for progression must be fair, consistent and transparent.

Progression up to the contribution threshold within the grade will take place on an annual basis subject to existing procedures for dealing with performance problems.

The system will also allow for accelerated progression and progression beyond the agreed contribution threshold, subject to substantially greater than normal application of skills and experience by the job holder. Again the criteria for this progression must be fair, consistent and transparent.

Further details are contained in Appendix D of the draft agreement.

How will I progress to a higher grade?

Normal progression will be through promotion or a regrading. However, further guidance is being developed on the key aspects of grade progression. This will inform the development of local guidance in partnership with the recognised trade unions. 

How will the harmonisation of hours work?

The agreement recommends to institutions that they harmonise the standard working week for all staff with a defined working week. Institutions are to negotiate with recognised trade unions any changes in working practices relating to the working week. Particular emphasis in the agreement is placed on reducing the working week of manual staff. Institutions are recommended to harmonise the working week as soon as possible and no later than 1 August 2005.

If my hours are reduced will I earn less?

No. Your salary will be calculated on a weekly basis. For example a grade 1 Manual in an old university currently working a 38 hour week changing to a 37 hour week pay would be calculated as follows:

1 Aug 2003 Salary (38 hour week): £194.39/38 = £5.13 per hour.

1 Aug 2003 Salary (37 hour week): 194.39/37 = 5.27 per hour.

Pay for part time staff should be calculated on the new hourly rate once the harmonisation is in place.  For example a part time worker currently working 20 hours per week would continue to work 20 hours per week, but be paid at the enhanced rate. i.e (20 x £5.13 = £102.60, 20 x £5.27 = £105.60)

Institutions will be expected to make arrangements to ensure that staff are not expected to complete the same workload in a reduced amount of time. 

Will my hours be increased under harmonisation?

The emphasis of the agreement is to reduce the working week for manual staff, not to increase the working week of other groups of staff. Any changes in the working week must be negotiated with the recognised trade unions.  

Will the agreement affect any premia payments I currently receive?

Overtime and other premia payments will continue to be paid as per the current arrangements until there is a new agreement. Any premia payments that are linked to the hourly rate of pay should be paid at an enhanced rate (if appropriate) following standardisation of the working week.

What are ‘attraction and retention premia payments’?

These are pay supplements that may be payable for some staff where labour market conditions dictate that a higher rate of pay must be paid to attract suitably qualified staff. For example some employers pay enhance rates to ICT staff because of recruitment problems.

Any policy and procedure for making these payments must be seen to be fair, transparent and equitable and should be agreed in partnership with the recognised trade unions.

What is the offer on London weighting?

The offer in post 1992 institutions is for an increase in allowances of 4% from August 2003 and a further 3.5% from August 2004.

How will London weighting be negotiated in the future?

Determination of London weighting for staff in post 1992 institutions will continue to be negotiated at the national committee until August 2004. From August 2004 London weighting will be subject to discussion by the planned Consortium of post-92 and selection of pre-92 London HE institutions.
What terms and condition will be protected?

All the existing terms and conditions other than those relating to pay and grading will be protected. A full list of the terms and conditions that have been superseded appears in Appendix H of the agreement.

What are contribution points?

Contribution points are additional points on the pay spine for a grade beyond the pay grade threshold. These pay points are to recognise substantially greater than normal application of skills and experience by the job holder. 

Does this mean that UNISON accepts the principle of performance related pay?

The recent government White Paper ‘The Future of Higher Education’ encourages the use of market supplements or local incentives and merit pay as a means of recruiting and retaining staff.  Earmarked Rewarding and Developing staff funding will go into the block grant of institutions that introduce these schemes.

As funding for staff pay is dependent on the introduction of such schemes, UNISON believes that the best way to deal with this is by national guidance with principles of fairness, transparency and objectivity tied in rather than see institutions introduce their own schemes without these principles.   

Why are there grade descriptors for academics but not for other groups of staff?

It has been accepted that there is a large degree of commonality between academic jobs across the higher education sector and that most academics operate in a national and international job market. 

What happens to craftworkers?

Institutions need to consider the implications for this agreement with regard for equal pay for groups of staff not covered by JNCHES including most craftworkers. There should be no reason for these groups of staff not to be included in the assimilation and harmonisation processes and be on the same pay and grading structure as other groups of staff.

Why does the Service Group Executive think that this is a good deal?

The key bargaining aims of the Higher Education Service Group over the last three years has been to see the implementation of the recommendations of the Bett Report and to address the chronic low pay across the sector. They believe that this deal represents a major step towards achieving these goals.

The agreement sees the introduction of a single pay spine, introduction of institution wide job evaluation, common core conditions across the binary divide, a shortening of the working week for manual staff and substantial pay increases for the lowest paid. These have all been long-term bargaining goals of UNISON and the principles over which members took action in the ‘Conditions Critical’ campaign in 2000.  

We recognise that the pay rise for 2004 does not fully reach our expectations. We would have liked to have seen immediate introduction of the shorter working week and a minimum starting salary of £11,000.  However, this deal will result in the majority of our lowest paid members (Grade 1 manual staff, old universities) achieving a pay increase of 40% since the 2000 campaign. And that the other aspects of this deal represent considerable benefits to our members.

What happens if the other unions do not accept the offer?

The offer is available to any union that wishes to accept it. If another union within the Joint Negotiating Committee for Higher Education Staff (JNCHES) rejects the offer it does not mean that the offer will be withdrawn from other unions.
What happens next?

UNISON will be consulting its branches over the summer to obtain the views of members on the deal. The consultation period will continue till 10 October 2003 to ensure that all members have an opportunity take part in the process. If the agreement is approved it will come into immediate effect.

Branches are encouraged to start discussions with employers on the necessary preparatory work as soon as possible.

