Ballot Enclosure

GUCU Executive Committee Recommend Final Negotiated Settlement on the Pay Framework Agreement.

VOTE YES

The pay framework agreement was negotiated by the higher education unions and the employers over a two year period and was finalised in March 2004. It required the employers to implement a new HE pay spine and associated pay and grading arrangements by no later than 1 August 2006.

Goldsmiths local negotiations on the Pay Framework Agreement have been lengthy and difficult but have finally been concluded. The full agreement can be found at www.xxxxxxxxx.. You are advised to compare the proposed single pay spine with the current salary scales at http://www.goldsmiths.ac.uk/finance/scales.php. This will be the largest change in our pay structures and terms and conditions of employment in decades  - we encourage all members to read the entire document. 

The agreement has been interrogated and endorsed by the National UCU Pay Implementation Group  - a committee that examines each agreement to check that the terms comply with UCU policy in each area of the framework agreement. This process ensures that the agreement is implemented in a consistent manner throughout sector and allows UCU branches to ensure that the terms of their implementation agreement fully meet the national agreement and are comparable to those agreed in other institutions. 

GUCU executive committee believe the agreement is a fair settlement and recommend it to you. Unison executive committee are also recommending the settlement to their members.

In summary the new proposals include:

1. A new 10 grade single spine pay structure (see enclosed tables). All staff will receive an increase in pay on transfer to the new structure. Early career staff will benefit the most.


2. Back dating of pay to 1 August 2006 with interest for all staff. This includes the backdating for all hourly paid staff although a formula for working this out is yet to be finalised. 
3. A re-graded structure that (following HERA role profiling) is more equitable, with an assimilation process that minimizes negative impact on staff. 9% of academic and academic related staff would be ‘red circled’ (where current pay is higher than pay for the proposed grade); 38% would be ‘green circled’ (where current pay is lower than pay for the proposed grade); 53% would be ‘white circled’ (where current pay matches pay for the proposed grade). The proposals address current inequalities in the system and are roughly comparable to the rest of the sector in terms of red circling. Unfortunately, red circling is concentrated in academic-related posts (as has also happened elsewhere in the sector).


4. Staff who are red circled will immediately come under review to establish whether responsibilities of the post can be increased so that grading of the post can be increased; or if the individual can be moved to a post at a higher grade if an appropriate one becomes available, and in the interim is offered a range of training and development opportunities to maximise his/her chances of an agreed move to a post at a higher grade. Where the above measures do not move staff from red-circling in the first year of operation of this agreement, all remaining cases will be individually reviewed on an annual basis. Staff who are red circled will receive 5 years pay protection starting from 1 August 2006. The first two years of pay protection include the national pay award. 


5. Guidelines for the Use of Attraction and Retention premia to comply with equality concerns. A proportion of red circled staff will be eligible for Recruitment and Retention Payments. It is expected that many of these staff will not suffer a reduction in salary because they will receive Recruitment and Retention Payments.  

6. Agreement on an appeals process that includes the trade unions and is based on placing a formal appeal within 12 months of receipt of individual transfer arrangements. 

7. Agreement on use of the national library of role profiles for Academic staff. These are nationally tested role profiles that provide consistency of grading between institutions and transparency of criteria. These will also be used in promotion between grades. 

8. The protection of pay progression within grades, retaining annual incremental progression up to the top of the non-discretionary grade.

9.  The introduction of objective and transparent criteria for progression between grades (i.e. promotion), linking promotion directly to role profiles that are sensitive to the requirements of equality.

10. Use of acting up and responsibility allowances.

11. Harmonised terms and conditions of employment for holiday/annual leave; sickness absence benefits; probation periods; notice periods, superannuation.

We will be holding a series of meetings to discuss the full proposal and all the connected issues:

12.30-1.30 Tues 22 April, RHB 142, New Pay Framework General Meeting

12.30-1.30 Weds 7 May, RHB 2107, New Pay Framework General Meeting

12.30-1.30 Wednesday 14 May, RHB 2107, New Pay Framework Surgery

1.30-2pm   Wednesday 14 May, RHB 2107, general meeting

If the proposals are agreed through the membership ballot, pay changes for 2008 will be as follows:
May     
Salaries uplifted by 3% or £420p.a. (whichever is greater) in line                                                                 with National Agreement
July 
 
New Pay Scales implemented

August 
Backpay to August 2006 paid

Sept   
Due increments implemented.

Oct   

Salary scales uplifted by 2.5% or RPI in line with National Agreement

The negotiations to achieve the agreement that we are recommending to you have been long and tortuous but critical to the future of the College. A NO vote in this ballot would mean that Goldsmiths management could retain the current salary scales or choose to impose all or part of the agreement.  GUCU executive do not believe that any further can be achieved through negotiation. A NO vote would put us into dispute with Goldsmiths management.

