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1. INTRODUCTION

1.1. The University aims to be recognised as both a high quality employer and as a learning organisation for staff.  This philosophy is enshrined in the University’s HR Strategy, of which this reward strategy is an integral part, as well as in the University’s values: 

· A commitment to the highest standards of service for everyone;
· A commitment to maintaining the highest ethical and professional

standards of behaviour in an open, diverse, respectful and caring 

University Community;

· A commitment to enhancing life opportunities through development.
          

Therefore we seek to develop a culture that ensures the University:
· Meets and anticipates the needs of students, customers and staff,

· Provides reliable services and products of the highest quality,

· Develops the required organisational and individual specialism and expertise, and

· Operates flexibly by responding to changing circumstances.
1.2. The Reward Strategy aims to support this by means of a ‘total reward’ approach comprising: 

· Pay

· Benefits (financial & non-financial)

· Learning Environment
· Work Environment
1.3 The main elements of each of the strategic areas are outlined below.

2 PAY 

2.1 GENERAL POLICY

The University will:

a) Provide salaries for staff at levels common to the Higher Education Sector, taking cognisance of National recommendations for staff employed on grades 

1 -8.
b) Provide staff employed on salaries above grade 8, with an annual review, which reflects achievement, overall performance, HE settlements and external market relativities, where appropriate.  
c) Encourage progression of individuals to successively higher salary levels within and between each grade through the acquisition of both time served experience; the achievement of higher levels of competence and of work output.

d) Develop market data and appropriate tools to enable effective assessments of pay and contribution.
e) Manage pay costs within the budget scope of the University.

2.2 REMUNERATION

2.2.1 SENIOR STAFF SALARY RANGES
 
Pay for senior staff will be determined in 3 groups:

· Deans 

· Directors
· Associate Deans, Staff on Professorial scale, and Support Management posts which fall outside of the national pay spine as assessed through HERA
2.2.2 STARTING SALARIES AND PROGRESSION FOR SENIOR STAFF
  
Staff will be appointed on a single salary point, which is determined through an assessment of internal and external relativities.  Progression will be based upon staff achieving acceptable performance through:

· Annual Performance Review utilising appraisal and the Academic Development Plans (ADP)/Service Development Plans (SDP) process.  If confirmed salary progression will be informed by:
· Market comparisons
· National HE settlement
2.2.3 STAFF SALARY GRADES 1 - 8
a)
The salary structure for staff will be derived from a single salary spine divided into an 8 grade salary scale developed from the local application of the recommended National Pay Modernisation Framework agreement and the implementation of the Higher Education Role Analysis (HERA) framework within the University.
b)
The salary values of each spine point will be determined by the University having cognisance of national negotiations and pay settlement for the HE sector.
2.2.4 GRADING OF POSTS GRADES 1 – 8
a)
All posts within the University, except those covered by senior managers pay arrangements, will be assigned to specific grades based on an assessment of the job by means of the application of Higher Education Role Analysis (HERA) scheme of job evaluation.
b)
The application of HERA will apply both to new posts and re-evaluation of existing posts.

c)
Members of staff who are dissatisfied with the outcome of an evaluation of their own post will have a right of appeal. (See Appendix 1 – Grading of Posts Policy)
2.2.5 STARTING SALARIES GRADES 1-8

 Appointing managers have the authority to determine the starting salary in line with the guidelines published in the Appointments Policy.
2.2.6 PAY PROGRESSION GRADES 1-8
a)
The University will facilitate staff progression through the incremental points of grades by means of Annual Service Increments (ASIs).
b)
These incremental increases in pay will be given to staff in recognition of the additional experience and higher levels of personal contribution that individual staff bring to their work activity.
c)
The only exception being Grade 8 point 5, where only staff on Grade 8 point 4, having completed at least 12 months service will be eligible for assessment for progression to Grade 8 point 5.  The individuals contribution in all aspects of their role must be deemed by their Line Manager to have been satisfactory during the preceding academic year (August – July).  

2.2.7 PAY PROGRESSIONS BETWEEN GRADES
Staff will only be able to advance a permanent salary grade position by means of obtaining promotion to a higher grade following a competitive appointment process or as the result of an upward re-evaluation of their post. Except in the case of Lecturer to Senior Lecturer, where progression is automatic provided the individual’s workload matches the demands of the Senior Lecturer role profile. 
2.2.8 ADDITIONAL ALLOWANCES – SUPPORT STAFF 
In addition to basic pay some Support Staff (dependent upon grade of post) are eligible to receive certain payments/allowances.  The payments/allowances that are available include:

· Contractual overtime payments. 

· Voluntary overtime payments

· Shift allowance.

· Full Acting up allowance.

· Part Acting up allowance.
· Honoraria

· Enhancements
2.2.9 ADDITIONAL ALLOWANCES – ACADEMIC STAFF
In addition to basic pay and any contribution increments Academic Staff are eligible to receive certain additional payments.  The allowances available include:

· Additional payments.

· Consultancy payments.
2.2.10 ATTRACTION & RETENTION ALLOWANCE 
a)
In circumstances where recruitment to a particular post, or group of posts, is proving difficult owing to the fact that labour market pressures have established a market salary level beyond that which can be paid within the context of the University’s job evaluation scheme, Deans and Directors must review the need for the post, in conjunction with their HR Manager. (See Appendix 2 – Attraction and Retention Awards Policy)
b)
Only in exceptional circumstances, where it has not been possible to put alternative arrangements in place, the University will provide an Attraction and Retention Award (ARA) in addition to, but not part of, basic pay for a specific individual post or group of posts. 

c)
The University will, within any limitations on affordability, provide two types of ARA, namely:

· Lump sum payments, which aid the initial attraction of staff to particular roles. Typically these payments will be used to attract particular types of staff to enter the Higher Education sector.

· Ongoing awards, which bring the individual’s salary up to the market rate for their role. Such awards can either be for specific fixed term periods, e.g. where the market rate increase is only temporary, or for indefinite periods subject to annual review.

d)
The University will also pay awards to existing staff in posts which are the same as a post which has been assessed as warranting an award. The start date of awards to existing staff will be the commencement date of the new member of staff.
2.3 FAIRNESS & REASONABLENESS
2.3.1 EQUAL PAY

a)
The University will not discriminate in pay systems arising for reasons relating to a member of staff's gender, race, disability, age, religion, sexual orientation or contractual status.  (See Appendix 3 – Equal Pay Policy)
b)
University staff will therefore receive equal pay for the same or broadly similar work and for work rated as equivalent. 

c)
The University will achieve this by;

· Applying the HERA job evaluation scheme to objectively assess the basic pay value of posts; and by

· Awarding increments, bonuses and additional benefits in line with University policy.

d)
In order to ensure that equal pay is achieved and maintained the University will: 

· Provide training for managers involved in making decisions affecting individual staff’s earnings, and 

· Undertake equal pay reviews every two years to ascertain if unfair differences in pay are occurring and will institute any necessary remedial action.

· Publish the outcomes of equal pay reviews.
2.3.2 EARNINGS PROTECTION

a)
In circumstances where changes have a detrimental effect on a member of staff's pay the University will seek to maintain/protect earnings by means of:

i) Re-deploying or re-skilling a member of staff so that their current grade/allowances can be maintained,

OR, should re-deployment or re-skilling prove not to be possible,

ii) Protecting earnings on a mark time basis for a period of up to 4 years.

(See Appendix 4 – Earnings Protection Policy)
3 BENEFITS 

3.1 GENERAL POLICY

The University will:

a) Provide staff with a range of benefits as part of the contractual employment package.

b) Continually review such benefits and develop new opportunities which support legislative, and University needs.
c) Enable the application of such benefits where they support the working environment.
3.2 BENEFITS RANGE

The range of benefits made available by the University currently includes:
	Annual Leave.
Christmas closure and all public holidays
Staff social activities and Bar
Leave for dealing with domestic/personal responsibilities and commitments.
Final Salary contribution Pension Scheme
Staff support service

Occupational Health Services
Reward for External activities
	Discounted travel
Car Parking
Retirement Support
Flexibility in working patterns.
Childcare facilities.
Sickness absence and allowances.
Library facilities
Work Life Balance Support
Catering



The University recognises that benefits, both financial and non financial, are areas for further development and we will be seeking to continually enhance both individual and team benefits as part of our future development of staff benefits.
4 LEARNING ENVIRONMENT

4.1 GENERAL POLICY

In the HR Strategy, the University has identified the training and development of staff as a strategic priority. It is one of the means through which the University seeks to improve the motivation, productivity and job satisfaction of staff. 
The Training & Development Policy will therefore seek to enable staff to work effectively and be supported in their roles; enable the University to utilise staff to their best potential; and assist staff in achieving their personal aspirations; through:  
· Continually improve the knowledge, skills and understanding of staff in order to both raise service standards to customers, and enable staff to adapt more successfully to the demands of change AND

· Improving opportunities and support  for effective career development

All staff are required to have an annual staff development and appraisal meeting. The outcomes of which should include agreement on their individual development needs. This process will enable training and development to be supportive of both the University business and of the personal development needs of staff. 
5 WORK ENVIRONMENT 

5.1 GENERAL POLICY

A number of University strategies, e.g. HR Strategy, Estate Strategy, Communications Strategy, underpin the development of the Work Environment.  

The University, working through Schools and Services, will endeavour to provide a working environment where:

a) The physical environment is conducive to effective and efficient work performance together with promoting and supporting the health and well being of our staff;

b) Work relationships between managers and staff; managers and recognised trade unions; staff and their colleagues and staff and students/customers are mutually supportive and respectful of each other.

c) Consideration is given to the potential impact on the health and well being of staff arising from developments within the working environment. 
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