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The commended pay structure within Appendix C of the Agreement contains contribution increments (contribution points) at the top of each grade in the structure. These new increments will be available to all staff within each institution. These increments above the existing grade boundaries will be allocated to staff on the basis of contribution, these new increments are worth an additional 9% for Senior Lecturers (three increments) and 6% for Principal Lecturers (two increments) post-transfer to the new pay spine. The academic grade structure including contribution increments is set out below:

	
	  Career Pathway
	
	

	
	   for Academic Staff
	
	

	
	
	
	

	
	Contribution Increment
	Ac5
	

	
	Contribution Increment
	 
	

	
	Ac4
	
	

	
	 
	
	

	
	 
	 
	

	
	 
	Contribution Increment
	

	
	 
	Contribution Increment
	

	
	 
	Contribution Increment
	

	
	
	Ac3
	

	
	
	 
	

	
	
	 
	

	
	
	 
	

	
	
	 
	

	
	
	 
	

	
	Contribution Increment
	 
	

	
	Contribution Increment
	 
	

	
	Contribution Increment
	 
	

	
	Ac2
	 
	

	
	 
	
	

	
	 
	Contribution Increment
	

	
	 
	Contribution Increment
	

	
	 
	Contribution Increment
	

	
	 
	Ac1
	

	
	 
	 
	

	
	
	 
	

	
	
	 
	

	
	
	 
	

	
	
	 
	

	
	
	 
	

	
	
	 
	

	
	
	
	


· All staff become eligible for contribution pay once they reach the maximum automatic increment of their grade

· The Agreement does not ration the number of contribution points that may be awarded in any one year

· More than one contribution point can be allocated in any year

· National guidance has been agreed on the criteria for allocating contribution pay

· The overall standard for an award is ‘particular success, effectiveness or merit’ with reference to nationally agreed examples in the areas of teaching, research and administration

· The allocation of contribution points must be made on an assessment of existing work, the criteria should not set targets or require staff to consistently undertake the full range of duties that would be expected from the grade above

All awards of contribution pay must be equality proof and data must be analysed to ensure that institutional practice is not discriminatory.


There are two sets of JNCHES Guidance available in the Joint Agreements and national Guidance section (insert link). The first guidance documents generic and applies to all staff, this document (JNCHES GUIDANCE ON PAY PROGRESSION AND CONTRIBUTION-RELATED PAY) this document sets out the principles of using contribution pay in higher education. This will be supplemented by additional guidance for non-academic staff late in 2004.

The second JNCHES document (Guidance on the application of JNCHES Guidance on pay progression and contribution-related pay to Academic Staff) contains the detailed guidance agreed by the ASSC including the recommended criteria for allocation.

Both guidance documents should be read in conjunction with Appendix D of the Framework Agreement which sets out the provisions for progression within grades.

The Framework Agreement provides for additional incremental progression based on an assessment of ‘contribution’. There are three increments at the maximum of grades equivalent to lecturer and senior lecturer, with two additional increments at the maximum of the grade equivalent to principal lecturer. The most relevant section of the guidance relates to the detailed examples of academic work that should be recognised through the allocation of contribution pay and the standard of work required. 

When contribution pay is introduced, NATFHE will agree, locally, on the detailed procedures for application and allocation of contribution pay within the principles laid down within the guidance. The overall approach is to recognise contribution in terms of teaching & learning, research and also administration. 

Staff can apply on the basis of one or more of those broad headings. The guidance also specifies the level of work that must be achieved in order to qualify for contribution pay and this is described in the following terms “evidence of particular success, effectiveness and merit”. 

The examples of academic work included within the guidance have been designed to create the potential for all staff at the maximum increment of their grade to be realistically considered on the basis of their existing contribution. 

This differs from the approach found within performance related pay schemes, which invariably require staff to undertake specific additional duties or activities to qualify for payment. In addition, unlike most performance related pay schemes, contribution pay is permanent and consolidated for pension purposes. 

Branches will need to negotiate a local policy for the award of contribution pay. This policy must:

conform to the national academic guidance set out below

utilise the examples relevant to academic work

allow members to submit evidence and supply details of how that evidence is to be formatted and submitted

provide clear timescales and deadlines for the submission of evidence

specify the composition of the decision making panel 

provide clear guidance on the measures used to equality proof the procedure

set out the procedures for an appeal against a decision not to award contribution pay

set out the composition of the appeal panel, included where agreed any trade union involvement 

any local variations to the national guidance must not make the criteria more difficult to achieve

clearly set out the rights of staff to apply on an annual basis 

make clear that awards are permanent and consolidated into basic pay 



The criteria for the allocation of contribution pay are generic. The JNCHES guidance covers both academic and non academic staff. The overall framework for contribution pay and accelerated increments (see section below)  is set out within Appendix D of the Agreement. The specific procedures to be used in each institution will be agreed locally within the context of the academic guidance agreed within JNCHES by the ASSC.

In order to qualify for this new form of pay progression, contribution must be sustained on the basis of individual or team work.

A number of different factors must be considered when drawing up detailed local criteria as set out in paragraph 4 of the ASSC guidance above. Institutions will require contribution in areas that impact on the overall institutional and departmental objectives. Contribution must be demonstrable and measurable to enable decisions to be scrutinised and evaluated. The criteria must be objective and non discriminatory., This means that no one group of academic staff must be disadvantaged by the criteria, in particular the criteria must not easier to meet for men as opposed to women.


The terminology within the ASSC guidance refers to examples of activity within main grade academic posts and activity from senior academic posts.

Main grade posts are those graded at levels 2 and 3 (Ac2 & Ac3). Senior posts are those graded at level 4 (Ac4).  

The terminology used in the list of illustrative examples should be amended to fit local circumstances. It is vital that if the terminology is changed the overall level of difficulty is not increased.


Some institutions may wish to amend the list of examples to add more detail regarding local activity. It is not anticipated that many institutions will need to amend the list of examples as they intended to provide broad guidance on areas of work that should be recognised. In all instances any local variation must only be agreed on the basis that it does not make the award of contribution pay more difficult for NATFHE members.

All academic staff become eligible for contribution pay once they reach the maximum automatic increment for their grade and have spent 1 year on that maximum increment.


Grade Ac2 currently has five increments. On reaching the maximum increment of that grade lecturers should progress automatically to grade Ac3 in accordance with the provisions of the national contract (see section above). 

Therefore contribution pay should not be allocated to lecturers once they reach the top of grade Ac2, staff must progress automatically to grade Ac3. If institutions propose to invite applications for contribution pay from lecturers at the top of grade Ac2 the branch should ensure that they contact their regional official immediately. If employers are able to offer contribution pay at the top of grade Ac2 it is likely that they will also attempt to restrict automatic progression for lecturers between grades Ac2 and Ac3. This would be a breach of the Agreement which states that “Progression of staff to a higher grade will be on an equitable and transparent basis, the details of which will be developed in partnership between HE institutions and their recognised trades unions – acknowledging in particular established arrangements for progression of present Lecturer A (pre-92 universities) and Lecturer (post-92 HEIs) grades, and taking account of equal pay considerations.”  

Research staff (on Researcher A pay scales and Researcher B pay scales) do not currently have the right to progress automatically to the next grade. Therefore Research staff should be provided with the opportunity to apply for contribution pay once they reach the maximum increment of grade Ac2.


The allocation of contribution points should not replace promotion for staff who are clearly required to carry out duties which match the profile for the grade above. In some instances staff will be required to carry out a proportion of the duties expected from the grade above without fulfilling all of the key requirements for re-grading. In such circumstances contribution pay should be used to recognise the additional work carried out. Staff have the right to request a review of their post at any point in time with a view to seeking re-grading in accordance with agreed procedures.


The allocation of contribution pay is a potential source of discrimination. The agreed procedure for allocating contribution pay should contain within it sufficient safeguards against discrimination to guarantee that all staff will be treated equally when applying for contribution pay.

The national JNCHES guidance states that:  “In accordance with the underlying principles of the Framework Agreement, institutions should arrange to identify, in respect of the groups eligible for contribution points and those to whom contribution points are awarded, proportions of men and women, of different racial groups, and of those with disabilities.  Institutions should check regularly that differences between the pay of individual employees carrying out like work, work rated as equivalent, or work of equal value, including in respect of contribution points and accelerated increments can be objectively justified; and if they cannot, corrective action should be taken.”

The impact of contribution pay on the salaries of men and women, staff from different ethnic or racial backgrounds and the impact of contribution pay on staff employed under different contracts should be examined and summary data published in accordance with the provisions of the national guidance which states that institutions must ensure that: 

“the procedures for ensuring that award of contribution-related pay does not create equal pay problems, including the publication of summary data on such awards.”

The position of hourly paid lecturers should be carefully considered. All hourly paid staff should be entitled to apply for contribution points once they reach the top of their grade (normally grade Ac2). Fractional part time staff should also be encouraged to apply and the procedures agreed locally for assessing applications should ensure equal treatment.


The Framework Agreement does not ration the award of contribution pay. All staff become eligible once they reach the maximum increment of their grade. 

Branches should not agree to rationing on the basis that only a proportion of the successful applicants in any year will be allocated contribution pay. Once staff satisfy the criteria for allocation they should be entitled to receive contribution pay. 


The composition of decision-making panels is for local determination. The national guidance states that all managers who are involved in the process must be properly trained in the procedures. Departmental managers would normally be expected to participate in the process. The Head of School/Faculty would normally oversee the process. Branches must ensure that decisions on the allocation of contribution pay are not taken in isolation by a manager acting on their own. This greatly increases the risk of discrimination and will increase the amount of appeals against decisions not to allocate contribution pay. NATFHE involvement in the decision making process should extend to providing advice to members who wish to apply, and scrutinising the procedures used. If branches wish to have a NATFHE presence on the decision making panel it is advisable for Representatives to attend as observers.

The decision of the panel should be communicated to staff as soon as possible, this information should  contain detailed reasons setting out the grounds on which a decision has been made. This is important for two reasons a) in the event of a successful application, branches will need to establish local precedent and monitor the grounds for awards in different departments to ensure consistency and fair treatment across an institution, and b) in the event that an allocation is not made in respect of any member of staff, they will require detailed reasons to enable them to decide on the merits of appealing against that decision. Summary information covering all departments must be published on an annual basis in accordance with national guidance. 


The national guidance states that all staff must have access to a review of a decision not to award them contribution pay. The composition of the appeal panel is for local determination. Decisions must be reviewed by a panel consisting of individuals who were not involved in the original decision.

NATFHE members should receive representation from a Branch Officer during the appeal process. The appeal will normally consist of a hearing to establish if the member of staff meets the criteria, on what grounds the decision making panel refused the award and if the available evidence supports the original decision.

Representatives should note that:

· The basis of any appeal must be the agreed criteria for allocation based on the national guidance.

· Staff members in their application will be expected to demonstrate that they meet the criteria with reference to clear examples, evidenced in part by peer review.

· Once the criteria have been agreed, the only grounds on which allocation may be refused is on the basis that the applicant does not meet the agreed criteria.

· Evidence may be submitted in the form of documents, qualifications, statements specifically related to the criteria or in oral form.

· The format of any appeal hearing should be agreed locally, however it is advisable to follow the format of grievance hearings, where the union rep makes an opening statement, can ask questions of the applicant, can highlight points of evidence and summarises the merits of the case at the close of the hearing. 


Apart from providing representation to the applicant, branches must consider to what extent they wish to participate in the appeal process. Some branches may agree on joint appeal panels with their employer, other branches may not wish to participate beyond providing representation. NATFHE branches are able to make their own decisions on this issue. If branches agree that a Representative will serve on appeal panels that officer must be able to argue the case for the applicant, the only purpose in branch officers serving on appeal panels is to provide an additional means of persuading the employer to allocate additional pay. 

As an alternative, Branches may wish to agree that a branch officer will serve on the appeal panel as an observer. It should be noted that members will expect NATFHE to use every available opportunity to assist them in obtaining contribution pay. NATFHE officers serving on appeal panels either as observers or as full voting members should refer to the following guidelines:

· Decisions to allocate contribution pay can only be made on the basis of the agreed criteria

· The employer can only refuse to allocate contribution pay on the grounds that the criteria have not been met

· Appeal hearing should allow fresh evidence to be submitted and previously submitted evidence to be reviewed and re-interpreted

· Union reps must ensure that managers are aware of the need to treat all applicants equally regardless of gender, race, ethnic origin, contractual status, disability, sexual orientation or religious faith

· The role of the union rep is to influence the employer and to persuade them to allocate contribution pay. Whilst it may not always be possible to persuade managers to make awards, NATFHE must be able to state that the local branch made every effort to assist the member at every stage of the procedure

· Negotiators must ensure that the illustrative examples within the national guidance form the basis of the criteria for the allocation of contribution pay

Any local examples or local variations must not increase the overall level of difficulty

Members must have the right to apply once they reach the top of their grade

Contribution pay should not be used for lecturers in grade Ac2 as lecturers should progress automatically to grade Ac3 as they do at present

NATFHE must agree on the procedures and the criteria through partnership working, the employer cannot impose different criteria

The procedure and the criteria must be sent to all staff

NATFHE must negotiate and agree on the composition of the decision making panel and the appeal panel

Summary data must be published on an annual basis

Introduction to contribution pay








The National ASSC Guidance on Contribution pay








Negotiating the policy – Issues for Negotiators





Drawing up the criteria





Terminology





Local variation





Eligibility








Use of contribution pay within grade Ac2





Working above the level normally expected from the grade





Equalities 








Rationing





Decision making panels





Appeal procedures





Branch Officer involvement in the Appeal Hearing





Contribution pay – Negotiators’ Checklist 








1

