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GUIDELINES FOR USE OF THE NATIONAL LIBRARY OF
ACADEMIC ROLE PROFILES

Context

The Framework Agreement

The Framework Agreement for the Modernisation of Pay Structures established a Technical
Group to oversee the development of a library of indicative role profiles for academic staff and
associated guidance on their use, to assist institutions in the process of implementing a new
grading structure. Use of this library is not intended as a substitute for proper application of job
evaluation processes, but as a means to help in the application of those with a light touch.

The guidance given below is intended to inform the processes developed at institution level for
assimilating academic staff into new grading and pay structures. The practicalities of these
processes will need to take account of local needs and should be developed in partnership with
recognised trade unions, in accordance with the spirit of the Framework Agreement and the
JNCHES guidance on Role Analysis and Job Evaluation.

That guidance highlights the importance of using an analytical scheme which is capable of
evaluating roles (or jobs) in terms of the various demands made on them. The purpose of
using job evaluation is to determine the relative value or size of roles so that a rank order of
comparative worth can be established. Use of job evaluation also means that decisions about
the grading of roles can be made consistently and transparently, helping to satisfy legal
requirements about equal pay for work of equal value.

Technical Group

The Technical Group established under the Framework Agreement included representatives
from the AUT, NATFHE, EIS and UCEA. The remit of the Group was to oversee the
development of a library of indicative role profiles for academic staff and to publish an agreed
library and user guidance, related to the commended model pay structure in Appendix C of the
Framework Agreement. Therefore the guidance given below is mainly relevant to those
institutions who will implement the model structure in Appendix C' or a close variant of that, but
others may also find it useful.

! read, where appropriate, in conjunction with the Memorandum of Understanding agreed between AUT and pre-92 HEIs,

or the Memorandum of Understanding agreed between EIS/ULA and Scottish post-92 HEIs.



National Library of Role Profiles

This national library of role profiles covers academic staff, with profiles for three mixes of
activity — largely Research, largely Teaching and Scholarship and a balance of Teaching and
Research — over five levels’. The latter create a rank order that can be mapped against the
model grading structure.

The role profiles are indicative, not definitive, and are intended to describe the demands and
responsibilities required of most members of academic staff employed by UK HE institutions.

The profiles provide an analytical mechanism to help inform grading decisions in ways that are
transparent and will satisfy the requirements of legislation and case law. They are intended to
be used in conjunction with a job evaluation scheme to ensure that all roles found within an
institution are analysed and compared using a common approach, as outlined in the JNCHES
guidance on role analysis and job evaluation.

The library role profiles have been developed in partnership with the trade unions to provide a
simple and straightforward mechanism for analysing academic roles. They were formed from
examples of evidence of role requirements supplied by a range of institutions and have been
subjected to testing in others. This has been done to ensure that the profiles are:

. typical

° representative

° practically useful

. capable of being analysed using the job evaluation tools used in the sector
. acceptable to academic members of staff and their union representatives.

Whilst the development and testing of the library profiles has been undertaken as thoroughly as
practicable, inevitably there is no experience yet of their operational use in HE institutions.
UCEA and the academic unions therefore intend to review the profiles, and this guidance, in
the light of feedback on their early use; and, if necessary, to agree appropriate revisions.

Use

The primary reason for creating the national library of academic role profiles is to facilitate initial
assimilation of the majority of academic staff to the pay structure model in Appendix C of the
Framework Agreement, where institutions decide to adopt this approach. The profiles have
been designed to be used in conjunction with the job evaluation schemes in use in the sector,
not as a substitute. As some institutions have not yet developed their use of job evaluation, the
headings used in the national library role profiles could be used to analyse academic roles.
However, some appropriate and defensible method must be found to compare academics with
all other roles in the same institution.

The recommended process for use of the profiles is outlined below. Institutions are strongly
advised to consider the operational implications of the guidance and determine locally with their
partner trade unions how to translate it into practice.

* The library includes a profile for Teaching and Scholarship at Level 1 which the Technical Group considered appropriate
for pre-92 HEIs, but not applicable in the post-92 part of the sector.



Stage 1 Adopting the national library of role profiles

The national library of role profiles has been developed across a range of institutions to provide
generally applicable definitions of academic work with varying mixes of activity at each of five
levels. It is expected that most members of academic staff will be covered by these profiles.

However, some changes to the library profiles may be required to take account of variations in
local circumstances, practice and terminology. This will be particularly the case in small or
specialist institutions or to take account of the particular circumstances of certain subject
departments — where issues of scale and detail may arise. Any changes should be agreed
locally with the recognised trade unions.

Additionally — to help ensure ease and consistency of interpretation, and to assist with scoring
under their selected role analysis scheme - institutions in collaboration with their partner unions
may wish to elaborate parts of the profiles so that they readily relate to typical local activities, or
to add examples of such activities, Where such an approach is found useful, the selection of
such examples should be drawn from those found to be common or typical in role analysis or
similarly systematic exercises.

Once the library role profiles have been interpreted and elaborated in this way for use at an
institution, each role profile will need to be analysed and scored using the HEI's preferred job
evaluation scheme.

Stage 2 Development of local benchmark roles

If existing role analysis information on the work of academic role-holders is insufficient for the
purposes of making fair and transparent grading decisions, a set of benchmark roles should be
developed. These should cover the full range of roles and include examples of typical and
atypical roles. The sample of roles should normally allow between 5% and 10% of the total
number of academic staff employed in the institution to be included. However, this percentage
may be too low to ensure adequate coverage in small institutions.

The selection of roles used as benchmarks should ensure adequate representation of those
roles typically occupied by men and by women. It should also contain a representative number
of part-time and full-time roles and be equality-proofed in terms of contractual status, race and
disability.

(Detailed guidance on the selection and use of benchmark roles has been published to support
the use of HERA, in conjunction with the trade unions.)

The benchmark roles should be analysed using the institution’s preferred job evaluation
scheme. (The HERA scheme allows for the evidence of role requirements needed to create
the profiles to be gathered in a number of different ways. These include the use of group
discussions, the completion of brief questionnaires, or desktop (soon to become online)
analysis. The Hay scheme can also be applied in a variety of ways that support the
development of robust local benchmark roles).

The analysis will provide a points score for each of the local benchmark roles. The scores will
create a rank order of roles that can be set against the reference points provided by the
national library of role profiles. The points scores will also enable academic roles to be ranked
in relation to all other roles found in the institution, thus achieving the overarching imperative of
ensuring equal pay for work of equal value across all employees.






