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Pay arrangements for lecturers in institutions of further education in Northern Ireland – the case for parity with schoolteachers

1. 
The further education sector sits between the statutory schools sector and higher education. Its focus is mainly to provide education of a vocational nature however the range of academic courses found in any school are delivered also in all FE colleges. The vast majority of the full-time students taught within the sector are in the 16 – 19 age range similar to pupils in sixth forms.  The sector has historically had close links and joint provision with schools. This interaction is increasing under the vocational enhancement programme and the government’s intention to implement the recommendations of the Costello report. 

2. 
Some 12% of the total provision made within the sector is higher education. Provision is also delivered at level 3 to a greater extent than would be the case in any secondary school. Notwithstanding that such is the case this paper seeks to persuade government that the case for parity in earnings capacity and pay structures between those in FE and those in schools is not only justified but necessary to the long term future of the sector. 

3.
In schools and higher education pay structures have been modified to seek to meet government’s agenda of raising standards and promoting excellence. In the schools sector this has been done through the introduction of threshold arrangements for sustained performance at a high level and with the introduction of an upper pay spine linked to sustained performance. Beyond the third point on the upper pay spine government intends introducing a scheme for “excellent teachers” – the detail of that scheme is being developed. In higher education salary structures have been radically changed with the introduction of a National Framework Agreement based upon incremental salary scales with opportunities for 3 discretionary increments to be awarded following a performance review. Underpinning the new arrangement is a job evaluation scheme which permits opportunities for upgrading, following analysis of the role and responsibilities of individual post holders.

4. 
In England and Wales, significant restructuring of the salary structures for FE lecturers is under way. The Welsh Assembly has approved full parity on matters of pay between the schools and FE sectors to be completed by September 2006. In England, the Association of Colleges (AOC) has recommended an agreed new salary structure which includes an upper pay spine and the introduction of job evaluation for lecturers. In the absence of nationally binding collective agreements in England, implementation of the agreement is proving to be contentious.

5. 
Lecturers in Northern Ireland’s further education colleges are subject to regionally agreed collective bargaining arrangements. The commitment to that approach was reaffirmed by all parties in the salary settlement of October 2001. In March of the previous year, following agreement for an independent Inquiry into lecturers pay compared with those of teachers in other sectors, the Horisk Report was published. That report found that the earnings potential for lecturers was significantly below that of teachers in the schools sector and that teachers had significantly greater opportunities for promotion and the attraction of management and other allowances. Horisk recommended action be taken to address the differential.

6. 
In January 2001, a Joint Paper on the need to address the Horisk agenda was agreed at the Lecturers’ Negotiating Committee (LNC) and subsequently agreement was reached at the LNC on the introduction of a threshold payments scheme to further education similar to that for schools, a shortened salary scale and to have an advanced lecturer scheme echoing the upper pay spine arrangements being introduced into the schools sector.

7. 
Developing the detail of the Advanced Lecturer Scheme proved difficult and agreement between the employers and unions was reached in the spring of 2005. By this time government had introduced a cap on public sector pay policy which resulted in government assuming responsibility for the approval of any scheme. In the event government has not approved the advanced lecturer scheme or the introduction of the scheme – adapted to FE- which permits payments in a manner similar to the upper pay spine for teachers. Government has asked the sector to provide further explanation to support its use in the context of the FE sector. This paper seeks to address that request.

8. The developments described above are set against a back-cloth of increasing dissatisfaction felt by lecturing staff in Northern Ireland’s further education colleges over the issue of pay. They are keenly aware of the fact that around 13,000 teachers in schools have reached Pt 3 on the upper pay spine for schoolteachers – some £2,600 per annum beyond the top of the lecturers scale; that teachers in schools have a six point incremental scale compared with a ten point scale in FE and that some 66% of teachers attract responsibility allowances amounting to a promotion compared with around 25% of lecturers on promoted grades. This is impacting significantly upon morale to such an extent that in three of the past five years lecturers have resorted to formal disputes with their employers and in the last academic year to sustained industrial action. 

9. Continuation of this pattern in the long term will significantly damage the sector. Good lecturing staff are drifting to other sectors with fourteen having moved to the schools, university or industry sectors over the past year.  Experienced teachers will not join the sector and it is evidenced in colleges that well qualified staff from industry/business/commerce backgrounds are deterred from entering a sector that is characterised by recriminations and poor industrial relations. 

10. This move out of the sector is not assisted by the fact that the pool of applicants for posts is diminishing and the sector cannot attract the calibre of individual as was evident years ago.  The sector has seen an increasing number of re-advertisements with some fifteen posts being advertised two or more times over the past year and a further five posts being advertised at least twice without being filled to date.

11. Students will be impacted by an unhappy workforce whose age profile is already a cause for concern and by the prospect of industrial action, which may affect their future career prospects. 

12. Management and unions in the sector recognise these problems. In December 2004 the colleges committed themselves to address the issues raised in the Horisk Report within a three-year period. In March of 2005 agreement was reached at the LNC that any post threshold scheme which would apply to the sector would be backdated to 1 September 2004 and management are committed to retrospection of any payments which may be due. 

13. 
Both Sides seek assistance from government to give effect to the desire of both Sides to restore morale in the sector and to have lecturers paid a fair remuneration package which recognises their contribution and which values their worth. For reasons set out below the sector believes that the case for parity of treatment with teachers in schools is not only justified but essential if the sector is to develop and to meet the objectives of the FE Means Business policy document.

14. 
Many FE lecturers perform similar work to teachers. They teach the same range of academic and vocational courses as are taught in schools. They teach similar groups of students as do teachers in secondary and grammar schools. They are required to hold fourth level qualifications and to be teacher trained. There is regular movement of teachers to posts in either sector. 

15. 
Like teachers in schools, FE lecturers attain threshold payments on the basis of performance linked to standards. Those standards mirror those applicable to schoolteachers. Schoolteachers who hold threshold payments and who join the FE sector can carry those payments into the FE sector. Other terms and conditions of employment such as maternity payments, sickness arrangements, special leave arrangements etc are common across the sectors. Both sets of teachers are members of the Teachers Superannuation Scheme.

16. 
Schemes such as threshold have been introduced in schools to meet government objectives in respect of raising standards and promoting excellence. Those objectives apply also to further education. In the schools sector this has been taken further with the introduction of a three-point upper pay spine. In the future there will be an “excellent teachers” scheme beyond that. Movement on the upper pay spine is contingent upon sustained performance in meeting threshold standards. The absence of a similar arrangement in FE is something keenly felt by FE lecturers as an inequity. Their teaching and associated work is similar to and of equal value to that of schoolteachers. Indeed in some cases FE teachers are delivering exactly the same course to the same group of students as schoolteachers who are in receipt of upper pay spine salaries. The principle of equal pay for like work or work of equal value must apply.

17.  
With initiatives such as the Vocational Enhancement Programme and implementation of the Costello recommendations, the sharing of resources, pupils and teachers and the delivery of a common curriculum will increase. Such developments make it unjustifiable that lecturers from an FE college should have a substantially lower salary and opportunities for advancement than that of a schoolteacher teaching exactly the same group of students. 

18. 
Like teachers in schools, FE lecturers engage in course management and associated administration and organisation – in many cases in relation to the same group of students. A schoolteacher can access monetary reward for such activities through a system of management allowances. No similar arrangement applies to a teacher in FE. They do similar work and carry out similar duties. The differential in pay cannot be justified.

19. 
School teachers who make provision to students with special educational needs have significant monetary allowances.  FE teachers who demonstrate the same commitment are not similarly rewarded. Frequently such groups receive provision in both institutions. How is it justified that when teaching such students, schoolteachers receive significantly higher pay than does someone from further education?

20. 
The above examples illustrate why FE teachers feel justified in arguing the case that they are just as deserving of the higher reward than that attracted by their colleagues in schools. When it is the case that FE lecturers deliver tuition at a level beyond that which is available to a school there is resentment that they do so not only for lower pay but that they are performing at a level beyond that which is expected of any schoolteacher.

21. 
Many FE lecturers impart levels of knowledge and skill far beyond that of most schoolteachers. Such is the case with higher education provision such as HNCs, HNDs, foundation degrees and post-graduate qualifications. Work which if delivered within the university sector would be graded as senior lecturer duties. In addition, FE lecturers engage in activities beyond that expected of school teachers e.g. support for industry and economic development initiatives, the provision of research and consultancy services, delivery of Essential Skills and European funded projects and programmes and the development of customised curriculum services. These aspects of an FE lecturer’s workload require a professional commitment involving a higher level of skills and qualifications. FE lecturers, with justification, feel aggrieved that their level of professional commitment attracts a lesser financial reward in terms of salary and fewer promotion opportunities than is the case with teachers in schools and lecturers in higher education.

21. 
Further education college management and the recognised unions agree that this call for, at least, parity of pay between teachers in FE and those in schools is not only justified but necessary to ensure that the sector meets the expectations government has set for it. To move forward, the sector needs acceptance by government of the case set out in this paper, and for the Department to seek approval of financial arrangements to give effect to the commitments that those charged with the management of the service have already entered into. Additional resources have been made available to the schools sector to justify salary restructuring to meet government objectives. The further education sector is just as deserving for the same reasons.

22. Furthermore there is a case for the Department to immediately review its current practice - inherited from pre-incorporation – whereby the budget costings of the college Directorate falls entirely upon the wage bill set aside for lecturing staff. A significant element of those costs must properly be budgeted out of the administration costs of running a college. The current arrangement whereby all salary costs for the support staff (which at present are imported into the sector by cross channel local authority agreements) are addressed firstly, thereafter all salary costs for the directorate are extracted, leaving the remainder to be divided amongst the teaching staff, results in teaching staff being last in the queue and forced to accept whatever is available. In the context of a pay ceiling imposed by government this is not a fair or equitable salary strategy for the sector.

23. Projected costings for the introduction and on-going implementation of the Advanced Lecturer/Advanced Senior Lecturer Scheme are attached in Appendix 1.
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	YEAR
	ELIGIBLE
	POINT 1
	POINT 2 
	POINT 3
	TOTAL
	TOTAL

	 
	 
	 
	 
	 
	 
	COST (£)

	2004/5
	1160
	0
	0
	0
	0
	0

	2005/6
	1060
	1060
	0
	0
	1060
	1245500

	2006/7
	1040
	1040
	0
	0
	1040
	1222000

	2007/8
	1020
	1020
	860
	0
	1880
	2209000

	2008/9
	1000
	1000
	840
	0
	1840
	2162000

	2009/10
	1000
	1000
	820
	660
	2480
	2914000


1. The above is based on 100 lecturers each year as per the historical pattern.

2. The number becoming eligible each year has been averaged at 80 per year.

3. It is assumed that the total employment in the sector will remain static.

