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Paving the way for award restructuring
In July of this year, I withdrew the university's proposed new salary package, including the various
percentage increases which were offered for all general staff who participated in a performance pay
Program.
I    did   this   to   encourage    continuing   and    constructive
negotiations    with    VCUSA    (Victorian    Colleges    and

Jniversities  Staff Association),  who  were  concerned  that,
~although legally possible, the university's proposed pay offer

was outside of the  constraints of the wage fixing guidelines
and was therefore unacceptable to them and many of their
members.

I   am   pleased   to   advise   that   the   Monash   Executive
Management and the Executive Committee of VCUSA have
reached  agreement  on  a  number  of  items  which  make  it
likely that limited salary reclassifications will be possible for
approximately  10  per  cent  of  general  staff  prior  to  any
implementation of the federal award restructuring program.
The  VCUSA  Executive  will  be  putting  these  agreements
before its members at a meeting to be arranged very soon.

You may recall from the salary review information notes
that  our  analysis  of  the  university's  current  pay  practice
raised concerns  about internal pay equity at the  lower end
of our pay practice, (i.e. those jobs paid at an unacceptably
low   level   when   compared   with   the   university's   median
current  pay practice  for  all job  sizes  according to  the  Hay
job  evaluation  points).  This  is  still  of  real  concern  to  theTJniversity's  Executive  Management  and  together  with  the

~'CUSA Executive  we have  developed  an  interim  exercise
that will correct the most serious pay practice anomalies in
the short term without adversely affecting the federal award
restructuring program negotiations.

The exercise is based on the concept of internal pay equity
for  job  content.  During  negotiations  with  VCUSA,  other
approaches were suggested, but both parties agreed that the
most equitable approach was that based on job content.   It
was  further  agreed  that  although  the  approach  does  not
resolve any market-place pay issues it was considered useful
to  refer to the university's  Hay job  evaluations to  assist us
identify the most serious pay anomalies and inconsistencies.

It now seems that the federal award restructuring program
is  poised  to  overtake  the  general  staff salary  review.  The
restructuring   program    provides   for    changes   in   salary
schedules to streamline and regularise the salaries paid to all
general staff in the tertiary education sector across Australia.
While  full  agreement  has  not  been  reached  before  the
Industrial  Relations  Commission,  between  the ACTU  and
the university employers, significant  agreement in principle
has been reached  informally and  it is likely that the  salary
aspects  of the  program  may  be  ready  for  implementation
from the end of this year.
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It  is  widely  predicted,  and  generally  accepted,  that  the
salary  aspects  of the  I.ederal  award  restructuring  program
will provide some  salary increases  for  all general  staff and
will   take   approximately   six   months   to   implement.   The
program will probably consist of three major processes:
1.                     On the date of federal agreement, staff will be

awarded  a  percentage  increase  calculated  on
their salary at the time.

2.                     A period  of time  will be  spent  in transferring
people  into  the  new salary structure  based  on
an   evaluation   of  their  job.   The   method   of
evaluation has not yet been determined at the
federal level.
When    the    translation    process    has    been
completed  satisfactorily,  the  new  salary  scales
will   be   increased  by  an   "across   the   board"
percentage.

The   interim   exercise   is   outlined   below   and   will   be
implemented as soon as VCUSA agree to the approach on
behalf  of  its   members.   I   will   let   you   know  when   this
happens.

J.A.  Hay
Acting Vice-Chancellor

Interim approach to job reclassification
The     proposed     interim     approach     to     reclassification,
negotiated jointly  by  Monash  Executive  Management  and
the VCUSA Executive, uses the Hay job evaluations to help
set  minimum  pay rates  which  are  internally  consistent  for
different job sizes.

The   approach   relates   each   minimum   pay   rate   to   a
particular poi.d rtzfc  prescribed  in  the  present  Universities
General Staff Award. (A paid rate is one of the classification
increment levels listed in the Award.)

The negotiating groups together agreed on a relationship
between  pay  and job  size  which,  as  far  as  is  practicable,
reflects  the present  median (average)  pay for general staff
jobs at Monash when clustered into ten job size levels by the
Hay job evaluations.

An  acceptable  salary  entry  point  for  each job  level  was
then  set  relative to  the  median  pay level.  The pay-job  size
relationship    was    adjusted    slightly    to    provide    better
opportunities  for salary advancement  for jobs  at  the  lower
end of the Hay evaluations.

So that the interim approach is in accord with wage fixing
guidelines,  the  salary  entry  point  for  each  job  level  was
rounded up to the nearest prescribed award paid rate.



It works like this. A job evaluation may place a technical
job at job size level 7. The minimum salary entry point for
jobs  in  that  level  is  agreed  at  $24,894  a  year.  The  closest
technical  paid   rate   as   scheduled  in  the   present  Award
(rounding   up)   is   $25,111   a   year   (Technical   Officer   8,
437.02). So $25,111  a year becomes the minimum pay rate
within   Monash   for   technical  jobs   at  job   level   7.   Any
technical job at that  level at present being paid below that
rate  (or pro-rata for fractional appointments) will be lifted
to the new rate as from  1 January 1989.

The same approach applies for administrative and office
support jobs,  computer  and  library jobs.  (Library jobs  are
subject  to   an  earlier  effective  date  Previously  published
within the library).

This interim approach:
•      Provides better internal pay consistency for jobs at

Monash based on job content.
•      Allows for salary progression through some of the

old    classification    ceilings    in    groups    such    as
secretarial staff and technical officers, provided that
job evaluations support the progression.

•      Awards  adult  pay  for  juniors  in  positions  higher
than job cluster level 1.

•      Does    not    necessarily    change    the    university's
competitive     pay     position     relative     to     other
organisations.

•      Does   not   include   individual   performance   as   a
determinant of pay.

•      Does not reduce anygeneral staffmember's current
salary.

•      Provides immediate salary adjustments for the most
serious pay inconsistencies.

•      Does    not    solve    all    the    current    pay   practice

problems.
Allows  for  incremental  advancement  in  1990  for
most  of  those  staff reclassified  as  a  result  of this
exercise. However, these staff will be subject to any
changes in pay practice awarded through the federal
restructuring program.
Does not hinder the federal negotiations for award
restructuring.
Does  not  include  an  appeals  process  at  this  time.
If   the   federal   restructuring   program   does   not
determine   an   appeals   process,   the   negotiating
groups  agree  to  go  back  to  these  reclassifications
and consider appeals. You will be kept informed of
this aspect of award restructuring.
Is  clearly  regarded  by  both  negotiating  groups  as
an interim approach only. Both groups believe this
approach leads comfortably into federal level award
restructuring.

VCUSA members will be  asked  to  consider this  interim
approach at a meeting to be arranged by VCUSA Executive.
If members agree to support the interim approach, further
details  about  minimum  pay rates  determined  through  this
process will be available to staff and their managers.

In   the   meantime,   the   university's  job   evaluators   are
continuing  to  review  job  evaluations  and  are  considering
suggested  amendments  to  evaluations  put  forward  by  the
heads of budgetary groups and units. Unless identified as a
"disputed" evaluation -- for the purpose of this agreement, a

disputed  evaluation  is  one  that  cannot  be  agreed between
job  evaluators and managers  --  all evaluations  for position
descriptions received will be confirmed by agreement of the
negotiating  groups  on  20  October  1989.    Further  work  on
new or disputed Hay job evaluations will proceed beyond 20

October  1989,  provided  that  the  federal  level  negotiations
have  not,  at  that  time,  ruled  against  the  use  of  such job
evaluation approaches.

When agreement is reached on the interim reclassification
exercise  you  will  be  advised  of the  next  steps.  Until  then
please call staff in Personnel Services  (ext 4038 or 4014)  if
you require additional information or clarification.
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