ASSIMILATION OF STAFF INTO THE NEW UNIVERSITY OF GLASGOW ORGANISATIONAL STRUCTURE 2010.
Introduction
1.1
The University of Glasgow is undertaking a fundamental and wide ranging change to its organisational structure in order to achieve its strategic ambitions, improve its competitiveness, enhance cross and multi-disciplinary activity which will require some amalgamation of existing academic units to more effectively reflect the new University structure.  
1.2
The changing needs of the University require the pro active management of change and whilst there is an agreed Management of Organisational Change Policy it is not designed to cope with such large scale changes in such a short timeframe. There is, therefore, a requirement to develop a process specifically aimed at addressing the assimilation of staff into the new structure with the minimum of disruption in a transparent and equitable manner. Such a process should support all staff through this significant period of change. Therefore for the duration of this process the Management of Organisation Change Policy will be held in abeyance until all posts in the new structure have been appointed to.
1.3
The proposals outlined are subject to consultation with the University recognised trade unions as these are complementary to existing University policies.  Every effort will be made throughout this restructuring process to consult and communicate as appropriate with all the relevant parties, employees in particular, at all stages to ensure broad understanding and communication of these aspects across the University.

1.4 This process will be in force for the period of 1st December 2009 until 31 August 2010 when its applicability will be reviewed by University management and recognised staff side representatives.
1.5 Throughout the assimilation process the principals that will be applied will be;

1.5.1 To try to minimise disruption to staff wherever possible

1.5.2 To Appoint the best people to key new jobs

1.5.3 Value current staff; recognising the wealth of institutional knowledge

1.5.4 Follow due process agreed with the staff side

1.5.5 Ensure consistency of structures, where appropriate

SCOPE
2.1 For most staff we would envisage or aim for very little change and/or disruption. The majority of staff will be assimilated automatically into the same or similar posts to those they currently hold within the new structure. Only in the minority of cases where there is a significant change to duties or where there is an amalgamation of posts will any form of selection for posts be required.

2.2 For those staff affected by the restructuring of the University of Glasgow the following process will apply. 
PROCESS
3.1
Following confirmation of the new University Structure, work will begin in creating the substructures to support new Colleges and Schools. This work will require analysis of support roles and scoping of job roles. In those situations that require a completely new role, a new job description will be prepared which will outline the organisational structure and reporting lines, etc. and each will be graded in accordance with the University’s pay and grading processes. The substructures will be published once agreed.
In those situations in which existing administrative job descriptions merely require some revision, including any amendments reflecting changes within the organisation structure and reporting lines, etc., these will be altered accordingly . The likelihood is that such posts will not require regrading. 
3.2
Following identification of each individual organisational structure, postholders will be assimilated to roles, initially from the existing faculties that combine to form the new colleges, using the following methodology;

NEW POSTS
4.1      
Posts created within the new structure that are significantly different, in terms of scope or breadth of experience required, than any comparator within the existing structure, will be advertised externally and existing staff will be eligible to apply for these through open competition. Posts such as Head of College and College Secretary fall into this category 
4.2
Where a role within the substructure is created at a higher grade than currently exists,  the University will seek to appoint existing staff in the first instance using clear criteria.  It is recognised that the impetus for restructuring is not driven by the need to cut costs, however, it is not anticipated that there would be widespread regarding.
POSTS BROADLY COMPARABLE TO EXISTING ROLES

Posts within the new structure that are not significantly different, in terms of job size and scope, than any comparator within the existing structure, will be filled using the Job Slotting process as outlined below.
Job Slotting 

5.1
The Project Team will identify within the new structure any posts where ‘job slotting’ may be appropriate for postholders where the job description, person specification and terms and conditions are sufficiently similar to their current substantive post; 

5.2
Direct slotting will be possible in the majority of situations in which there are the same or a larger number of posts available than there are staff who qualify for consideration by virtue of holding a broadly similar post. (e.g. where there are two MPA 4 posts and there are currently two people at that grade doing a broadly similar job they will be slotted straight into the new structure).
5.3
Posts will be matched to a grade level that is equivalent to their existing grade in situations where 65%-70% of the duties of their existing  post as described in the job description, remain as duties of the post following restructuring. Such posts can be matched through job slotting.  The percentage of duties will be agreed in partnership by the Project Team HR manager in conjunction with the appropriate staff side representative. Alternative arrangements will be put in place and apply in situations in which the job duties outlined in the existing post fall below this percentage. It should be noted that the majority of Job Descriptions are not expected to change significantly.
5.4
The pay grade of any post will not change where job job slotting is possible.
Restricted Selection Process (sometimes referred to as ‘ring-fencing’ )
6.1
Restricted selection will be appropriate in circumstances where there are;

i.  more persons who perform a particular duty and are considered suitable for job slotting to a specific job role than there are posts available.
or 
ii. where another post at a higher grade may be considered ‘suitable alternative employment’ as job slotting does not apply as the role is at a higher salary grade.
6.2
It is expected that restricted selection would normally be limited to posts which fall within the grade of a member of staff who requires redeployment  except where exceptional circumstances apply. e.g. It is anticipated that  restricted competition will be limited to roles within a particular professional area of expertise, professional membership, job group or functional area.
6.3
All restricted competition decisions will be made in the context of meeting the University’s obligations in relation to redeployment and or ‘conservation’ arrangements to apply to staff, whilst being mindful of our values in relation to equality of opportunity.

Redeployment

7.1
Staff who have been displaced as a result of this process, will be considered for posts within other Colleges or schools or University services, in a manner that is consistent with agreed University of Glasgow procedures. 
7.2
It should be noted that neither the policy nor restructuring shall be used as an alternative to effective performance management.
Partnership Working

8.1
The application of this process will be controlled by the Project Team HR Manager who will engage at each stage with representatives from recognised staff side representatives on the Project Board to ensure a cohesive approach to this exercise.
8.2 This policy for this specific purpose supersedes all previous arrangements although will not affect existing Management of Organisational Change  pay protection arrangements already in place for those members of staff who have been redeployed prior to this date.
8.3 In the unlikely event of any member of staff taking a post that is lower than their existing role they will be entitled to salary protection on their current grade for a two year period following assimilation.

REVIEW

This process will be kept under regular review by management and staff side representatives to ensure that it continues to support the restructuring process.
If, following the completion of the assimilation process, there is a situation where there are still some staff to be redeployed but where there are no suitable posts available management and staff side representatives commit to working in partnership to consider reasonable strategies to addressing the situation in a fair and transparent manner.
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