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Template contract – academic-related staff (senior clinical research fellow requiring access to NHS facilities-E82)
Ensure that a contract cover letter is attached
DD/MM/YYYY


Dear °°°°°°°°°°°, 
This document together with the enclosed Statement of Terms and Conditions of Employment for University Academic-related Staff, sets out the terms and conditions that govern your employment with the University of Oxford. In addition, as this appointment is offered as a Senior Clinical Research Fellow on the University grade E82, the terms and conditions specified in the NHS Employers website on the Consultant contract (2003) (https://www.nhsemployers.org/articles/consultant-contract-2003) also apply to your employment. 
Your appointment is subject to the following conditions:
i. Presentation in person of original documentation to establish your right to work and remain in the UK;
ii. The return of a completed New Starter Health Declaration (and, where appropriate, Health Questionnaire) and, if necessary, confirmation from the University’s Occupational Health Service that you are medically fit for the post concerned (allowing for any reasonable adjustments that may be required);
iii. The Oxford University Hospitals NHS Foundation Trust / Oxford Health NHS Foundation Trust  [select appropriate or give name of alternative NHS organisation] issuing an honorary contract to allow you to undertake the necessary work. 
For posts requiring a probation period
iv. Completing to the University’s satisfaction an initial probationary period;
Name: °°°°°°°°°°°  
Role: °°°°°°°°°°°  
Employer: Chancellor, Masters and Scholars of the University of Oxford
Department: °°°°°°°°°°°  
Place of work: your normal place of work will be °°°°°°°°°°°
For appointments requiring more than occasional travel away from Oxford  
You may be required to travel away from Oxford from time to time and for normally not more than a total of °°°°°°°°°°° weeks in any one year.
If the employee will certainly work outside the UK for periods of their contract 
For up to X years/months of your contract, you may be required to work outside the UK. During such periods of time you will continue to be remunerated in £ sterling at the rate stated below, and at monthly intervals in arrears by credit transfer. The additional remuneration or extra benefits to which you will be entitled during your period of employment outside the UK are detailed on a statement attached. [Attach details including any terms and conditions relating to the employee’s return to the UK eg if repatriation costs are being paid.] 
If it is not intended that the employee will work outside the UK for periods of more than one month or at all during their contract
You will not be required to work outside the UK for more than one month [delete part in yellow if employee will not work outside the UK at al]) during your employment. 
Start date: this appointment dates from DD/MM/YYYY.
Where it is not a contract renewal or a new appointment of an existing staff member where there is continuous employment, please include the following clause. Here the date for continuous service will be the same as the contract start date
Start date for continuous employment: your continuous employment starts from DD/MM/YYYY. 
For a contract renewal or a new appointment of an existing member of staff where there is continuous employment 
Continuous service: taking account of any continuous previous employment with the Chancellor, Masters and Scholars of the University of Oxford, the date on which your current period of continuous employment began is DD/MM/YYYY.
Where the post is subject to a probation period
Probation period: your appointment is subject to completion to the University’s satisfaction of an initial probationary period of one year. Prior to the satisfactory completion of your probation period the appointment may be terminated by one month’s notice on either side. The University has a discretion to extend the probationary period where it considers it necessary to assess your suitability for the job role. Procedures for dealing with work or conduct issues in respect of academic-related staff on probation are available from the Handbook for Academic-related Staff at: https://hr.admin.ox.ac.uk/section-8-academic-related-staff-handbook
Where the post is not subject to a probation period
Probation period: no probationary period applies to your appointment.
Basic salary and pay thresholds 
1. Your basic salary is £xx,xxx (grade E82.X) and has been calculated in accordance with the provisions of Annexe A [or B, select as appropriate]. Your basic salary includes XX years' seniority credited to take into account relevant experience that is equivalent to consultant level (Note: normally, but not exclusively, senior lecturer, reader or professorial level experience) and any relevant academic qualifications. The University has set your starting salary in consultation with your honorary employer(s).
2. The duties under your honorary contract with Oxford University Hospitals NHS Foundation Trust [amend if honorary contract is with another NHS Trust] will count towards pay progression in accordance with the provisions of the Annexe D.
3. The value of each pay threshold and the number of years’ service normally required before you become eligible for pay thresholds are set out in Annex A [or B, select as appropriate] 
4. Where a pay threshold is awarded, the date on which your salary will increase to take account of the threshold will be the first day of the calendar month nearest the anniversary of transfer to or commencement of this contract. This is for administrative purposes only and will be without detriment to the level of seniority on which you transfer or commence or, upon leaving this employment, your final salary payment. 
5. Your basic salary, together with any payments for additional Programmed Activites,(see paragraph 15 below) includes payment for all Contractual and NHS related Consequential Services.

Additional Programmed Activities and Spare Professional Capacity
6. Where you intend to undertake private professional services other than such work carried out under the terms of this contract, whether for the NHS, for the independent sector or for another party, the provisions of Annex C will apply.
Criteria for pay thresholds
7. The criteria for pay thresholds are set out in Annex D. These criteria are consistent with those applied to substantive NHS consultant contracts and no additional criteria will affect pay progression.
8. Following your integrated pay progression review meetings or, by mutual agreement, your integrated Job Plan reviews, your University manager and your NHS clinical manager (for the purposes of your honorary contract) will submit a joint recommendation about your pay progression to the Head of Medical Sciences HR. This will be copied to you and the lead contact at the NHS organisation where you hold your honorary contract. 
9. The University will make the final decision on pay progression, having consulted with your NHS employer(s). Where one, or more, of the criteria for pay progression is not achieved in any year, the University will have the discretion to decide, where appropriate (for instance because of personal illness), that you should nonetheless be regarded as having met the criteria for that year.
10. You have the right of appeal against a decision that you have not met the criteria in respect of any given year.  In the event of an appeal, it will be the University’s responsibility to show why this decision was taken drawing, as necessary, on the views of your honorary employer(s). An appeal framework is set out in Annex E to this contract. 
Process for award of pay thresholds
11. When you become eligible for a pay threshold by virtue of fulfilling the required number of years' service set out in Annex A [or B, select as appropriate] you will receive that pay threshold provided that the University and your honorary employer(s) decide that you have met the necessary criteria (Annex D) in each year since the award of the previous threshold or, in the case of your first pay threshold, since the commencement of this contract.
12.  Where it is decided in any one year that you have not met the necessary criteria, the award of the appropriate pay threshold will be deferred for one year beyond the date on which you would otherwise have received the threshold. Provided the University and your honorary employer(s) decide that you have met the criteria in the intervening year, the date on which your salary will increase to take account of the threshold will be in accordance with the provisions of paragraph 4 above.
Pay uplift
13. Your basic salary and the value of any supplements will be uplifted in line with the recommendations of the New JNCHES arrangements for clinical academic doctors and dentists, or any successor arrangement, which translates the Government’s implementation of the recommendations of the Review Body on Doctors’ and Dentists’ Remuneration (DDRB) for NHS consultants. The rates will be uplifted from 1 April or on such other dates as may be varied from time to time in line with the Government’s implementation of the DDRB recommendations and its translation by the CASAG, or any successor arrangement.
14. The rates of pay are set out in Annex A [or B, select as appropriate] to this contract. [Substantive employer to insert a copy of the current NHS Clinical consultant Academic Payscales / E82 payscale in the appropriate annex, available from the UCEA website at www.ucea.ac.uk or from salary scales available through the BMA at www.bma.org.uk 
Pay supplements 
15. Payment for Additional Programmed Activities: any additional Programmed Activities that you agree to carry out as part of the integrated job planning process, either for the University or for your honorary employer(s), will be paid at the rates set out in Annex A [or B, select as appropriate] of this contract. 
16. Distinction Awards, Discretionary Points, Clinical Impact Awards and Clinical Excellence Awards: you are entitled to be paid a Distinction Award or a Clinical Impact Award where the Advisory Committee on Clinical Impact Awards has recommended that you receive an award. Alternatively, you are entitled to be paid Discretionary Points or a Clinical Excellence Award where your honorary employer(s) have made a local award. Distinction Awards, Discretionary Points, Clinical Impact Awards and Clinical Excellence Awards will be paid by the University on behalf of the NHS at the rates set out in the latest Pay Circular from NHS Employers.

If a distinction award or clinical excellence award is removed or downgraded, the consultant will normally continue to be paid the value of the award he or she received at the time this decision was made. This will be taken into account in the calculation of the consultant’s pension in the normal way.
17. On-Call Availability Supplement: if you are required to participate in an on-call rota as part of your duties for your honorary employer(s), the University will pay you a supplement (in addition to your basic salary) on behalf of your honorary employer(s).  The supplement will be paid in accordance with, and at the appropriate rates according to, the terms and conditions of your honorary contract.
18. Premium time: the provisions of Annex F will apply to recognise the unsocial nature of work contracted in Premium Time and the flexibility of clinical academics working at these times. 
19. Recruitment and Retention Premia: the University may decide to award a recruitment or retention premium in addition to basic salary. The University will determine the value of such premia and may adjust their value from time to time to take account of changing circumstances. Information is provided in the accompanying guidance (paragraph 31).
20. Other Payments and Allowances: you may be entitled to certain other payments and allowances at the discretion of the University.
Duties
21. Your duties under this contract will be jointly agreed with your honorary employer(s), through the integrated job planning process, taking account of the whole of your work. Your agreed duties will be included in a single, integrated Job Plan.
Hours of work: this appointment is full-time / part-time / full-time term-time only / part-time term-time only.
For part-time appointments add 
Your appointment is XX% of full-time and your normal hours and days of work will be by agreement with the Head of Department or equivalent.
Optional: The distribution of weekly working hours which currently applies to your post is: {eg Monday to Friday XX am to XX pm}
For term-time only appointments add 
Your appointment is XX% of full-time and your normal hours and days of work will be by agreement with the Head of Department or equivalent.
[bookmark: _Hlk168647971]As you work only to an irregular monthly pattern, you will receive a total salary which, in annual terms, is strictly proportional to the hours you actually attend for work over 12 months, as compared with a full-time member of staff of your grade. If, at the termination of your employment, the application of a regular monthly salary payment throughout the year, notwithstanding the fact that you are contracted to work in term-time only, would result in you being overpaid in relation to the hours actually worked, the University will deduct from any sums payable to you (including regular salary payments, notice pay, pay in respect of accrued untaken holiday pay, etc. whether during the notice period, at termination or otherwise) such amount or amounts as shall bring into balance the total salary paid to you for the hours you have actually worked. 
Annual leave: the University’s standard leave year runs from 1 October to 30 September each year.
Full time staff on grade E82 are entitled to 6 weeks of annual of leave per annum, exclusive of public holidays and extra statutory days.  Employees with more than 7 years of completed service as a consultant are entitled to an additional 2 days of leave per annum. 
For term-time only staff add
[bookmark: _Hlk164083819]As you work only during term times your period of employment will include due allowance for a period, or periods, of paid holiday, which will normally be deemed to fall at the end of each term immediately following the last week during which you will be expected to attend work. A full explanation of this calculation and the dates concerned may be obtained from your Head of Administration.
Contract type: this appointment is permanent / open-ended, externally-funded / fixed-term / temporary (if family leave cover, eg maternity).
For permanent appointments
Notice period:  your appointment [should it be confirmed on completion of the probationary period] (for contract renewals delete the wording in brackets) is subject to termination by yourself or the University on not less than three months’ written notice save that if termination is sought on grounds that fall within Statute XII of the University’s Statutes any dismissal shall be in accordance with the provisions of Statute XII and, in the case of a dismissal under Part D of Statute XII, may be without notice. 
For all academic and for academic-related staff in grade RSIV and equivalents (E62 and E82) the University has adopted an Employer Justified Retirement Age of 30 September before the 70th birthday There is a procedure for requesting an extension of employment beyond that date. 
For open-ended, externally funded appointments
Notice period: your appointment [should it be confirmed on completion of the probationary period]  (if this is a contract renewal, delete the wording in brackets)  will continue on an open-ended basis, subject to the provisions outlined in this letter and attached statement of terms and conditions, and subject to the provision that the appointment may be terminated by yourself or the University on not less than three months’ written notice, save that if termination is sought on grounds that fall within Statute XII of the University’s Statutes any dismissal shall be in accordance with the provisions of Statute XII and, in the case of a dismissal under Part D of Statute XII, may be without notice. 
Your attention is also drawn to the provisions regarding termination of this appointment on grounds of redundancy as set out below.
Your attention is specifically drawn to the fact that this category of appointment is not made on the basis of long-term core funding from within the University or recurrent funding grants from the Office for Students or Research England. The essence of this post is that the funds which support it are derived from external sources. The continuation of the appointment is crucially dependent upon, inter alia, the continued availability of external funds to meet the cost of the appointment. If at any stage such funding were not available then the appointment may no longer be able to be financed and would have to be terminated in accordance with the provisions set out above, and subject to the recommendation of the Redundancy Panel which has been established by the University in line with Statute XII, Part B of the University’s Statutes to consider potential redundancy situations for staff in this category of appointment.
For all academic staff and academic-related staff in grades RSIV and equivalents (E62 and E82) the University has adopted an Employer Justified Retirement Age of 30 September before the 70th birthday. There is a procedure for requesting an extension of employment beyond that date. 
For fixed-term appointments
Expiry date and notice period: this is a fixed-term appointment. Should it [be confirmed on completion of the probationary period and] (delete wording in brackets if no probation) not be terminated earlier either by notice, or under the provisions of Statute XII, Part C or Statute XII, Part B or D of the University’s Statutes, it will expire, therefore, on DD/MM/YYYY (or, for Global Talent Visa holders, the date that your Global Talent Visa expires, if this is sooner and you are unable to present further original documentation to establish your right to work and remain in the UK, which the University requires in order to comply with its duties under the Immigration, Asylum and Nationality Act 2006) and carries with it no commitment to a subsequent career appointment within the University. Vacancies for such appointments are open to competition from within and outside the University. 
Your appointment may be terminated prior to this date by either party giving to the other three months’ written notice, save that if termination is sought on grounds that fall within Statute XII of the University’s Statutes any dismissal shall be in accordance with the provisions of Statute XII and, in the case of a dismissal under Part D of Statute XII, may be without notice.
For temporary appointments such as maternity-leave cover
Expiry date and notice period: this is a short-term temporary appointment to cover the absence of the substantive postholder (name) on maternity leave / adoption leave / Shared Parental Leave / secondment / other leave, specify. Should it [be confirmed on completion of the probationary period and] not be terminated earlier by notice, your appointment will expire on DD/MM/YYYY, or on the actual return of the substantive postholder, or on the resignation of the postholder and employment of a new postholder, whichever is the earliest. Your temporary appointment carries with it no commitment whatever to a subsequent appointment within the University. Vacancies for such appointments are open to competition from within and outside the University.
Your appointment may be terminated prior to this date by either party giving to the other three months’ written notice, save that if termination is sought on grounds that fall within Statute XII of the University’s Statutes any dismissal shall be in accordance with the provisions of Statute XII and, in the case of a dismissal under Part D of Statute XII, may be without notice. 
For externally funded posts
External funding agreement: the funding supporting your post is provided by an external grantor or grantors, and you agree that it is your responsibility to familiarise yourself with the terms of any funding agreement associated with your post (copies of which may be obtained from the Head of Administration) and to do everything required to give effect to it.
Clinical requirements: It is a condition of this contract that throughout the duration of this contract you:
i. are registered on the GMC Specialist Register;
ii. continue to hold a licence to practise;
iii. have a relevant honorary contract to enable you to carry out the full range of your duties;
iv. have an up-to-date integrated job plan
v. attend NHS Statutory and Mandatory Training.
Under the terms of this contract it is your responsibility to ensure that you are able to meet these clinical requirements. 

Add this paragraph if you wish to enclose any departmental guidance or policies, such as statement of safety organisation
Departmental policies and guidance 
The following departmental policies are enclosed:
°°°°°°°°°°°
Add this paragraph if the role carries with it any training entitlement for the employee (i.e. any training which the employee can insist in receiving; most posts will not have any) or if there is any training that the department requires the employee to complete at the employee’s own cost
Training entitlements / requirements
As part of your role you are entitled to receive the following training provided by the University [specify training and detail any part of the training the employee is genuinely required to complete] and, you are required to complete the following training of which you must bear the cost [specify training which the employee must undertake and pay for themselves].





SIGNED ……………………….......   (for and on behalf of the University of Oxford) 

DATE………..………..........…........   NAME (please print)……………………………………..


You should indicate your acceptance of this offer of employment and the terms and conditions that govern your employment, by signing, dating and returning the attached copy contract.

I accept the appointment on the terms and conditions set out in this contract of employment, together with the attached statement, and confirm that I have read and understood the policies referred to therein. I understand that by signing this acceptance I am certifying that all the information given by me in the context of my application for this post is, to the best of my knowledge and belief, correct and complete. I acknowledge that if it is subsequently discovered that I have failed to disclose any significant information relating to my ability to carry out my duties and responsibilities in a satisfactory manner, or that I have provided false or misleading information about my qualifications, my previous experience, or any other matter relevant to my appointment, this may lead to disciplinary action and/or termination of my appointment. I understand that it is my responsibility to advise the University immediately of any change to my circumstances which may affect my employment.

SIGNED ……………………….......   

DATE………..………..........…........   NAME (please print)……………………………………..

Enclosures
i. Copy of this contract of employment
ii. Statement of Terms and Conditions of Employment for Academic-related staff in clinical departments
iii. Annexes A to F 
iv. Information about auto-enrolment for pensions
v. Job plan
vi. Honorary NHS consultant contract
vii. if appropriate  Letter confirming reason for fixed-term contract
viii. if appropriate (if not sent via email) Pre-employment Health Declaration and/or questionnaire
ix. if appropriate Statement of detail of work (including additional remuneration or extra benefits) relating to employment outside the UK
x. if appropriate [list departmental policies] 

[image: ox_smallbrand_20]Statement of Terms and Conditions of Employment for Academic-related staff in clinical departments

1. Proof of right to work
1.1. At all times your employment is subject to the presentation of original documentation to establish your right to work and remain in the UK, which the University requires in order to comply with its duties under the Immigration, Asylum and Nationality Act 2006. It will remain your responsibility to ensure that you are able to produce such documentation as and when requested from you.
2. Terms of employment
2.1. Your employment is at all times subject to the statutes of the University, as amended from time to time, and to such regulations, rules, policies, and agreements as may be made under the authority of those statutes to govern the employment of staff in your category. Details of certain of these agreements are specified in the Handbook for Academic-related Staff, which is published and regularly updated on the University’s website at https://hr.admin.ox.ac.uk/. In the case of any conflict between the online version and any printed version, the online version will prevail. The statutes, and relevant regulations, rules, policies, and agreements will be published on the University’s website and may also be consulted on application to the Head of Administration, or equivalent.
2.2 In addition, as this appointment is offered as a Senior Clinical Research Fellow on the University grade E82, the terms and conditions specified in the NHS Employers website on the Consultant contract (2003) (https://www.nhsemployers.org/articles/consultant-contract-2003) also apply to your employment. 
2.3. The University undertakes to ensure that any future change in the terms of employment will be recorded, be notified as appropriate, and be available for reference, within one month of the change.
2.4. No undertaking to confirm, renew or extend your appointment will be valid unless notified to you in writing with the specific approval of the appropriate authority of the University so authorised by the relevant statutes and regulations. 
3. Duties and place of work
3.1. You are employed by the Chancellor, Masters, and Scholars of the University of Oxford. You are responsible for the performance of your duties to the Head of Department, or to such other member of staff as may be authorised by that person. The person or officer to whom you are responsible may specify your normal place of work within any University occupied premises or associated facilities. Your normal place of work, until further notice and following appropriate consultation with you is detailed in your contract. You may be required to undertake travel on University business away from your normal place of work and/or to work away from Oxford. Appropriate and approved expenses will be paid for such travel and work.

4. Remuneration
4.1. Your remuneration is payable at monthly intervals in arrears by credit transfer, payment being 1/12th of annual salary for each calendar month. Where a part-month payment is due the University will divide the monthly salary by the number of calendar days in that month to calculate the daily rate to be paid for each calendar day in the period worked. 
4.2. The salary quoted is subject to any general increases applied to all salaries of that grade.
4.3. The University is legally entitled to make deductions from your pay to recover overpaid wages or expenses or any other sums due and owing from you to the University. If this occurs, you will be consulted over the amount to be recovered and the timescales for any repayment before action is taken.
5. Hours and days of work
5.1. Save where otherwise stated in your contract of employment:
Your hours of work are such as are reasonably required to carry out your duties to the satisfaction of your head of department (hours of work for part-time staff are specified in the contract).
6.	Duties and Job Plan
6.1. A job plan will be agreed annually, jointly with the holder(s) of your honorary contract. The job plan will outline inter alia your principal duties and any normal and/or variable working hours or days.
6.2. Your research achievement should be reflected in the publication of articles in leading refereed journals and in your holding of externally funded grants. The journals in which you can reasonably be expected to publish will be considered in the context of your particular field. The level of grant income that you can reasonably be expected to achieve will be considered in the context of your publication record and your particular field of research. Your overall academic contribution should achieve international recognition and be regarded, by leading peers in your field, of a high quality. Research will in addition, if it is to be effective, necessarily involve your accepting responsibility for some administration.
6.3. The guiding principle in job plans will be that research (as specified above) is crucial and that the time available for it should accordingly be protected. Sufficient clinical service should be undertaken to allow clinical revalidation and compliance with the jointly agreed honorary clinical contract but the balance struck between research, administration and clinical service should allow for sufficient research of the required quality to be delivered.
7. Retirement 
7.1. For all academic staff and for academic-related staff in grade RSIV and equivalents (E62 and E82) the University has adopted an Employer Justified Retirement Age of 30 September before the 70th birthday.  There is a procedure for requesting an extension of employment beyond that date.
7.2 The Employer Justified Retirement Age does not apply to academic-related staff in grades 6-10 and ALC6.  Staff in these grades may choose when they wish to retire, subject to the rules of the pension scheme to which they belong.
7.3. The Employer Justified Retirement Age and pension schemes’ Normal Pension Age are not linked.
8. Annual leave
8.1 Normal entitlement to paid annual leave is six weeks excluding public holidays and extra statutory days. Employees with more than 7 years of completed service as a consultant are entitled to an additional 2 days of leave per annum. Further details of leave entitlement is set out in the terms and conditions -consultants (England) 2003 as published at https://www.nhsemployers.org/articles/consultant-contract-2003 .
8.2. Annual leave is to be taken by agreement and should be used within the holiday year to which it relates otherwise it will be lost.  In exceptional circumstances, with the agreement of the Head of Department, a maximum of 5 days may be carried over from one holiday year to the next but must be used within 3 months of the start of the new holiday year.
8.3. If you leave the employment of the University any untaken holiday or lieu time should normally be taken prior to your last day of employment. It will be at the Head of Department’s discretion to require that any period of outstanding leave is taken during the notice period. Exceptionally, if you have not taken your full holiday entitlement at the time you leave, you will be paid accrued holiday pay calculated in proportion to the period already worked during the leave year less the value of any days of holiday already taken – bank holidays being ignored both in terms of entitlement and days of holiday taken. If you have taken more than your full holiday entitlement at the time you leave, calculated in proportion to the period already worked during the leave year, then the University may deduct an appropriate sum from your final payment, or alternatively, by mutual agreement, may arrange for you to work some or all of these additional days without further pay at a later date. The amount of any holiday pay paid in lieu on termination of employment shall be for full-time staff 1/260th of your full-time equivalent salary for each untaken day of entitlement, or for part-time staff the number of outstanding hours multiplied against your final hourly rate
9. Sick pay
9.1. Your entitlement to payment, and the conditions that are applicable, in the event of incapacity for work due to sickness or injury, may be established in accordance with the reference documents mentioned in para. 2 above, and the entitlement and conditions explained in the relevant section of the Handbook for Academic-related Staff in force at that time.
9.2. Please note that in the event of sickness absence occurring as the result of an accident or injury caused by a third party, and when damages are recoverable from the third party, the University is entitled to ask you to refund the cost of your sick pay insofar as it is covered by any damages that you receive for loss of earnings. Further details are specified in the Handbook for Academic-related Staff at: https://hr.admin.ox.ac.uk/section-4-academic-related-staff-handbook.
10. Other paid leave / benefits 
10.1. Details of other leave (some of which may be paid) to which you may be entitled may be accessed via the Handbook for Academic-related Staff at: https://hr.admin.ox.ac.uk/staff-handbook-academic-related-staff.
10.2. A list of other benefits provided by the University can be accessed via the Staff Benefits Handbook accessible at https://hr.admin.ox.ac.uk/staff-benefits. The benefits listed in the Staff Benefits Handbook are non-contractual (unless expressly stated otherwise) and may be amended from time-to-time at the absolute discretion of the University.
11. Pension
11.1. Subject to the University’s Statement of Pensions Policy and to the applicable pension scheme rules, both of which may be amended from time to time, you will be deemed to be in membership of the appropriate pension scheme[footnoteRef:1] until such time as you give notice in writing that you wish to exercise your right not to be a member of the scheme. [1:  The appropriate University pension scheme is the Universities Superannuation Scheme (USS). The University may support membership of certain other pension schemes, including the National Health Service Pension Scheme, if you are already in membership and eligible to remain therein.] 

[bookmark: _Hlk164419535]11.2. If you contribute to the Universities Superannuation Scheme (USS) you will also be automatically enrolled in the University’s Salary Exchange scheme for pension contributions from three months after you joined the pension scheme, unless you give notice in writing that you elect not to take advantage of this facility at least one month before automatic enrolment by completing the opt-out form available from https://finance.admin.ox.ac.uk/salary-exchange and returning it to the Payroll Manager at payroll.admin@ox.ac.uk.
12. Disciplinary and grievance procedures
12.1. Details of the procedures for dealing with disciplinary matters may be seen in Statute XII Part D of the University’s Statutes and Regulations and in the Handbook for Academic-related Staff. Appeals against disciplinary decisions (including any decision to dismiss) can be made in writing to the Registrar.
12.2. Dual appointments: should you hold more than one appointment with the University, the outcome of any action taken by the University under its disciplinary or capability procedures (including but not limited to warnings, dismissal or removal from office) may apply equally to both/all posts that you hold (following a review of the situation, and subject to the circumstances of the misconduct or capability).
12.3. Your attention is drawn to the grievance procedures applicable to your employment which can be found at: https://hr.admin.ox.ac.uk/grievance-procedures and https://governance.admin.ox.ac.uk/legislation/statute-xii-academic-staff-and-the-visitatorial-board#collapse1383091.
Grievances should normally be raised in the first instance with your line manager. This can be done orally or in writing.
13. Intellectual property
13.1. Incorporated by reference into your contract of employment are the policy on Intellectual Property, and the procedures for implementing that policy, which are promulgated from time to time by the University in its statutes and regulations. Details of the current policy and procedures are available at:
https://governance.admin.ox.ac.uk/legislation/council-regulations-7-of-2002 and 
https://governance.admin.ox.ac.uk/legislation/statute-xvi-property-contracts-and-trusts.
13.2. You will sign any necessary documents in order to give effect to the claims made by the University in its statutes on intellectual property; and you will waive any rights in respect of the subject-matter of the claim which may be conferred on you by Chapter IV of Part 1 of the Copyright, Designs and Patents Act 1988.
13.3. Whenever you participate or are engaged in research work within the University being research work which is funded in whole or in part by an outside body on terms that any intellectual property devised, made or created in the course of such work shall be patented, dealt with or otherwise used or exploited in such manner as the outside body may direct, any such intellectual property shall be subject to the terms of the agreement with the outside body and you undertake to comply with all obligations (including those of confidentiality) imposed by that agreement.
14. Data privacy
14.1. In order to comply with its contractual, statutory, and management obligations and responsibilities, the University is required to process personal data relating to you, including ‘special category’ personal data, as defined in the General Data Protection Regulation (‘GDPR’) which includes information relating to health and racial or ethnic origin, and criminal conviction data. All such data will be processed in accordance with the provisions of the Regulation and related UK data protection legislation and the University Policy on Data Protection as amended from time to time. The term ‘processing’ includes the initial collection of personal data, the holding and use of such data, as well as access and disclosure, through to final destruction. We process your personal data for a number of purposes arising from your employment, including because we have a contract with you, to comply with a legal obligation, where necessary to meet our legitimate interests and with your consent. Further information on what data is collected and the purposes for which it is processed is available at https://compliance.admin.ox.ac.uk/staff-privacy-policy. 
14.2. You should inform the University if any personal data you have supplied changes during the course of your employment. The University is required to take reasonable steps to ensure that any personal data it processes is accurate and up-to-date. 
14.3. Your attention is also drawn to the statement in the University Policy on Data Protection that all staff who have access to, or use, personal data, have a responsibility to exercise care in the treatment of that data, to use it only in accordance with / following the advice and guidance issued by the University, and to ensure that such information is not disclosed to any unauthorised person. Any breach of this policy may constitute a disciplinary offence. The current University Policy on Data Protection is available at https://compliance.admin.ox.ac.uk/data-protection-policy and further guidance is available at https://compliance.admin.ox.ac.uk/staff-guidance. 
15.	Policy statements and other documents
15.1. Your attention is drawn to:
(a) the University’s statutes, regulations and policies, which may be accessed through the University’s legal services office website at https://legal.admin.ox.ac.uk/statutes or by application to the appropriate Head of Administration
(b) the NHS Terms and Conditions – Consultants (England) 2003 at https://www.nhsemployers.org/articles/consultant-contract-2003 
(c) the Handbook for Academic-related Staff at  https://hr.admin.ox.ac.uk/introduction-academic-related-staff-handbook . Your attention is specifically drawn to the codes of practice and procedures outlined in Section 5; and
(d) the University’s recognition of the University and College Union as the trade union for University Academic-related staff. Further information is available at https://hr.admin.ox.ac.uk/joint-committees-and-staff-representation. 
16. Confidential information
16.1. Any matter of a confidential nature, including, but not limited to, information relating to the diagnosis and treatment of patients, individual staff records, and details of contract prices and terms must under no circumstances be divulged to any unauthorised person or persons. Disciplinary action will be taken for any breach of confidentiality.
17. Training entitlements / requirements
Any training entitlement provided by the University and any training which the University requires you to complete is specified in your contract of employment. The University will bear the cost of any training which you are required to complete unless stated otherwise in your contract of employment. 
18. Posts in clinical departments on salary scales prefixed E only 
18.1. This is a University rather than NHS appointment. Whilst your terms and conditions of employment are based upon the conditions of service determined by the Review Body on Doctors' and Dentists' Remuneration, there are some variations to reflect the fact that the University is your employer. Where there is any inconsistency between the NHS terms and conditions of employment and your University terms and conditions of employment then the terms and conditions as determined by the University’s People Committee and/or Council will prevail. 
19. Governing Law
This agreement and any dispute or claim (including non-contractual disputes or claims) arising out of or in connection with it or its subject matter or formation shall be governed by and construed in accordance with the law of England and Wales.
Please note: If you require assistance with accessing any of the information referenced in your contract of employment or Statement of Terms and Conditions, or require it to be made available in alternative formats, please contact your Head of Administration, or equivalent, in the first instance.


[bookmark: _Ref46669608][bookmark: _Hlt44329099]Annex A - Basic salary and payment for Additional Programmed Activities for clinical academic doctors and dentists appointed to a consultant level post on or before 31 January 2004

This Annex applies to clinical academic doctors and dentists whose first appointment as an NHS consultant, whether on a substantive or honorary basis, was on before 31 January 2004. Annex B applies to clinical academic doctors and dentists whose first appointment as an NHS consultant, whether on a substantive or honorary basis, was on or after 1 February 2004. For the purposes of determining whether this Annex, or Annex B, applies, the date of first appointment will be regarded as the date on which the post was offered[footnoteRef:2]. [2:  For the purposes of this Annex the date offered is the date on which an unconditional offer of employment was given.] 


Date of transfer to the new contract

1. Where a clinical academic gave a formal commitment to the new contract on or before 31 January 2004, pay increases under the new contract would have been backdated to 1 April 2003.  Where a clinical academic gave a formal commitment to the new contract between 1 February 2004 and 31 March 2004, pay increases would have been backdated by three months from the date on which the commitment was given.  In the case of consultants who gave a formal commitment to the new contract on or before 31 January, backdating was conditional upon an integrated Job Plan being agreed by 31 March. In the case of consultants who gave a formal commitment to the new contract between 1 February 2004 and 31 March 2004, backdating was conditional upon an integrated Job Plan being agreed within three months of the date of commitment.  An exception was made where a deadline was not met for reasons beyond the clinical academic’s control.  In each case, clinical academics were entitled to choose any shorter period of backdating if they so wished.  Where a clinical academic gives a commitment to the contract after 31 March 2004, there would have been no backdating.

2. Progression through pay thresholds is on the first of the month nearest the anniversary of transfer to this contract, subject to being continuously employed by the University. Where a pay threshold is awarded, the date on which your salary will increase to take account of the threshold will be the first day of the calendar month nearest the anniversary of transfer to the contract. This is for administrative purposes only and will be without detriment to the level of seniority on which you transfer or, upon leaving employment with the University, your final salary payment. For clinical academics who gave a formal commitment to the new contract before 1 April 2004 and who therefore received backdated increases in pay, the date of transfer will be regarded as the date to which increases in pay are backdated.  For other clinical academics the date of transfer will be the first of the month nearest the date on which the clinical academic first starts work under this contract. 
Pay uplift
3. Subject to the University’s People Committee and Planning & Resource Allocation Committee approval, increases to pay threshold values will be uplifted in line with the recommendations of the New JNCHES arrangements for clinical academic doctors and dentists, or any successor arrangement, which translates the Government’s implementation of the recommendations of the Review Body on Doctors’ and Dentists’ Remuneration (DDRB) for NHS consultants. The rates will be uplifted from 1 April or on such other dates as may be varied from time to time.

Definition of seniority

4. Both salary on commencement and eligibility for subsequent pay thresholds will depend on a clinical academic’s seniority (see salary table below). For these purposes seniority is to be measured as the sum of the number of aggregated whole years completed as an NHS consultant and/or a clinical academic in a grade that is equivalent to consultant level, plus the point on the salary scale when appointed (on a scale of 1 to 5), plus any additional credited seniority (in aggregated whole years) to reflect non-NHS consultant level experience and/or flexible training (see below). For the avoidance of doubt, seniority may only accrue during an absence when on an employment break scheme to reflect the gaining of approved non-NHS consultant level experience.

5. The University will credit appropriate additional seniority to reflect any consultant level experience gained outwith the NHS consultant system and/or employment as a clinical academic at consultant level, including any periods of time spent in full-time academic teaching and research at a level comparable with the consultant grade, taking care to ensure that there is no double counting of this, and any additional seniority granted at appointment by way of a higher point on the salary scale.

6. Where a clinical academic’s training has been lengthened by virtue of being in a flexible or academic training scheme, the substantive employer will, where necessary, credit appropriate additional seniority to ensure that the clinical academic is not prevented from reaching the pay threshold he/she would have attained had he/she trained on a full time basis (e.g. training extended by two years counts as the equivalent of two years’ seniority as a consultant or clinical academic on first appointment to a post equivalent to the consultant grade). 

Basic pay on commencement

7. On commencement, and subject to the provisions on pay protection set out below, the value of basic salary – and of payments for any additional Programmed Activities – will:
· for full-time clinical academics who have previously held a whole-time consultant contract, be as set out in the salary table below; or
· for part-time clinical academics (i.e. those with a total commitment of less than 10 Programmed Activities), be pro rata to the levels set out in the salary table below, based on the number of agreed weekly Programmed Activities in the clinical academic’s integrated Job Plan as a proportion of the ten Programmed Activities for full time consultants.

8. Where a clinical academic holds discretionary points or a local clinical excellence award, there will be a pro-rata increase in the payment for an additional Programmed Activity, compared with the rates in the salary table below. Where a clinical academic holds a distinction award or a higher clinical excellence award, the pro- rata increase in the payment for an additional Programmed Activity will be based on the maximum level of discretionary points or local Clinical Excellence Awards as the case may be.
Pay protection

9. There will be no financial detriment to clinical academics for whom the combined total of their basic pay and any on-call availability supplement would otherwise be less than the combined total of their basic pay and any intensity supplement under their previous contract and terms and conditions. For clinical academics who transferred to this contract in 2003/04, there was full protection for one year, i.e. taking account of annual pay uplift for 2004/05 for clinical academics on previous national terms and conditions. Since then, protection has been on a mark-time basis (i.e. until the new salary exceeds the salary at the point of transfer).

10. Protection will be afforded provided the clinical academic continues to undertake the same level of duties and responsibilities (and on-call commitments if applicable).

Pay thresholds

11. Clinical academics will become eligible for pay thresholds at the intervals set out in the salary table below on the 1st of the month nearest the anniversary of transfer to the contract.

12. The value of pay thresholds for full-time clinical academics who have previously held a whole-time contract (or equivalent) will be as referred to in the salary table below.

13. [bookmark: _Hlt46670430]The value of pay thresholds for part-time clinical academics will be pro-rata to the levels referred to in the salary table below, based on the number of agreed weekly Programmed Activities in the clinical academic’s integrated Job Plan as a proportion of the ten standard Programmed Activities for full-time clinical academics.

Pay progression for consultant clinical academics first appointed as an NHS consultant on or before 31 January 2004

Pay rates for consultant clinical academics appointed on or before 31 January 2004 are available on the University website (Annexe C).
The annual rate for an additional Programmed Activity will be 10% of basic salary, where basic salary includes the pay thresholds and any discretionary points or local clinical excellence awards.
	Seniority at transfer in years
	Threshold
	Years after transfer before threshold level changes
	01 April 2025

	30+
	3
	On transfer
	£131,058

	 
	4
	1 year
	£145,478

	 
	4
	2 years
	£145,478

	21-29
	2b
	On transfer
	£119,490

	 
	3
	1 year
	£131,058

	 
	4
	2 years
	£145,478

	20
	2b
	On transfer
	£119,490

	 
	3
	1 year
	£131,058

	 
	4
	3 years
	£145,478

	19
	2b
	On transfer
	£119,490

	 
	3
	1 year
	£131,058

	 
	4
	3 years
	£145,478

	18
	2b
	On transfer
	£119,490

	 
	3
	2 years
	£131,058

	 
	4
	3 years
	£145,478

	17
	2b
	On transfer
	£119,490

	 
	3
	2 years
	£131,058

	 
	4
	4 years
	£145,478

	16
	2b
	On transfer
	£119,490

	 
	3
	3 years
	£131,058

	 
	4
	4 years
	£145,478

	15
	2b
	On transfer
	£119,490

	 
	3
	3 years
	£131,058

	 
	4
	4 years
	£145,478

	14
	2b
	On transfer
	£119,490

	 
	3
	3 years
	£131,058

	 
	4
	5 years
	£145,478

	13
	2b
	On transfer
	£119,490

	 
	3
	3 years
	£131,058

	 
	4
	5 years
	£145,478

	12
	2b
	On transfer
	£119,490

	 
	3
	3 years
	£131,058

	 
	4
	6 years
	£145,478

	11
	2b
	On transfer
	£119,490

	 
	3
	4 years
	£131,058

	 
	4
	7 years
	£145,478

	10
	2b
	On transfer
	£119,490

	 
	3
	4 years
	£131,058

	 
	4
	8 years
	£145,478

	9
	2b
	On transfer
	£119,490

	 
	3
	4 years
	£131,058

	 
	4
	9 years
	£145,478

	8
	2b
	On transfer
	£119,490

	 
	3
	4 years
	£131,058

	 
	4
	10 years
	£145,478

	7
	2b
	On transfer
	£119,490

	 
	3
	4 years
	£131,058

	 
	4
	10 years
	£145,478

	6
	2b
	On transfer
	£119,490

	 
	3
	5 years
	£131,058

	 
	4
	10 years
	£145,478

	5
	2a
	On transfer
	£116,182

	 
	2b
	1 year
	£119,490

	 
	3
	6 years
	£131,058

	 
	4
	11 years
	£145,478

	4
	1
	On transfer
	£109,725

	 
	2a
	2 years
	£116,182

	 
	2b
	3 years
	£119,490

	 
	3
	6 years
	£131,058

	 
	4
	11 years
	£145,478

	3
	1
	On transfer
	£109,725

	 
	2a
	2 years
	£116,182

	 
	2b
	3 years
	£119,490

	 
	3
	7 years
	£131,058

	 
	4
	12 years
	£145,478

	2
	1
	On transfer
	£109,725

	 
	2a
	2 years
	£116,182

	 
	2b
	3 years
	£119,490

	 
	3
	7 years
	£131,058

	 
	4
	13 years
	£145,478

	1
	1
	On transfer
	£109,725

	 
	2a
	3 years
	£116,182

	 
	2b
	4 years
	£119,490

	 
	3
	8 years
	£131,058

	 
	4
	14 years
	£145,478

	Notes:
	
	
	

	
	
	
	

	* for consultants with seniority of 1, 3 or 5 years on transition, the first pay threshold is for transitional purposes





Annex B - Basic salary and payment for Additional Programmed Activities for clinical academic doctors and dentists first appointed to a consultant level post on or after 1 February 2004

This Annex applies to all clinical academics doctors and dentists whose first appointment as an NHS consultant, whether on a substantive or honorary basis, was on or after 1 February 2004. Annex A applies to clinical academic doctors and dentists whose first appointment as an NHS consultant, whether on a substantive or honorary basis, was on or before 31 January 2004.  For the purposes of determining whether this Annex, or Annex A, applies, the date of first appointment will be regarded as the date on which the post was offered[footnoteRef:3]. [3:  For the purposes of this Annex the date offered is the date on which an unconditional offer of employment was given.] 


Pay uplift

1. Increases to pay threshold values will be uplifted in line with the recommendations of the New JNCHES arrangements for clinical academic doctors and dentists, or any successor arrangement, which translates the Government’s implementation of the recommendations of the Review Body on Doctors’ and Dentists’ Remuneration (DDRB) for NHS consultants. The rates will be uplifted from 1 April or on such other dates as may be varied from time to time.  

Basic pay and pay thresholds

2. On commencement, the value of basic salary – and of payments for any additional Programmed Activities – will normally be the first of the thresholds set out in the current salary scale. [Scales are published by UCEA and are based on the NHS pay circulars].

3. Where Associate Specialists have been paid in their previous regular employment at a basic salary, including any additional points, higher or equal to the rate at which they would (were it not for this provision) be paid on taking up their new consultant appointment, then their starting salary in the new appointment shall be fixed at the threshold in the scale next above that previous rate.

Definition of seniority

4. Both salary on commencement and eligibility for subsequent pay thresholds will depend on a clinical academic’s seniority. For these purposes seniority is to be measured as the sum of the number of aggregated whole years completed as an NHS consultant and/or a clinical academic in a grade that is equivalent to consultant level, plus the point on the salary scale when appointed (on a scale of 1 to 5), plus any additional credited seniority (in aggregated whole years) to reflect non-NHS consultant level experience and/or flexible training (see below). For the avoidance of doubt, seniority may only accrue during an absence when on an employment break scheme to reflect the gaining of approved non-NHS consultant level experience.

5. The University will credit appropriate additional seniority to reflect any consultant level experience gained outwith the NHS consultant system and/or employment as a clinical academic at consultant level, including any periods of time spent in full-time academic teaching and research at a level comparable with the consultant grade, taking care to ensure that there is no double counting of this, and any additional seniority granted at appointment by way of a higher point on the salary scale.

6. Where a clinical academic’s training has been lengthened by virtue of being in a flexible training scheme or because of undergoing dual qualification, the substantive employer will, where necessary, credit appropriate additional seniority to ensure that the clinical academic is not prevented from reaching the pay threshold he/she would have attained had he/she trained on a full time basis (e.g. training extended by two years counts as the equivalent of two years’ seniority as a consultant or clinical academic on first appointment to a post equivalent to the consultant grade). 

7. Clinical academics will become eligible for additional pay thresholds at the intervals set out in the current salary scale.

8. The value of pay thresholds for part-time clinical academics will be pro-rata to the levels referred to in the salary scale, based on the number of agreed weekly Programmed Activities in the clinical academic’s integrated Job Plan as a proportion of the ten minimum required Programmed Activities for full-time clinical academics.


Pay progression for consultant clinical academics first appointed as an NHS consultant on or after 1 February 2004

Pay rates for consultant clinical academics appointed on or after 1 February 2004 are available on the University website (Annexe D).
[bookmark: _GoBack]The annual rate for an additional Programmed Activity will be 10% of basic salary, where basic salary includes the pay thresholds and any discretionary points or local clinical excellence awards.
	[bookmark: _Ref40592302]
	
	
	

	Threshold
	Years completed as a consultant
	01 April 2025
	Period before eligibility for next threshold

	1
	0
	£109,725
	3 years

	1
	1
	£109,725
	2 years

	1
	2
	£109,725
	1 year

	2a
	3
	£116,182
	1 year

	2b
	4
	£119,490
	4 years

	2b
	5
	£119,490
	3 years

	2b
	6
	£119,490
	2 years

	2b
	7
	£119,490
	1 year

	3
	8
	£131,058
	6 years

	3
	9
	£131,058
	5 years

	3
	10
	£131,058
	4 years

	3
	11
	£131,058
	3 years

	3
	12
	£131,058
	2 years

	3
	13
	£131,058
	1 year

	4
	14
	£145,478
	-

	4
	15
	£145,478
	-

	4
	16
	£145,478
	-

	4
	17
	£145,478
	-

	4
	18
	£145,478
	-

	4
	19
	£145,478
	-

	
	
	
	

	Note 1:  Relevant pay scales A80, A82, and E82
	




[bookmark: _Ref40676668]Annex C – Additional Programmed Activities and Spare Professional Capacity

1. [bookmark: _Hlt40592971][bookmark: _Hlt40593055]Where a clinical academic intends to undertake private practice other than such work specified in his or her integrated Job Plan (including work specified in the honorary contract), whether for the NHS, for the independent sector, or for another party, the provisions in this Annex will apply.

2. [bookmark: _Ref44481533]Where a clinical academic intends to undertake such work:
· the clinical academic will first consult with his or her responsible managers;
· employing organisations may, but are not obliged to, offer the clinical academic the opportunity to carry out up to one additional Programmed Activity per week on top of the standard commitment set out in the integrated Job Plan;
· both the University and the honorary employer(s) may each offer additional Programmed Activities, but the clinical academic will not be expected to undertake, on average, any more than one additional Programmed Activity per week to meet the relevant criterion for pay thresholds. The integrated job planning process should be used to agree for which employing organisation any additional Programmed Activities should be undertaken; 
· additional Programmed Activities may be offered on a fixed basis, but where possible employing organisations will offer them on a mutually agreed annualised basis, as part of the integrated job planning process. Where clinical academics prospectively agree to additional Programmed Activities these will be remunerated;
· employing organisations will normally put any such offer to the clinical academic at the annual Job Plan review. Unless they and the clinical academic agree otherwise, any such offer will be made no fewer than three months in advance of the start of the proposed additional Programmed Activities, or six months in advance where the work would mean the clinical academic has to re-schedule external commitments;
· there will be a minimum notice period of three months for termination of these additional activities. If a clinical academic ceases to undertake Private Professional Services, he/she may relinquish the additional Programmed Activity subject to a similar notice period;
· employing organisations will give all clinical academics an equal opportunity to express an interest in undertaking additional activities for which they are qualified.  Any offer or acceptance should be made in writing;
· full-time clinical academics, who are currently working the equivalent of 11 or more Programmed Activities and agree, as part of the integrated job planning process, with their substantive employer and their honorary employer(s)that the same level of activity should form part of their integrated Job Plan under the new contract, will not be expected to offer any additional work on top of this;
	
· part-time clinical academics who wish to use some of their non-contracted time to do private practice will not be expected to offer any more than one extra Programmed Activity on top of their normal working week.
[bookmark: _Ref49781594]
3. If a clinical academic declines the opportunity to take up any additional Programmed Activities that are offered in line with the provisions above, and the clinical academic subsequently undertakes remunerated clinical work as defined above, this will constitute one of the grounds for deferring a pay threshold in respect of the year in question.  If another consultant (NHS or University-employed) in the group accepts the work, there will be no impact on pay progression for any consultant in the group.

4. [bookmark: _Ref49705575]The provisions in this Annex are without prejudice to the possibility that the clinical academic and employing organisations may wish to agree additional extra Programmed Activities above the levels provided for in paragraph 2.


Annex D - Criteria for pay thresholds

1. Following the annual integrated Pay Progression review or, where mutually agreed, the Job Plan review, the managers who have conducted the review will report the agreed outcome to the Dean, or equivalent (or his/her nominee) and the Medical Director of the honorary employing organisation, copied to the clinical academic, setting out for the purposes of decisions on pay thresholds whether the clinical academic has:

· made every reasonable effort to meet the time and service commitments in the integrated Job Plan;

· participated satisfactorily in the joint appraisal process; 

· participated satisfactorily in reviewing the integrated Job Plan and setting personal objectives (including any service and quality improvements, or teaching and training) that may have been agreed as personal objectives; 

· met the personal objectives in the integrated Job Plan, or where this is not achieved for reasons beyond the clinical academic’s control, made every reasonable effort to do so; 

· worked towards any changes agreed in the last integrated Job Plan review as being necessary to support achievement of the substantive employer’s, or the honorary employer’s objectives; 

· taken up any offer to undertake additional Programmed Activities that either employer has made to the clinical academic, under the provisions of Annex C; 

· met any standards of conduct, required by either employer, governing the relationship between private practice and contractual commitments; 

· engaged and participated with statutory and mandatory training or where this is not achieved for reasons beyond the clinical academic’s control, made every reasonable effort to do so; 

· no disciplinary sanctions active on the clinical academic’s record; 

· no formal capability processes ongoing.


2. The Dean, or equivalent (or his/her nominee), informed by the joint job planning recommendation, will decide each year whether the clinical academic has met the criteria.

3. Where one or more of the criteria are not achieved in any year, the Dean (or his/her nominee) will have the discretion to decide where appropriate, that the clinical academic should nonetheless be regarded as having met the criteria for that year. The Dean is responsible for ensuring fairness and consistency in the process.

4. Clinical academics should not be penalised if criteria have not been met for reasons beyond their control.  Employers and clinical academics will be expected to identify problems affecting the likelihood of meeting criteria as they emerge, rather than wait until the annual integrated Pay Progression review. 

5. It will be the norm for clinical academics to achieve pay progression.  Pay progression may only be deferred where the clinical academic has not met the specified criteria at paragraph 1 of this Annex. Employing organisations cannot introduce any new criteria. For instance, pay progression cannot be withheld or delayed on the grounds of the employing organisation’s financial position. Nor would it be acceptable for employing organisations to use any system of quotas for pay progression.

6. In situations where criteria have not been met, and there are no mitigating factors sufficient to justify this, it is expected that an individual’s pay progression will be delayed for one year.  

7. If remedial action to meet the criteria is agreed upon at the Pay Progression meeting and is completed by the pay progression date, the clinical academic will be able to progress without delay if they meet the other criteria. Clinical academics shall not be penalised if remedial action has not been completed for reasons beyond their control.

If remedial action is not completed before the pay progression date, progression will normally be delayed for one year. 

8. [bookmark: _Hlt39971240][bookmark: _Hlt40675753][bookmark: _Hlt40595776][bookmark: _Hlt39971691][bookmark: _Ref40595064]A clinical academic consultant has the right of appeal against a decision by the University that he or she has not met the criteria in respect of any given year.  In the event of an appeal, it will be the responsibility of the University (if necessary, drawing on the views of the honorary employer) to show why this decision was taken. The agreed appeal process will be varied in the following way: For determination of the pay progression criteria, the decision of the appeal panel is final. If the panel deems that the clinical academic has met the pay progression criteria, the clinical academic will advance to the next pay threshold with payment of back pay to the relevant incremental date. If the panel upholds the University’s decision, the clinical academic will remain on their current pay point but will be eligible for pay progression if they meet the criteria at their next incremental date (i.e. one year after they were first eligible for pay progression). 

9. The process for awarding pay progression will mirror that outlined in Schedule 15 of the NHS Terms and Conditions for Consultants. 


Annex E – Mediation and appeals framework 

1. This Annex sets out a nationally agreed Framework[footnoteRef:4][footnoteRef:5] for Mediation and Appeals in the case of disputes arising from the integrated job planning process or decisions about pay progression, in the case of University employed clinical academics who are employed in the NHS consultant grade via an honorary contract. The Framework embodies the principle of joint working recommended in the Follett report.  [4: ]  [5: * Local guidelines may be agreed to supplement this framework.] 


National Framework

2. Where it has not been possible to agree an integrated Job Plan, or a clinical academic disputes a decision that he or she has not met the required criteria for a pay threshold in respect of a given year, a mediation procedure and an appeal procedure are available.

Mediation

3. The clinical academic, or (in the case of a disputed Job Plan) the University manager or the clinical manager, may refer the matter to the Dean (or his/her nominee) who will consult with the NHS Medical Director. If the Dean (or his/her nominee) or Medical Director is one of the parties to the initial decision, the referral will be to an appropriate, designated other person.  Where a clinical academic holds an honorary contract with more than one NHS organisation, a designated honorary employer will take the lead. The purpose of the referral will be to reach agreement if at all possible.  

4. The process will be that:  

· the clinical academic or either manager makes the referral in writing within two weeks of the disagreement arising;
· the party making the referral will set out the nature of the disagreement and his or her position or view on the matter;
· where the referral is made by the clinical academic, the managers responsible for the integrated Job Plan review, or for making the recommendation as to whether the criteria for a pay threshold have been met, will set out the employing organisations’ agreed position or view on the matter;
· where the referral is made by either the University manager or the clinical manager, the clinical academic will be invited to set out his or her position or view on the matter;
· the Dean (or his/her nominee), working with the Medical Director, or appropriate other person, will convene a meeting, normally within four weeks of receipt of the referral, with the clinical academic and the responsible managers to discuss the disagreement and to hear their views;
· if agreement is not reached at this meeting, the Dean (or his/her nominee), in consultation with the Medical Director, or appropriate other person, will decide the matter (in the case of a decision on the integrated Job Plan) or make a recommendation (in the case of a decision on whether the criteria for a pay threshold have been met) to the Vice Chancellor, copied to the NHS Chief Executive[footnoteRef:6], and inform the clinical academic and the responsible managers of that decision or recommendation in writing; [6:  The Chief Executive of the NHS Trust or PCT holding the clinical academic’s honorary contract.] 

· in the case of a decision on whether the criteria for a pay threshold have been met, the Vice Chancellor will inform the clinical academic, the Dean (or his/her nominee) and Medical Director, or appropriate other person, and the responsible managers of his or her decision in writing;
· if the clinical academic is not satisfied with the outcome, he or she may lodge a formal appeal under this procedure.

Formal appeal

5. A formal appeal panel will be convened only where it has not been possible to resolve the disagreement using the mediation process.  A formal appeal will be heard by a panel under the procedure set out below.

6. An appeal shall be lodged in writing with the Vice Chancellor, copied to the NHS Chief Executive, as soon as possible, and in any event within two weeks of the outcome of the mediation process.  The appeal should set out the points in dispute and the reasons for the appeal.  The Vice Chancellor, in consultation with the NHS Chief Executive, will, on receipt of a written appeal, convene an appeal panel to meet within four weeks of receipt of a written appeal. The Vice Chancellor may delegate operational procedures as appropriate, but he or she retains overall responsibility for the appeal.

7. The membership of the panel will be: 

i) a chair nominated by the University;
ii) a representative nominated by the honorary employer;
iii) representative nominated by the clinical academic;
iv) a member chosen by the University from the list of individuals approved by the Strategic Health Authority and the BMA and BDA. which will also be used for job planning appeals for NHS consultants.  The list will also include a number of clinical academics and other University employees nominated by the University. The Strategic Health Authority will monitor the way in which individuals are allocated to appeal panels to avoid particular individuals being routinely called upon.  If there is an objection raised to the first representative from the list, one alternative representative will be chosen.  The list of individuals will be regularly reviewed. 
v)	a member chosen by the clinical academic from the list described at sub-paragraph iv) above of individuals approved by the Strategic Health Authority and the BMA and BDA. The process will be identical to that described at sub-paragraph iv) above and if an objection is raised one alternative representative will be chosen.

8. No member of the panel should have previously been involved in the dispute. 

9. The parties to the dispute will submit their written statements of case to the appeal panel and to the other party one week before the appeal hearing.  The appeal panel will hear oral submissions on the day of the hearing. The employers will jointly present their case first explaining the agreed position on the integrated Job Plan, or the reasons for deciding that the criteria for a pay threshold have not been met.

10. The clinical academic may present his or her own case, or be assisted by a work colleague or trade union or professional organisation representative who is not a member of the appeals panel. Legal representatives acting in a professional capacity are not permitted.

11. Where any party or the panel requires it, the appeals panel may hear expert advice on matters specific to a specialty.

12. It is expected that the appeal hearing will last no more than one day.

13. The appeal panel will make a recommendation on the matter in dispute in writing to the Vice Chancellor, copied to the Board of the honorary employing organisation, normally within two weeks of the appeal having been heard and this will normally be accepted. The clinical academic should see a copy of the recommendation when it is sent to the Vice Chancellor.  The Vice Chancellor will make the final decision and inform all the parties in writing. 

14. No disputed element of the integrated Job Plan will be implemented until confirmed by the outcome of the appeals process.  Any decision that affects the salary or pay of the clinical academic will have effect from the date on which the clinical academic referred the matter to mediation or from the time he or she would otherwise have received a change in salary, if earlier, or as determined by the appeals process. 

15. The appeals process set out in this Annex applies only to job planning and pay progression. No further right of appeal through the University’s procedures exists.



Annex F - Premium Time

1. From 1 April 2004, the following provisions will apply to recognise the unsocial nature of work contracted in Premium Time, either for the substantive employer or the honorary employer(s), and the flexibility required of clinical academics who work at these times as part of a more varied overall working pattern.

Scheduled work

2. For each Programmed Activity contracted during Premium Time there will be a reduction in the timetable value of the Programmed Activity itself to three hours or a reduction in the timetable value of another Programmed Activity by one hour, subject to a maximum reduction of three hours per week.

3. If, by mutual agreement, a Programmed Activity in Premium Time lasts for four hours or more, an equivalent enhancement to payment may be agreed.

4. Where a Programmed Activity falls only partly in Premium Time, the reduction in the timetable value of this or another Programmed Activity will be on an appropriate pro-rata basis. If an enhancement to payment is made, this will be applied to the proportion of the Programmed Activity falling within Premium Time.

Unpredictable emergency work arising from on-call duties

5. In assessing the number of Programmed Activities needed to recognise unpredictable emergency work arising from on-call duties, three hours of unpredictable emergency work done in Premium Time will be treated as equivalent to one Programmed Activity. The provisions of paragraph 3 may also apply. Employers will agree jointly the number of Programmed Activities to be allocated for emergency work arising from on-call duties with the honorary employer(s) and the clinical academic as part of the integrated job planning process.

Work in premium time exceeding three programmed activities per week

6. The foregoing provisions are designed to cover situations where work in Premium Time is up to the equivalent of three Programmed Activities per week on average. Where work during Premium Time exceeds this average, the substantive employer, the honorary employer(s) and the clinical academic will agree appropriate arrangements.
 
DEFINITIONS

Emergency work: Predictable emergency work: this is emergency work that takes place at regular and predictable times, often as a consequence of a period of on-call work (e.g. post-take ward rounds). This should be programmed into the working week as scheduled Programmed Activity.

Unpredictable emergency work arising from on-call duties: this is work done whilst on-call and associated directly with the consultant’s on-call duties (except in so far as it takes place during a time for scheduled Programmed Activities), e.g. recall to hospital to operate on an emergency basis.

Private Professional Services (also referred to as “private practice”): such services as include:
· the provision of professional services by private arrangement; 
· work in the general medical, dental or ophthalmic services under Part II of the National Health Service Act 1977 (except in respect of patients for whom a hospital medical officer is allowed a limited “list”, for example members of the hospital staff); and
· the provision of services to private patients in NHS organisations, including services provided on behalf of an NHS employer but which are not included in a consultant's Job Plan.

Programmed Activity: a scheduled period, nominally equivalent to four hours, during which a consultant undertakes Contractual and Consequential Services.

Premium Time: any time that falls outside the period 07:00 to 19:00 Monday to Friday, and any time on a Saturday or Sunday.

Honorary Employer (or honorary employing organisation): the NHS organisation issuing the honorary contract.

Substantive Employer: the employer issuing the clinical academic’s substantive contract of employment. This will normally be a University.



ENROLMENT INTO UNIVERSITY PENSION SCHEME

As an academic or academic-related employee of the University, you will be contractually enrolled as a member of the Universities Superannuation Scheme (USS) from the day you join the University. The only exception is if you are entitled to continue membership of another pension schemes recognised by the University[footnoteRef:7]. USS is a national scheme for academic and academic-related staff. [7:  In certain circumstances new employees may continue membership of other schemes including the National Health Service Pension Scheme (NHSPS).] 

The University is, therefore, enrolling you into USS, with effect from the date you start your employment. You can choose to opt out if you wish (see below).
If you want to stay in the pension scheme
You do not need to do anything; your membership and contributions will continue until you inform us otherwise. 
Contributions 
All employees who join USS pay personal contributions to the scheme in accordance with the rules, as amended from time to time, of the pension scheme. The current employee and employer contribution rates can be found on the USS website at https://www.uss.co.uk/members/members-home/the-uss-scheme. Your personal contributions will usually be collected by the University by way of deductions from your salary and paid over to USS, together with the University’s contribution. You will automatically get tax relief on your contributions.

Salary exchange
[bookmark: _Hlk182318300]All employees who join USS, with the exception of  those who are earning close to the National Minimum or National living Wage rates, are automatically enrolled into the University’s Salary Exchange scheme three months after the date of joining the pension scheme.  You may elect not to take advantage of the Salary Exchange scheme by completing the opt-out form, available from https://finance.admin.ox.ac.uk/salary-exchange and returning it to the Payroll Manager at payroll.admin@ox.ac.uk at least one month before automatic enrolment.  
Eligible employees may change their decision annually on 1 April or if they experience a ‘life change’ event. 

Under Salary Exchange, the deduction for an employee’s personal pension contributions is reduced to nil. At the same time the employee’s pensionable salary is reduced by an amount equal to the employee’s pension contributions and the University increases its contributions to the pension scheme by the same amount. Pensionable salary and pension scheme benefits for the employee are not reduced. 

In addition to tax relief, salary exchange allows employees relief on their National Insurance contributions. 

[bookmark: _Hlk182318551]Salary exchange may not be of benefit to employees whose initial contract is for less than two years and who are expecting a refund of pension contributions at the end of the contract.  By contributing to your pension scheme by salary exchange your contributions will be classed as Employer contributions.  Employer contributions cannot be refunded.  

Employees who do not participate in Salary Exchange will continue to pay to USS the personal contributions as described above.

If you are under 75, work or usually work in the UK, and earn over the National Insurance Lower Earnings Limit[footnoteRef:8], we must by law continue to maintain your membership of a scheme that meets certain government standards and, if your membership of such a scheme ends (and it is not because of something you do or fail to do), we must by law put you into another scheme that meets government standards straightaway.  [8:  For the current year’s thresholds see: www.gov.uk/government/publications/rates-and-allowances-national-insurance-contributions/rates-and-allowances-national-insurance-contributions ] 

If you want to leave the scheme
If you want to leave USS you need to take the following action:

Leaving USS
If you leave USS within three months from the date of joining the scheme you will receive a refund of your contributions and will be considered not to have been an active member of the scheme. You may do this by completing and returning the form which is available at www.uss.co.uk. 
If you want to withdraw from active membership of USS after the end of the three-month period, you can do so in accordance with the rules of USS.  Any refund of payments will be determined by those rules. 
Re-joining
You can opt in to or re-join USS at a later date. To do so, contact uss@admin.ox.ac.uk.. Any written notice from you must either be signed by you or, if you send it by email, it must include the phrase 
“I confirm I personally submitted this notice to join a workplace pension scheme”.
The University’s automatic enrolment duties
The law requires the University to assess its workers and automatically enrol those who are eligible into a workplace pension scheme. This applies to employees and other workers who are not already in a qualifying pension scheme and who:
· earn more than £10,000 a year
· are aged between 22 and the State Pension Age
· work in the UK
This requirement does not affect you because, on your automatic enrolment date (your first day at the University) you were enrolled in one of the University’s pension schemes, which have been confirmed as qualifying pension schemes, in that they meet or exceed the government’s new standards. 

You should be aware, however, that the University has continuing duties that might affect you if you cease membership of USS or another University pension scheme. In particular, any eligible employee who has ceased active membership of USS will be automatically re-enrolled into USS, or another appropriate scheme, at a later date (usually every three years). We will write to you with further information if that happens.
Further information
USS may be contacted at:
Universities Superannuation Scheme Limited
2nd Floor, Royal Liver Building
Liverpool
L3 1PY
Tel: (0151) 227 4711
Local rate number: 0845 068 1110 (local rate call charge number)
Fax: (0151) 236 3173 
Website: www.uss.co.uk
Further information on USS may be obtained from:
· University Pensions Office: tel. 01865 616067, email uss@admin.ox.ac.uk

More general information on pensions and saving for later life is available through:
· Government pensions website: www.gov.uk/workplacepensions
· University pensions website: https://finance.admin.ox.ac.uk/pensions 
Further information on Salary Exchange is available from:
· University Payroll Team, tel. 01865 616301, email payroll@admin.ox.ac.uk 
· https://finance.admin.ox.ac.uk/salary-exchange 
The University of Oxford and its Pensions Teams cannot provide financial advice.  Employees and pension scheme members should conduct their own research and seek financial advice from a qualified financial advisor if necessary.
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