
‘Haddington Road Agreement’: Administrative & Libra ry Staff 

General Points 

The Haddington Road Agreement impacts disproportionately upon the higher administrative 
and library grades, both in terms of pay, increment freezes and annual leave reductions.  

All DCU SIPTU members in administrative and library grades should read the agreement 
themselves but what follows covers just a few of the key points.  

The original ‘Croke Park II’ proposals, which DCU staff rejected by a margin of four to one, 
have very clearly been ‘tweaked’. The objective seems to be to divide SIPTU members in 
the higher administrative and library grades (Grade 6 and above/Assistant Librarian 2) from 
SIPTU members in the other grades (Grades 2, 3, 4 & 5/Library Assistant grades). The clear 
intention being to ensure SIPTU members in the latter category endorse the deal on the 
basis that some of the more draconian proposals in the original agreement have been 
removed, in so far as they affect certain administrative and library grades.  

These proposals would also appear to provide for the introduction of a ‘two tier’  workforce 
for administrative and library staff in the area of terms and conditions. There is already a 
‘two tier’  workforce in place in terms of remuneration; all new entrants to the public service 
from January 2011 have entered on 10% less pay than existing staff. The Haddington Road 
Agreement extends this disparity to non-pay areas.  

The use of imprecise terms such as ‘personal to holder’  to shield existing staff from the 
worsening of conditions implicit in this agreement, represents an attempt to buy off current 
public servants at the expense of new entrants.  

The proposals also provide for further headcount reductions which will mean, in effect, an 
increased workload for those staff that remain in situ.  

 

Working Hours 

Section 2.4 of the agreement (page 8) – ‘Additional Working Hours’ – provides for an 
increase to 37 hours for all those currently on a working week of less than 35 hours. 
However, Appendix 9 (page 47) of the agreement provides an ‘opt out’  for, amongst others, 
administrative/library staff in the University sector who are SIPTU members.  

All DCU administrative and library staff, who are members of SIPTU, will have to work a 
minimum of 1 hour and 15 minutes  extra per week under the agreement. The proposed 
minimum working week will now be 35 hours , which represents a 4.5% pay cut in our hourly 
wage. 

But that ‘opt out’  is predicated on what is termed a ‘personal to holder’  basis. The Section 
Committee’s interpretation of this is that it means that these opt-out arrangements, contained 
in Appendix 9, only apply to current staff employed when the agreement comes in to force. 
That they only apply to the holder of a post on a personal basis . If the agreement comes in 
to force new entrants in the same grade may have to work a minimum of 37 hours while 
existing staff retain a 35 hour minimum working week.  



The ‘personal to holder’  proviso is an example of the measures in this agreement that will, 
if implemented, lead to the ‘two tier’ workforce for administrative and library staff in the 
university sector. Existing staff will have a shorter working week than new entrants. 

Also, clarification will be required on whether ‘personal to holder’  will lead to promoted staff 
having to work longer hours. Someone promoted from Grade III to Grade IV, for example, 
would not get the benefit of the opt-out contained in Appendix 9 and could find themselves 
losing their 35 hour working as a Grade III, which they hold on a personal basis only, and 
have to work 37 hours, or more, as a promoted Grade IV.  

 

Pay Cuts and Increments 

Administrative and library grades above EUR 65,000 will have their pay cut according to the 
table set out under ‘Higher Remuneration’ on page 8 of the agreement.  

There will be one three month increment freeze for those on less than EUR 35,000 and two 
three month increment freezes for those between EUR 35,000 and EUR 65,000 (‘Increments 
and Related Balancing Measures’, pages 7-8).  

Those at the final point of the incremental scale will see annual leave or salary cuts 
depending upon what their current annual leave allowance is. 

Administrative and library staff on salaries between EUR 35,000 and EUR 65,000 who have 
a leave entitlement of more than 23 days will lose six annual leave days over the course of 
the agreement or the salary reduction of the equivalent amount or half of their most recent 
increment, whichever is the lesser amount (2.22 of ‘Increments and Related Balancing 
Measures’, page 8). 

Those within the same salary band who reach the top of the incremental scale during the 
course of the agreement will have their annual leave entitlement reduced by three days over 
the course of the agreement or reduction of salary to the value of three days or lose a 
quarter of their most recent increment (2.23 of ‘Increments and Related Balancing 
Measures’, page 8). 

 

Grade Restructuring 

Under 3.11 and 3.12 (‘Workforce Restructuring) of the agreement, there are proposals to 
rationalise grades and introduce ‘flexibility’ into traditional grade demarcations.  

This may have implications for the many colleagues currently in ‘acting up’ positions and for 
colleagues who might be promoted to a higher grade.  

 

 

 

 



Headcount Reductions 

The agreement commits to further headcount reductions in the public service, despite 
increased demands upon public services and public servants (3.3 ‘Further Headcount 
Reductions’, page 11). This will lead to increased workloads for those who remain. DCU has 
already lost over 90 full time equivalent staff over the past five years and by voting in favour 
of this agreement would be agreeing to further reductions. 

Flexitime 

On page 33 of the agreement (‘Appendix 5: Collective Agreements in the Education Sector’) 
there is a commitment to retain flexible working arrangements for existing staff. Again, there 
is no explicit provision for new entrants to be provided with flexible working arrangements.  

This provides another example of where this agreement, if it is endorsed will lead to the 
development of a two-tier workforce, where some people have access to flexitime and 
others don’t. The equality dimension to this change has been noted and it would appear to 
contradict the increasing emphasis on developing a good work-life balance. Apart from that it 
further individualises conditions in the workplace and has the potential to undermine 
collegiality among colleagues. 

 

Section Committee Recommendation to Administrative and Library Staff 

The Section Committee are recommending a ‘NO’ vote on the Haddington Road Agreement. 
Despite the terms appearing to be less onerous on administrative and library staff than 
February’s Croke Park II this new agreement introduces some elements which will 
compromise, further, working conditions. In addition, the increase in working hours, albeit 
less than in the first version of this agreement does represent in real terms a pay-cut.  

 

What happens if there is a rejection of Haddington Road?  

Rejection of this agreement does not automatically mean strike action.  

The government have stated that if the Haddington Road Agreement is rejected, it will 
implement the draconian Financial Emergency Measures in the Public Interest Act 2013 
which provides for pay cuts, increment freezes, as well as granting the government to right 
to alter, as it sees fit, terms and conditions for public servants. This includes the power to cut 
pay further and to increase working hours.  

SIPTU’s National Executive Committee has stated that if this legislation is implemented 
there will be a ballot for industrial action. This ballot process, likely to take place over the 
summer period, will clarify the scale and scope of any proposed industrial action. And, of 
course, members may, at that ballot, decide to vote against taking industrial action.  

   


