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INTRODUCTION

1. In circumstances where changes, which have been instigated by the University, have a detrimental effect on a member of staff's pay the University will seek to maintain/protect earnings by means of:

i) Re-deploying or re-skilling a member of staff so that their current grade/allowances can be maintained,

OR, should re-deployment or re-skilling prove not to be possible,
ii) Protecting earnings on a mark time basis for a period of up to 4 years.
iii) Protection of the earnings of those staff whose previous grade (within the salary structure in place as at July 2005) had a higher maximum than the top service increment of the assimilated grade.
MEASURES TO MAINTAIN SUBSTANTIVE GRADE

2. With the agreement of the post holder the following measures will  be considered, where feasible, in an attempt to maintain the member of staff’s current grade/allowances, namely:

i) In the case of down-gradings, increasing, where possible and appropriate, the responsibilities of the post, so as to match the grading they hold.

ii) Where appropriate, matching the person to a post on their substantive grade in any appropriate new structure and provide support and training to enable them to successfully function in the new role.

iii) Re-deploy to an appropriate post elsewhere in the University. (See Appendix 1)

PROTECTION ARRANGEMENTS

3. Where attempts to maintain the member of staff’s current grade/allowances prove unsuccessful, earnings protection will be provided by maintaining the member of staff's earnings at their current level with no annual pay increases nor increments to  be awarded, until either: 

· such time as the salary of the substantive grade/ allowances aligns with/overtakes the protected earnings; or

· a period of 4 years from the date of the effective change has elapsed;

          whichever is the shorter.

4. If alignment is not automatically achieved by the expiry of the 4-year period, the earnings of the member of staff will be reduced to the level commensurate with the substantive grade/working pattern with immediate effect. This will be at the maximum of the lower grade.

5. Protection of pension is also available within the rules of particular pension schemes. (See Appendix 2)
SPECIFIC SITUATIONS NOT INCLUDED IN PROTECTION ARRANGEMENTS
6. There are also situations that can result in reduction of pay that are NOT included in the pay protection arrangements. These situations include:

· Downgrading arising from disciplinary action.

· Acceptance of a lower graded post as a "reasonable adjustment" under the provision of the Disability Discrimination Act.

· Successful, voluntary, applications for posts on lower grades.

· Staff voluntarily applying for or requesting a post with fewer hours than they currently work
· Staff voluntarily applying for or requesting a different pattern of work which does not include hours, or includes fewer hours, that attract premium rates of pay.
· Ending of the payment of Attraction & Retention Allowances – separate arrangements will apply. (See Attraction & Retention Award Policy)
· Ending of acting up arrangement or the ending of a temporary/fixed term appointment on a higher grade.

· Withdrawal of an Accelerated Increment or Contribution Increment where staff fail to maintain the higher level of contribution.

APPENDIX 1
RE-DEPLOYMENT TO AN APPROPRIATE POST

1. Re-deployment opportunities are available for a maximum period of 12 months from the date when the member of staff’s substantive post ends. (See Redeployment Procedure)
http://www.northumbria.ac.uk/static/worddocuments/hrdocs/redeployment.doc
2. Where, during the period of earnings protection, a vacant post in the same or similar function arises that is on the same grade/work pattern as that to which the earnings protection relates, the member of staff concerned will be notified of the vacancy with a view to being re-assigned to that post subject to an assessment of the requirements of the post in relation to that individual.

3. On being notified of the vacancy the member of staff will be asked to indicate, within 5 working days, whether or not they wish to be considered for the post.

EXPRESSIONS OF INTEREST

4.  Where there is an expression of interest in the post, a meeting will be arranged between the member of staff, accompanied if they so wish by a trade union representative or colleague; the appointing manager and HR Adviser to

· Review of the individual's recorded skills, knowledge, experience, etc., compared to the Person Specification for the post.
· Discuss the suitability of the post in the context of this review. 
· Where there is agreement by all parties that the post is potentially suitable, to make arrangements for a Trial Period, of at least 4 weeks, to enable both the individual and appointing manager make a more informed assessment of suitability. 
4. Any necessary and relevant training and support will be provided during Trial Periods.
5. Where it is determined, by all the parties, at the end of the Trial Period that the post and potential post holder are suitable the member of staff will be re-deployed at the earliest opportunity.
6. If at the end of the Trial Period and after a discussion between all the parties involved, the individual and/or the School/Department do not consider the vacant post to be suitable for re-deployment, the member of staff will be returned to their previous post with earnings protection for the remainder of the 4 year period or until such time as a suitable alternative post arises. 
7. A member of staff that is successfully re-assigned to an alternative post, commensurate with their previous grade, will re-enter the grade band at the same incremental point as at the time the protection applied.
APPENDIX 2

OUTLINE OF PENSION PROTECTION PROVISIONS

LOCAL GOVERNMENT PENSION SCHEME (LGPS)

1. A Certificate of Protection of Benefits will be issued by the University to those staff who are members of the LGPS and who, through no fault of their own, have had a permanent reduction in earnings, or have been reduced in grade, with salary protection.

2. The details of protection will be sent by the University to the LGPS.
3. Members have then to indicate to the LPGS whether they: 

i) Wish their benefits to be index linked based on salary before it was subject to protection, or

ii) To have a separate set of pension records created.
TEACHERS’ PENSION SCHEME (TPS)

1. No protection is provided under TPS regulations for staff whose salaries are protected as a result of a down grading.

2. Pension protection under TPS arrangements only applies where a member is down graded and actually receives the lower salary.

Further information on the above arrangements is available from the:

Pay & Reward Administrator, Reward Team, HR Department, Ellison Terrace, City Campus..
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