LUU Pay Protection Policy 

Introduction

LUU has introduced Job Evaluation as a way of ensuring internal equity across a diverse range of roles and the wish to ensure equal pay between genders. 

It is recognised that whilst it is LUU’s desire to bring about full equality across all staff there is also a responsibility to individuals to ensure fair treatment which includes the application of pay protection.  Pay protection arrangements are designed to protect individual salaries allowing an easier transition to new rates of pay whilst maintaining the principles of equal pay for work of equal value.

This policy is specifically designed to apply to individuals whose roles have been ‘red circled’ as a result of the implementation of job evaluation.  Red circling exists where the outcome of a job evaluation role analysis is that the rate of pay or grade for that role is lower than the rate of pay or grade currently received by the individual job holder.  This policy does not apply to staff who are affected by other organisational changes such as re-structures.

It is understood that no staff are currently on pay protection arrangements and therefore this policy should apply to all staff with effect from 01 August 2010.

Re-deployment

Individuals who have been red circled will have the opportunity to create a personal development plan which is specifically designed to support them in achieving a role at a higher grade i.e. one commensurate with their salary and grade before job evaluation.  The personal development plan would be devised in conjunction with their line manager and support offered by the manager to achieve the plan.  This support may take the form of secondments, training courses, online learning, special projects or coaching.  This list is not exhaustive.

Where appropriate and with the agreement of the member of staff this may include supporting them in seeking employment outside of LUU where suitable opportunities within LUU are deemed to be limited.

LUU is supportive of internal promotions and therefore commits to ensuring internal vacancies and opportunities are publicised to staff giving them every opportunity to apply.  Due to the size and structure of LUU no guarantees can be given however, that alternative posts will become available, or that staff under pay protection will be successful in obtaining these posts.  

In the event that red circled staff are required to carry out additional duties which are commensurate with their higher grade, e.g. on a temporary ‘acting up’ basis where these are not sufficient to warrant re-grading then no additional payment will be made. 

Details of Protection Arrangements

Salaries will be protected as a spot salary, the salary received by the member of staff at the point the protection arrangements begin.  The member of staff will receive no incremental progression during this time but will receive cost of living increases that are due.  Salaries will be protected on the exact rate of pay the member of staff currently receives and staff will only be assimilated onto the new pay scales at the end of their pay protection.

The start date of the protection is the date at which the grade change becomes effective.  The protection will be at 100% of salary for the full duration of the period of protection and will remain in place for up to 3 years.  Protection arrangements will only come to an end in advance of the 3 year period if 

The member of staff leaves
The member of staff successfully self applies for an alternative post in LUU 
Something else happens to increase the rate of pay for that member of staff up to the pre-evaluation level.

When the pay protection ends the member of staff will revert to the top increment.    

Pension Arrangements (where applicable)

During the period of pay protection, pension contributions from both the member of staff and LUU will continue at the level appropriate to the higher protected salary.  Once the period of pay protection ends the pension contributions will reduce to reflect the lower salary.  Staff are advised to contact the pensions department to seek further advice on the impact of their pension.


If you have any questions on this paper please contact Antonia Frezza on 0113 3801201 or email a.frezza@luu.leeds.ac.uk

