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1.
Scope

This Policy applies to employees of the Council (except teachers employed under the school teachers’ pay and conditions document and other staff employed by schools), who are redeployed by reason of redundancy or ill health to duties or a post with lower contractual earnings. 

2.
Purpose
The aim of this policy is to: 
(a)   
Reduce the levels of staff leaving the employment of the council through
           redundancy and ill health and the associated costs.

(b) 
Retain the skills and experience of employees who have been identified as
           redundant or who are unable to carry out their duties due to medical reasons. 

(c)
Encourage employees to accept redeployment at lower salary levels where
           appropriate to retain their services.  

3.
Policy

The Council has a legal obligation to seek suitable alternative employment for employees who are declared redundant and to make reasonable adjustments that may include redeployment for employees with disabilities (as defined by the Disability Discrimination Act).  In these cases it is recognised that due to changing circumstances and career type, employees may be redeployed to lower graded posts.  This policy will alleviate the immediate salary impact of this and provide a period of time for the employee to adjust to their changed salary. 

· Protected Pay – This applies only to existing contractual basic rate of pay. This rate is frozen at the commencement of the pay protection and will not be enhanced (e.g. by pay award or increments etc.) within the old grade. (Note: all other conditions of service other than the protected earnings will be those of the new job.)

· Amount of Protection - A maximum of £4,000 in protection will be payable in monthly instalments (pro rata for part-time staff).  Where the difference in pay exceeds £4,000, the employee will receive monthly payments based on one-twelfth of £4,000. The pay protection costs will be borne by the originating Group.

· Length of protection period – Pay protection will be for a maximum period of 1 year for all staff except for those employees redeployed from short-term contracts, where the protection will be for the period of the initial contract.

· Start of protection period - The protection period starts from the date the lower graded work is commenced.  

· End of protection period – At the end of the protection period, the employee will be paid at the maximum salary of the grade of the new job.  For career grade posts this will be the grade within the career grade scale based on the assimilation criteria.

Protection of earnings will cease before completion of the protection period where:

i. Subsequent pay awards result in the rate of pay attached to the substantive grade of the post becoming equal to or exceeding the protection “frozen” pay level.

ii. The employee is redeployed or promoted to a post where the pay level is at or above the protected salary.
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