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Assimilation of individual staff to new pay structures

1
General

A major aim of the reward strategy, underpinned by job evaluation, is to ensure equal pay for work of equal value.  Indefinite or extended periods of protection of salary could lead to pay inequities, which may have equal value implications.  Similarly, if different protection arrangements are in place for different staff groups this will contradict equal pay principles.  The Arbitration & Conciliation Advisory Services supports limited pay protection and the Equal Opportunities Commission supports pay protection for “reasonable” periods of time, but not protection which supports the pay differences between men and women over more than a “reasonable phased in period of time”.
Outlined below are the assimilation principles that will apply at Heriot-Watt University.  The University seeks to build upon the basic assimilation arrangements set out in the National Framework Appendix F.
Assimilation will depend on how an individual’s current substantive salary (current pay) relates to the pay range for the grade (pay for grade) of their present post as that has been determined following role analysis.
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Where current pay matches pay for grade
a) The individual will be paid at the point on the new pay spine equal to or immediately above their current pay; and the individual’s grade will be confirmed forthwith.
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Where current pay is lower than pay for grade ( green circle)
a) The individual will be promoted to the appropriate higher grade and will be paid at the bottom of the pay range for that grade;
or
b) By agreement between the individual and Head of School/Section the responsibilities of the post will be reduced such that (following re-evaluation of the post) the grading of the post is reduced to a grade consistent with the job evaluation score;
or

c) By agreement between the individual and Head of School/Section, the individual moves to another post at the lower grade (if available)
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Where current pay is higher than pay for grade ( red circle)
By agreement between the individual and their Head of School/Section the responsibilities of the post will be increased such that  (following re-evaluation of the post) the grading of the post is increased.  On some occasions this may be possible to take with immediate effect.  However if not the following procedure will apply.
a) The Head of School/Section and the individual will seek to agree a role development plan for a period of up to two years, designed to expand and develop the role so that it meets the profiles of the higher (protected) grade.
b) To ensure that assimilation to the higher (protected) grade is possible the agreed role development will be evaluated before the individual commences working to the plan.

c) If it is not possible to assimilate the role to the higher grade by the end of the role development plan the Head of School/Section and the individual will agree a personal development plan.  This personal plan will operate over a maximum of two years and will be designed to assist the role holder being sufficiently skilled to seek transfer to a post at the protected grade should one become available.  Pay protection would continue until the end of the second plan.

d) The individual and the Head of School/Section can agree to the ending of the role development plan, and its immediate replacement with a personal development plan at any time.  This personal development plan would end no later than four years after the start of the pay protection period.  Pay protection would continue throughout the life of this plan.

e) In cases where it is not possible to use a role development plan a personal development plan will be agreed by the individual and Head of School/Section for a period of up to four years.
f) Individuals whose salary is protected will be required to undertake all duties which were a requirement of the post prior to the role evaluation.
g) Throughout the operation of the personal development plan the University will seek to identify vacant alternative roles that might permit the employee to move to that role and thereby to confirm the higher (protected) grade but in an alternative post.    The University may use such means as preferential interviews and short term secondments to facilitate the transfer of an employee

h) During the period of protection, individuals may not unreasonably refuse to undertake duties commensurate with the higher (protected) grade.
i) At the end of the personal development plan , where appointment to the higher (protected) grade is not possible in either the current role or alternative role, the current role will be assimilated to the highest pay point below the contribution threshold in the grade identified by job evaluation.

j) Appropriate adjustments may be needed where an individual’s current pay includes an attraction and retention premium either through a cash addition or through appointment to a higher grade.

k) Some points on the grade structure will exist for assimilation purposes only for a period of four years after which they will be reviewed.
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Protection arrangements for red circling
a) The salary will remain at the scale point assimilated to (as at date of implementation) for a period of up to four years, with no further incremental progression.  Cost of living awards (annual pay uplift) will be payable on the same basis as agreed for other staff in this grade
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� As per Policy on Market Supplements


� As per agreed Grade Structure





PAGE  
1
Assimilation Policy – Final

19/07/2007

