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1 Executive Summary 
 
The Isle of Wight NHS Trust operates within a changing environment where advances 
in clinical practice, Government policy and many other issues will impact on the nature 
and scope of the services we provide.   
 
This may well necessitate changes within the Trust to enable it to continue to provide 
the highest standards of healthcare within the resources available.   
 
This policy addresses those circumstances where, through organisational change 
required by the Trust, individuals are required to make changes, which will affect their 
level of earnings, such as changes in hours of work or grade of post. 

2 Introduction 
 
This policy has been formulated to afford protection of earnings or employment 
conditions to any employee who: 
 

• As a consequence of organisational change, is required to move to a new post, 
or make changes in the current post, which attracts a lower basic wage or 
salary, suffers a reduction in basic hours worked within the standard working 
week or suffers a reduction in total/pensionable earnings as a result of these 
changes. 

 

• Is in a post, which, because of changes to required duties, attracts a lower 
wage/salary than previously attributable to that post. 

3 Definitions 
Reduction in earnings; the level of pay before and after the effective change should 
be calculated taking account of all elements of pay detailed below: 
 

• Basic pay including any contractual overtime: plus 

• Recruitment and retention premia: plus 

• High cost area supplements: plus 

• Shift allowances and other payments related to working outside normal 
hours: plus 

• On call payments: plus 

• Bonus payments. 

4 Scope 
 
The protection arrangements contained in this policy apply to all full and part time 
staff. 
 
Protection of earnings or employment conditions will not be afforded to any employee 
required to accept a post on a lower grade and/or attracting less favourable conditions 
for reasons of poor performance where improvements have not been forthcoming 
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despite disciplinary action or where continuation in the role would be detrimental to 
the service. 

5 Purpose 
 
This policy addresses those circumstances where, through organisational change 
required by the Trust, individuals are required to make changes, which will affect their 
level of earnings, such as changes in hours of work or grade of post. 

6 Roles and Responsibilities 

6.1 Line Manager Responsibilities 
Managers will ensure that this policy is applied in all cases of organisational change 
where individual staff suffer a detriment as a result of that change. 
 
Managers will ensure that appropriate paperwork is completed to inform payroll of the 
protection arrangements for individual staff. 
 

6.2 People Services Responsibilities 
Representatives from the People Services Function will provide advice and guidance 
to line managers and employees on the application of this policy. 

7 Policy detail/Course of Action 
 

7.1 Reduction in earnings 
 
In the case of individual staff whose regular pay will be lower as a result of a change 
of post or change in current post as a result of organisational change, the following 
protection arrangements will apply: 
 
The level of pay before and after the effective change should be calculated taking 
account of all elements of pay detailed below: 
 

• Basic pay including any contractual overtime: plus 

• Recruitment and retention premia: plus 

• High cost area supplements: plus 

• Shift allowances and other payments related to working outside normal 
hours: plus 

• On call payments: plus 

• Bonus payments. 
 
The level of pay for the purpose of this calculation will be the average of the payments 
in the original post over a reference period of 12 weeks or 3 months ending at the 
effective change date, except: 
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• Where this period includes the annual pay award or an annual 
increment, the protected amount should be adjusted as if that award or 
increment had applied throughout the reference period. 

• Where the shift allowance or payments for working outside normal 
hours vary over a rota, which is longer than 3 months, the average over 
the full rota should be used. 

• Where bonuses are paid less frequently than monthly an average over 
the last 12 months should be used. 

• Where the employee is on Maternity Leave, Adoption Leave or Long 
Term Sickness absence when the last period of full pay will be used. 

 
Where the combined value of payments before the change remains greater than the 
combined value of the payments after the change, the former level of pay will be 
protected for a period of eighteen months on a mark time basis.  These protection 
arrangements apply to the combined value of payments before and after the change, 
not to individual pay components. 
 
If standard hours change during the period of protection, or if a member of staff 
reduces his or her hours of work or level of unsocial hours working, the protected level 
of pay will be recalculated. 
 
The period of protection will end when the total level of payments under the new 
system exceeds the level of protected pay or when the protected person changes 
jobs voluntarily, or at the end of eighteen months, whichever is the sooner. 
 
As soon as possible during the period of protection, the skills, knowledge and role of 
staff subject to protection will be reviewed to establish whether they could be re-
assigned to a higher weighted job or offered development and training to fit them for 
a higher weighted job. 
 

7.2 Reduction in hours 
 
In the case of individual staff whose regular hours of work will be lower as a result of 
a change of post or change in current post as a result of organisational change, the 
original hours of work will be protected for a period of eighteen months.  
 
The period of protection will end when the protected person changes jobs voluntarily, 
or at the end of eighteen months, whichever is the sooner. 
 
As soon as possible during the period of protection, the hours of work will be reviewed 
to establish whether any increase in hours is possible up to the same level as the 
original post. 
 

7.3 Change of Work Location 
 
Where an employee is required to move location as a result of organisational change, 
travel costs to and from work, in excess of those previously incurred will be 
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reimbursed for up to a maximum of eighteen months, provided the additional journey 
is in excess of 3 miles each way, calculated using the most direct route. 
 
Should the employee move home during the period of protection to a venue closer to 
the place of work, the claim must reflect the new position. 
 

7.4 Car Parking Charges 
 
Where an employee is required to move location as a result of organisational change 
from a work base where no parking charges apply to a base where a parking permit 
is required the employee will be responsible for the cost of any required permit. 
 

7.5 Effect on Pension 
 
Under the provisions of the 1995 and 2008 sections of the NHS pension scheme, an 
employee, whose pensionable pay is reduced due to an organisational change may apply to 
preserve their pension benefits, based on the previous level of pay.   
 
Employees who wish to consider this option should contact SBS for advice, preferably before 
transfer to the new post as this needs to be actioned with the Pension Agency within 3 months 
of the reduction in pensionable pay.  Where pay is protected for a specific period, protection 
can be requested at the beginning and at the end of the pay protection period. 
 
More information is available is available from the NHS Business Services Authority: 
 
www.nhsbsa.nhs.uk/pensions.aspx 
 

 

7.6 NHS Pension - Special Class Status 
 
Special Class status is a historical provision awarded to certain professions, which, 
subject to qualifying criteria being met, allows a member to retire at age 55 without a 
reduction to their benefits. 
 
Advice should be sought from the Pension Team on what, if any impact there will be 
in relation to an employee’s eligibility for special class status. Further information can 
be obtained from the NHS Pension Agency website. 

8 Consultation 
 
 
This Policy will be consulted via Partnership Forum which includes CUPAC members and 
JLNC. It will be published on the corporate draft policy site and notification will be in the e-
bulletin 
 

9 Training 
 

http://www.nhsbsa.nhs.uk/pensions.aspx
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This policy does not have a mandatory training requirement; however, the Trust 
recognises the importance of appropriate training for staff. If any clarification in relation 
to this policy is required, please contact the People Services Function. 

10 Monitoring Compliance and Effectiveness 
 
It is the responsibility of all line managers to ensure that they implement this policy 
when managing an organisational change situation.  Any issues or concerns relating 
to the implementation/application will be escalated through the appropriate 
management structure.  

 
The People Service Function will provide advice and guidance on the application of 
the policy.  

11 Links to other Organisational Documents 
 

• Organisational Change Policy  

• Redeployment Policy 

• Agenda for Change Terms and Conditions Handbook  

• Medical Practitioners Terms and Conditions of Employment  

12 References 
 
www.nhsbsa.nhs.uk/pensions.aspx 

13 Appendices 
 

 
Appendix A Financial and Resourcing Impact Assessment on Policy Implementation 

 

Appendix B Equality Impact Assessment (EIA) Screening Tool 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

Appendix A 
  

http://www.nhsbsa.nhs.uk/pensions.aspx


 

Protection of Earnings Policy and Conditions of Service Policy  
Version No.6.0   Page 9 of 12 

Financial and Resourcing Impact Assessment on Policy Implementation 
 

NB this form must be completed where the introduction of this policy will have either a 
positive or negative impact on resources.  Therefore this form should not be completed 
where the resources are already deployed and the introduction of this policy will have no 
further resourcing impact. 

 

Document 
title 

Protection of Earnings and Conditions of Service Policy  

 

Totals WTE Recurring  
£ 

Non 
Recurring £ 

Manpower Costs   0 0 0 

Training Staff  0 0 0 

Equipment & Provision of resources  0 0 0 

 
 
Summary of Impact:  
 
Risk Management Issues:   

Benefits / Savings to the organisation:   
 
Equality Impact Assessment 
 
▪ Has this been appropriately carried out?    YES/NO  
▪ Are there any reported equality issues?    YES/NO 
 
If “YES” please specify:  
 

Use additional sheets if necessary. 
 
 
Please include all associated costs where an impact on implementing this policy has been 
considered.  A checklist is included for guidance but is not comprehensive so please ensure 
you have thought through the impact on staffing, training and equipment carefully and that 
ALL aspects are covered. 

Manpower WTE Recurring £ Non-Recurring £ 

 
Operational running costs 

0 0 0 

    

Totals: 0 0 0 

 

Staff Training Impact Recurring £ Non-Recurring £ 

  0 0 

Totals: 0 0 

 

Equipment and Provision of Resources Recurring £ * Non-Recurring £ 
* 



 

Protection of Earnings Policy and Conditions of Service Policy  
Version No.6.0   Page 10 of 12 

Accommodation / facilities needed 0 0 

Building alterations (extensions/new) 0 0 

IT Hardware / software / licences  0 0 

Medical equipment 0 0 

Stationery / publicity 0 0 

Travel costs 0 0 

Utilities e.g. telephones  0 0 

Process change 0 0 

Rolling replacement of equipment 0 0 

Equipment maintenance 0 0 

Marketing – booklets/posters/handouts, etc 0 0 

   

Totals: 0 0 

 

• Capital implications £5,000 with life expectancy of more than one year. 
 

Funding /costs checked & agreed by finance: 0      

Signature & date of financial accountant: 0 

Funding / costs have been agreed and are in place: 0 

Signature of appropriate Executive or Associate Director: 0 
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Equality Impact Assessment  
 
This Equality Analysis is a written record that demonstrates that you have shown due regard to the 
need to eliminate unlawful discrimination, advance equality of opportunity and foster good 
relations with respect to the characteristics protected by the Equality Act 2010. 
 

Name of policy/procedure Protection of Earnings and Conditions of Service Policy  

Date of assessment: 28 July 2022 

Responsible department: People Services 

EIA Author:  ER Manager 

Intended equality 
outcomes: 

This policy addresses those circumstances where, through organisational change 
required by the Trust, individuals are required to make changes, which will affect their 
level of earnings, such as changes in hours of work or grade of post. 

 

Who was involved in the consultation of this document? 

 

Date Forum 

28/07/2022 Chair of Staff Side  

  

  

  

  

  

 
Please describe the positive and any potential negative impact of the policy on service users 
or staff.  
 
In the case of negative impact, please indicate any actions to mitigate against this by 
completing stage 2. Supporting Information can be found be following the link: 
www.legislation.gov.uk/ukpga/2010/15/contents 
 

Protected 
Characteristic 

Equality Analysis EIA Impact 
(Positive/Negative) 

Age Policy will not impact more or less favourable.  

Disability Policy will not impact more or less favourably.  

Gender reassignment Policy will not impact more or less favourable.  

Marriage & civil 
partnership 

Policy will not impact more or less favourable.  

Pregnancy & maternity Policy will not impact more or less favourable.  

Race Policy will not impact more or less favourable.  

Religion/Belief Policy will not impact more or less favourable.  

Sex Policy will not impact more or less favourable.  

Sexual orientation Policy will not impact more or less favourable.  

 
 
Stage 2: Full impact assessment 
 

What is the impact? Mitigating actions Monitoring of actions 

http://www.legislation.gov.uk/ukpga/2010/15/contents
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