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New Terms for New Starters and 

Promotions 

 

Frequently Asked Questions 

 
1 General/Background 

Exactly which staff groups does this apply to? 
 
This will apply to all staff who are currently employed under Civil Service or Whitley Council 
terms and conditions of service or in employment groups which are directly analogous to 
Civil Service of Whitley Council pay scales.  For example, this will include staff in the PSPA, 
Public Transport and Port Services. 
 
How will the new terms apply to civil servants and other employees of the Manx 
Utilities Authority and Local Government manual workers? 
 
The Office of Human Resources is liaising with both the Manx Utilities Authority and Local 
Government employers to ensure that there is a consistency of approach. 
 
The Manx Utilities Authority are negotiating their own new terms for new starters, but until 
such times as this is negotiated  and agreed (if after 1st April 2016), then the new terms for 
new starters and promotions will equally apply to civil service and Whitley posts within the 
MUA. 
 
Current proposals are that Local Government manual workers will continue to be employed 
under the Whitley Council Terms and Conditions of Service or in future by analogy to the 
Public Service Commission Terms and conditions of service therefore these arrangements will 
apply.  
 
What about posts transferred in from other employment groups in future? 
  
Existing post holders who transfer in to the Civil Service/Whitley Council/or PSC after the 
new arrangements commence, will transfer to the new scales (with no detriment to pay), 
and where their existing terms and conditions are the same or similar to either Civil Service 
or Whitley, then these provisions would be protected in accordance with normal processes 
for such transfers.  As a rule we will be sensitive to individual cases and would ensure 
wherever possible that whatever protection arrangements apply, are achieved by agreement. 
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2 Pay and Pay Protection for existing staff 

I’ve heard some people talk about red circling and grandfather rights.  What do 
these expressions mean?  
 
Red Circling refers to pay protection for a group of staff who are being paid at a rate higher 
than other staff of the same grade, usually where new terms and pay are introduced at a 
lower rate.  Red circled employees are paid on ‘obsolete’ scales which are ‘protected’. 
 
The term ‘grandfather rights’ is also used in similar circumstances.   
 
As an existing member of staff, how long will my terms and pay be protected? 
 
Existing pay, terms and conditions will be permanently protected for existing staff that stay 
on the same grade, unless at any time in future through negotiations with your unions, any 
further changes are agreed. This is no different to current arrangements for collective 
bargaining. 
 
The only exception to this would be if you are promoted, having applied for a new role on 
the new scales, in which case your existing terms and conditions (such as overtime, sick 
leave, annual leave etc.) will be protected, but you would move onto the new pay scale for 
your new grade. 
 
Will existing staff still receive cost of living rises? 
 
Negotiations for annual pay awards will continue after implementation of the new terms for 
new starters, and any increases to the scales will be applied to both existing and new staff. 
 
Will existing staff continue to receive their annual increments? 
 
Yes.  Until staff reach their existing scale maximum they will continue to receive their annual 
increments. 
 
What is going to happen with the rule on awarding increments subject to a 
satisfactory PDR?  Also, will this apply to Whitley staff? 
 
The draft agreement states “Employees will progress incrementally on an annual basis to the 
maximum point in their pay scale, provided their performance is satisfactory and they 
demonstrate the agreed knowledge and appropriate skills.” The arrangements to implement 
this for Manual and Craft Workers are under discussion. 
 
Will pay protection apply to staff who are seasonal – i.e. return to new jobs on an 
annual basis? 
 
This is unlikely if there is a break in service as provided for by the Employment Act 2006.  
Most seasonal roles are re-advertised each year.  In such cases they will be advertised with 
the new scales and other new terms and conditions.  However, we will continue to monitor 
the impact this has on recruitment, to ensure that such roles remain competitive. 
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I am on a fixed term appointment.  If this post is made permanent in the future, 
will I be on the new terms or my existing terms? 
 
In these circumstances, you would retain your existing terms and pay unless there was a 
break in service as outlined above.  The new pay scales only apply to new starters into the 
public service or where existing staff are promoted. 
 
I am on a fixed term promotion.  When I revert to my former grade at the end of 
the appointment, will I be on the new terms or my existing terms? 
 
In these circumstances, you would retain the terms and pay that applied prior to you taking 
up the fixed term appointment.  The new terms only apply to new starters into the public 
service or where existing staff are promoted after the introduction of the new scales. 
 
Will pay protection apply to staff on rolling contracts? 
 
Yes, if there is no break in service 
 
What will happen to local agreements and allowances? 
 
It is intended that where local agreements are in place, these will be retained for existing 
members of staff. For new external recruits and internal promotions, it is proposed to 
consolidate many of these local agreements and allowances into basic pay and assimilate 
such posts on to an appropriate scale within the new pay spine. There are numerous 
examples across the public service already where pay has been consolidated in this way.  
The proposed method of achieving consolidation is to first establish the appropriate scale for 
the post, based on job weight and then assimilate to a higher scale in recognition of varied 
working patterns.  The key principle underpinning this proposal is to ensure flexibility, and 
ensure that all hours worked within a basic 37 hour week, are paid the same rate (weekends 
included). 
 
What will happen if I opt to take a career break? 
 
If you take a career break under an agreement that you will return to the same grade, you 
will retain your existing terms and pay on your return to work.  If, on the other hand, you 
resign from your post, and are later re-appointed into the public service, you would be 
treated as a new starter. 
 
Will apprentices who started their apprenticeships before the introduction of new 
terms for new starters move on to the new terms or the existing terms when 
their apprenticeship ends and they are taken on permanently by Departments? 
 
Apprentices who are appointed to a permanent role will retain their former terms and 
conditions, but will go onto the new salary scales as if they were a promoted, unless there is 
a break in service in accordance with the Employment Act 2006 or they are appointed as 
apprentices after the effective date.   
 
What is Personal Protection? 
 
Where a post is downgraded or re-graded to a lower grade, personal protection is applied to 
protect the pay of the person in the new, lower grade. 
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Which groups are afforded pay protection? The FAQs seem to imply 2 different 
answers. It would be helpful if you could make it clear which groups are 
analogous and therefore protected. 
 
Existing employees will have their terms protected under existing protection provisions. New 
starters will have new protection arrangements.  
 
If I am on a Limited Term Appointment (LTA) and become permanent, would I be 
put onto the new terms? 
 
No, you would remain on your existing terms and conditions providing the terms and 
conditions for the post are the same. 
 
If someone has worked on the Bank working only limited hours and are then 
appointed to a permanent position, would they be entitled to retain their existing 
terms? 
 
No, they would be required to go onto the new terms. 
 
If bank staff work full time hours on a regular basis for a long time, would they 
be entitled to a permanent appointment? Is there a legally required length of 
time when a zero hour contract becomes an implied contract with the associated 
rights? 
 
There is no legal time limit when a bank could become a permanent contract, at present this 
is evidenced through case law at tribunals. Bank staff should not be used fulltime on a 
regular basis.  
Overtime is calculated on ‘basic salary’ – would this be the prior rate or the post 
plussage rate? If it is the post plussage rate, I think that the word ‘basic’ should 
be removed as it is confusing. 
 
If the plussages were consolidated this would become the rate for the job, and overtime 
would be calculated at this rate. 
 
Will the pay scales be kept as ‘core’ scales and more allowances be applied for 
roles that require additional pay, to maintain flexibility? 
 
It is intended that the job weight will be kept stable, however the market rate can fluctuate 
and any retirement and retention rate may be applied for a fixed period and kept under 
renew.  
 

3.  Promotion for existing staff 

 
I have applied for a re-grade of post.  If this is approved after the new terms are 
introduced, on what pay scale will I be paid? 
 
When a post is re-graded this is backdated to the date that the job evaluation was formally 
claimed.  In the above circumstances, if the formal claim was made prior to the introduction 
of the new terms, you would assimilate to the current pay scale for the grade.  Any re-
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grades formally claimed in writing, after the terms are introduced and subsequently 
approved, will assimilate onto the new scales. 
 
If I am promoted onto the new scales, what overtime rates will apply? 
 
It is proposed that those who are promoted/re-graded would retain their existing 
entitlements to overtime. 
 
How will you deal with the fact that some staff of the same grade will be on less 
pay than others and in some cases, managers may be earning less than the 
people they manage? 
 
We are aware of this.  It is clear though that in some areas this happens now, for example 
where there are people working at sites who are employed alongside or managing staff on 
different terms and conditions.  We will be looking at the differentials in more depth and this 
will be taken into consideration.   This process will happen jointly with affected staff and 
Unions. 
 
I am acting up into a higher grade.  If I am permanently appointed to this grade 
after the changes come in, will my permanent appointment be on the new terms 
or my current terms? 
 
In such circumstances you would retain your current pay and conditions. 
 
I am on substitution in a higher grade.  If I am permanently appointed to this 
grade, will my permanent appointment be on the new terms or my current terms? 
 
Yes, this is the same position as above. 
 
Are the rules governing pay progression for substitutions and temporary 
promotions (i.e. limited term appointments to a higher grade) the same as for 
permanent promotions? 
 
Yes they are the same. Employees in post prior to 1 April, 2016 on former pay rates and who 
are temporarily in a higher grade retain their former pay rates and other terms and 
conditions if they: 
 

a) Are permanently promoted to the same grade which they held temporarily, with a 
break of service of one month or less; or 

b) Return to their former substantive position/grade in which case they will be credited 
for any increments earned during the period of the LTA. 
 

Will we attract a suitable calibre of staff following the move to the new terms? 
 
The Isle of Man Government will still be offering very competitive pay and terms when 
compared with similar roles in the private sector and compared to the public sector in the 
UK.  We believe that the Isle of Man Government still offers an attractive career with plenty 
of opportunities.  OHR will keep a watching brief on this to ensure that there are no 
recruitment difficulties. 
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How are we making sure that when people are promoted and move from the old 
scale to the new one, they get a fair increase in their salary? 
 
This issue has been considered in depth and a Minimum Promotion Guarantee (MPIG) will 
apply in these instances. Read on for more information about MPIG 
 
What is MPIG? 
 
MPIG stands for Minimum Promotion Increase Guarantee.    
 
It is the term used to describe the guarantee given as part of the introduction of the New 
Starters & Promotions Pay Scales (NS&P) for Public Services Commission Employees (Civil 
Servants and Manual and Craft Workers) who are in place with effect from 1st April 2016. 
 
The guarantee given is that, where MPIG applies, an individual will receive no less than 50% 
of what they would have otherwise received following promotion, if the pay scales prior to 1st 
April 2016 had been applied.  This is calculated by comparing the top of the individual’s pay 
scale at their current grade with the top of the pay scale for the new grade, both in the 
former pay scales and in the NS&P pay scales. 
 
What is the purpose of MPIG? 
 
The purpose of MPIG is to ensure that individuals on existing pay scales in the Public 
Services Commission (PSC) prior to the introduction of NS&P on 1st April 2016 who wish to 
seek promotion continue to achieve what represents a fair increase in their salary. 
 
Who does MPIG apply to? 
 
MPIG applies only to individuals who are promoted provided they: 
 

a) were employed in a Public Services Commission (PSC) (Civil Service, Manual and 
Craft Worker or analogous role) prior to 1st April 2016  
 

OR  
 

b) are subsequently moved into a PSC role from another employment group as part of a 
restructure, a transfer of undertakings or redeployment on protected terms 

 
MPIG provisions apply for one promotion only, following which any subsequent promotions 
are appointed using the standard NS&P Pay Scale. 
 
Subject to b) above, MPIG does not apply to individuals who are appointed into a PSC post 
on or after 1st April 2016, either from outside of Isle of Man Government or having actively 
applied from an employment group other than the PSC (e.g. MPTC, Teachers).   
 
When does MPIG apply? 
 
When an individual who was in a permanent PSC post prior to 1st April 2016 moves to a role 
in a higher grade than their existing role on or after 1st April 2016 on the NS&P pay scales, 
MPIG is applicable.   
 
Where an individual commences acting up or substituting into a higher grade on or after 1st 
April 2016 and is subsequently appointed permanently, the NS&P pay scales and MPIG would 
apply. 
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Where, following a grading review that was requested on or after 1st April 2016, a role is re-
graded to a higher grade, the NS&P and MPIG would apply.   
 
How is MPIG checked and applied? 
 
When MIPG applies in accordance with the above a check is made by the Office of Human 
Resources (OHR) to ensure that the MPIG promise has been met.  The check is made by 
comparing what the individual would have been paid at the top of scale on appointment to 
their new grade on the former pay scales, with what the individual will be paid at the top of 
the scale on appointment to their new grade on the NS&P scale. 
 
If this comparison confirms that no less than 50% of what would have been received on 
promotion to the former scale will be achieved on promotion to the NS&P pay scale, the 
MPIG has been met and the individual will be appointed on the appropriate point on the 
NS&P pay scale as per the standard promotion rules for that employment group (see PSC 
Civil Service Regulations for specific guidance on civil servants).  This will be the case for 
most promotions as the NS&P pay scales have been constructed taking into account likely 
career progression through the pay scales.  See Annex A for current, known career 
progression steps. 
 
If however, the comparison confirms that the top of the former scales compared to the top 
of the NS&P pay scale represents an increase of less than 50%, the pay scale for that 
particular individual will either be: 
 

a) lengthened up to the next whole spine point that delivers the minimum 50% uplift 
guarantee  
 

OR 
 
on occasions where an additional spine point yields a higher salary than would have been 
achieved on promotion on the existing scales; or would take the grade outside of the pay 
band; or may impact on other higher graded roles, the pay scale for the individual will be: 

 
b) subject to a % uplift which achieves the minimum 50% uplift 

  
Where the additional spine point or % uplift has not already been established as per Annex 
A, this will be applied on a case by case basis and will be authorised by either the Head of 
Employment Services and Payroll or a HR Business Partner. 
 
Will there be a greater incentive when posts become available to recruit 
externally, rather than internally if budgets remain under considerable pressure. 
 
We will insist that recruiting managers continue to appoint people on merit, based on 
qualifications, experience, skills etc. and posts will continue to be advertised internally, in 
most cases, before external recruitment is progressed, in accordance with longstanding 
Council of Minister’s policy. 
 
Will managers be tempted to grant overtime to new starters rather than existing 
staff? 
 
This will be actively monitored and discouraged.  It will not be acceptable for managers to 
allocate duties and responsibilities other than on business need. 
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I am not on the Civil Service Scale.  If I wish to progress through Government 
and move to another Department will I be classified as a New Starter and 
therefore subject to these new terms?   
 
In the main, if you become a new starter within a Civil Service or Whitley post (or an 
analogous post)  applying for such a role, having previously been in a different employment 
group, then yes, you would move into the new pay scale and the new conditions of service 
(e.g. if a nurse chooses to become an AO).  There are some exceptions to this though and 
these are covered in the NTNS&P Agreement at paragraph 1.2. 
 
What about posts that were advertised before 1st April, but the appointment does 
not start until after? 
 
The new terms for new starters and promotions will only apply, subject to approval, to posts 
advertised after 1st April 2016 and not to currently advertised posts. 
 
If an application has been made for a JEGS review, what would happen if this 
review crossed over the implementation date for the new terms for new starters? 
 

The date that will be taken into account would be the date that the application is made, not 
the date that the paperwork is filled in. 
 
A lot of staff are working beyond their grade to get the work done. 
 

It may be that they would have a strong case for a re-grade. However, for the post to 
warrant a re-grade demonstration of additional responsibility, skills, knowledge would be 
required, rather than doing more of the same as it is the weight of the role that is assessed 
not how busy the role is.  This has always been the case and continues to be so. 
 
If I moved from Civil Service to the PSPA would I have to go onto the new terms? 
 
No, if the move was at the same grade. This would be a level transfer and there would be no 
detriment to you. If it was a promotion then the new pay scales will apply.  Do we need to 
reference analogous here or, if analogous groups are covered elsewhere could we delete this 
– seems very specific question 
 
If someone is promoted, could they end up with nowhere to go (no further 
promotional prospects)? 
 
MPIG may impact on the benefit of a subsequent promotion.  This would be more likely with 
Whitley scales, which is why plussages have been applied in the past.  An Industrial JEGS 
process will look at how Whitley posts are graded. 
 
Could a new starter’s salary ever overtake an existing employee’s salary? 
 
No.  All pay scales will be uplifted together.  Scales will be shorter, with a bigger percentage 
between points, and it is hoped that people would start to look at promotions earlier, when 
they reach the top of the scale. 
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4. Transfers for existing staff 

 
If I transfer to a new job at the same grade in another Department, will I take a 
pay cut? 
 
No.  You will retain your existing pay, terms and conditions and existing arrangements for 
incremental progression. 
 
I am currently employed on Education Support staff terms and conditions.  If I 
move sideways to a job at a similar salary level but within the Civil Service, will I 
have to move on to the new terms as a new starter? 
 
This depends on the terms and conditions you are currently employed under.  If you were 
employed on either Civil Service or Manual and Craft Workers’ terms and conditions (now 
PSC terms and conditions) or on terms analogous to these groups you would be treated as 
an existing PSC employee.  If the move is the equivalent of a promotion, then you would 
retain your existing terms and conditions, but move up onto the new pay scales as a 
promotee.   
 
If you are employed on any terms and conditions other than PSC terms and conditions then 
you would be treated as a new starter and all the provisions for new starters would apply.’ 
 
In exceptional circumstances consideration may be given to the protection of an individual’s 
terms and conditions of employment. 
 
If you move from part time contract to a full time contract for the same role 
would this cause you to be put on the new conditions even though it is not a 
promotion? 
 
No, you would retain your existing grade and pay scale. 
 
How will this work if there is another Transfer of Functions with staff moved to 
new Departments – will that trigger a move to the new pay scale? 
 
No. There have been some cases in recent years where staff have transferred to new 
employment groups as a result of restructuring and in all cases pay has been protected, and 
where there have been minor differences agreement has been achieved with the staff 
concerned through proper negotiation. 
 
Would the new terms for new starters’ agreement apply to UK NHS Whitley staff? 
 
No as this is currently applicable to Civil Servants and Whitley Council staff.  It could be 
applied in the future for this group of staff but not without negotiation. 
 
Would existing re-grading therefore apply for UK NHS staff? 
 

Yes, existing re-grading schemes for this employment group would apply until any new 
process was negotiated. 
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With regard to the MUA – there are staff who are on Whitley Council, Civil Service 
and MEA terms and conditions. Those on MEA contracts or terms and conditions 
are not provided protection in the way that their colleagues in the other two 
groups are. These employees need this protection now. 
 

Staff on MEA terms are not one of the employment groups which have been identified to 
move into the PSC. However, if at some future time it was agreed that they would join the 
PSC the staff on MEA terms and conditions would have those terms and conditions protected 
by virtue of Section 8 of the PSC Act. Further work needs to be undertaken to determine the 
best way forward for the MUA. 

Who would be part of a JEGS exercise? How will posts move onto the new pay 
scales as they become vacant? 
 
Please see Annex 2 of the NTNS&P Agreement on the NTNS&P webpages which covers the 
assimilation and verification of grade procedures. 
 

5. Attracting and retaining staff  

What incentive is there to recruit internally on the old terms as opposed to 
getting a new starter in on the new terms? 
 
The purpose of recruitment is to employ the most suitable person for the role.  Most Civil 
Service posts have been advertised internally in the first instance for some time, and there is 
no intention for this to change, unless there is a need to attract skills not available internally.  
 
What will the impact be on recruitment, and how will the Government attract 
quality people? 
 
As stated above, Isle of Man Government still offers a competitive and attractive package for 
people who are looking for career opportunities.  We have looked carefully at the pay in the 
private sector and the public sector elsewhere and believe that the Isle of Man Government 
will still be able to attract quality people. 
 
Is this the right time to be making these changes?  The economy is turning a 
corner and private sector salaries will start to rise, making the public sector a less 
attractive option. 
 
We believe that this the right time to be making changes to terms and conditions if we are to 
preserve jobs, and we remain committed to keeping the public sector as an attractive career 
choice.  As indicated elsewhere in this document, salary scales will be kept constantly under 
review to ensure that the public sector remains competitive compared to the private sector.   
 
Will we need to start recruiting people from outside the Isle of Man? 
 
There is no evidence to suggest that there is a need to start recruiting people from outside 
the Isle of Man, other than in those occupations where recruitment needs to attract skills in 
short supply that are not readily available on the island – such as in Health and Social Care. 
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How does the implementation of new terms for new starters tie in with 
encouraging young people to return to the Island, especially young graduates? 
 
Market rating in some jobs will still need to apply to encourage people to apply. In general, 
public sector salaries in the Isle of Man compare favourably with the private sector. 
 
If it is identified with a vacant post that market rating should apply, would all 
other identical posts benefit from this? 
 
If the weight of the job changes upwards, all other identical posts would receive the same 
uplift.  If the weight of the job changes down, all other identical posts would be protected. 
The aim would be to achieve the correct pay and grading for all posts to achieve equal pay 
for equal value.  When vacant posts are evaluated, the existing post-holders will be 
encouraged to contribute and participate in this process. 
 
What is the position with regard to ‘hard to recruit’ posts – will these go onto the 
new scales as well? 
 
Ten percent to twenty percent of jobs may need to have market adjustments e.g. social 
workers which are difficult to recruit even on current terms. It would not be practical to 
reduce these salaries as it would make recruitment impossible. 
 
What if you are trying to recruit to hard to fill positions, where the industry norm 
is for a leave entitlement of 30 days? Do you intend to introduce the reduced 
leave entitlements anyway? 
 
It is intended, when considering market rated salaries for certain groups, to also consider 
wider elements of reward, including leave entitlements. .  
 

6. Reversion after introduction of new 

terms for new starters  

If I am promoted to a limited term post, what will happen at the end of the LTA if 
I am not confirmed in post and have to revert to my substantive grade?  
 
In these circumstances, you would revert to the existing pay and terms for your substantive 
role. 
 

7. Job Evaluation 

You talk of vacant posts being assimilated onto the new scale. What do you mean 
by this? Will all posts be subjected to JEGS or Industrial JEGS? What would 
trigger such a review? 
 
Not all jobs will need to be formally evaluated. If a job is in the general service, for example 
an AO or EO etc, it is clear where these jobs will fit on the new scale. However, if there is 
uncertainty with regard to which grade to allocate a particular job, it may be necessary to 
review that job. If a grade allocation was challenged this would be reviewed and a joint 
panel would consider the matter. 
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Job evaluation on vacant posts – how do you see that working in practice?  
Would it be the same process as existing? 
 
The long term plan is to look at pay and grading of all posts using the full JEGS software to 
manually match the job.  Some Whitley posts with supplementary plussages and some 
departmental posts may need evaluating in more depth.  
 
Civil Service and Whitley jobs are currently subject to different systems of 
evaluation.  How will jobs be placed into the right grades in future?   
 
We are looking to introduce a job evaluation system that is similar to the Job Evaluation and 
Grading system (JEGS) that is currently used for civil service grades below the Corporate 
Leadership Group grades that will incorporate additional evaluation for manual workers. 
 
Will incumbent staff be involved in the job evaluation process when their jobs are 
due for evaluation? 
 
The priority will be given to evaluating jobs where they become vacant, so that they can be 
advertised at the appropriate grade and scale in the new pay structure. Where this 
potentially impacts on other jobs filled by existing staff, those staff will be involved in the 
process. 
 
What will happen if the job evaluation process leads to a significant number of 
jobs being upgraded? 
 
This is unlikely to happen unless there has been a significant change in the role leading to an 
increase in duties or responsibilities.   
 
Where can information about the job evaluation process be found? 
 
This information will be available once the new system is finalised. 
 
Can the findings of the job evaluation panel be challenged or appealed? 
 
Job evaluation is a rigorous and objectively audited process.  It is likely that the system will 
be similar to the existing JEGS process (except for CLG groups which will retain the JESP 
evaluation system).  The current system does allow for an appeal of the evaluation. 
 
Who will conduct the job evaluations? 
 
Job Evaluation is a skilled process undertaken by trained HR staff with input from the staff 
member and their line manager. It has been agreed that the unions will be involved in the 
process for assimilation of roles in to the new scales and the mechanics of how this will 
operate are currently under consideration. 
 
How will so many job evaluations be done in such a short time?  Will the process 
be rushed? 
 
It is not intended that every job will be evaluated before the new terms for new starters are 
introduced.  Jobs will be reviewed as they become vacant, and if a job evaluation is deemed 
necessary this will be carried out before the post is advertised.   
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It should be noted that the purpose of job evaluation is to assess the job weight and 
responsibilities of the role, which then determines the appropriate ‘grade’ of the post.  This is 
separate from the salary that is deemed appropriate for the post.  
 
 

8. Impact of Equality Legislation 

How will this all be affected by the introduction of Equality legislation? Could the 
differences in salary between new starters and existing staff amount to 
discrimination? 
 
An Equality Bill has recently been subject to an extensive consultation exercise and is being 
considered via the legislative process. The main area that is of relevance as far as pay is 
concerned, is the concept of ‘equal pay for work of equal value’. This means that men and 
women who are carrying out work that is considered to be of ‘equal value’ have the right to 
be paid the same. In practice, very different types of jobs can turn out to be of equal worth 
or value when analysed in terms of the demands made on the employee.  However, this is a 
complex legal area. 
 
The implications of this are not just restricted to the Equality Bill. Equal Pay provisions for 
like work (but not equal value) already exist on the Island as part of the Sex Discrimination 
Act. However, the employer has a defence if the introduction of a pay protection policy for 
existing staff is a proportionate means of achieving a legitimate aim and was due to a 
genuine material factor that is not the difference in sex. 
 
We are advised that we could demonstrate that the difference in pay was due to a material 
factor unrelated to the sex of the employees in question.  In this instance, the material 
factor would be the protection of pay and terms for a large number of public servants, 
irrespective of their gender, in order to achieve the aims of sustainability and affordability. 
 

9. Changes to sick pay scheme 

What are the new provisions for the sick pay scheme? 
 
Refer to the Management of Sickness Absence Policy and Guidance at 
www.gov.im/lib/docs/hr/Sickness_Absence/managementofsicknessabsenceendor.pdf  
 
Employees absent from work owing to illness will be eligible, to receive sick pay in 
accordance with the following scale  

 during the first year of service – one month’s full pay and one month’s 
half pay. 

 during the second and third years of service – two months’ full pay and 
two months’ half pay. 

 after completing three years of service – three months’ full pay and three 
months’ half pay in any 12 month period. 

 
Sick pay will be limited to a maximum of six months’ pay in the four year period preceding 
the date of the commencement of the absence.  
 
 
 

http://www.gov.im/lib/docs/hr/Sickness_Absence/managementofsicknessabsenceendor.pdf
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The calculation date will be the first day of the current absence. 
 

In the event of employment coming to an end, eligibility to sick pay ceases from the last day 
of employment. Sick pay is calculated on the basis of basic pay.  Full pay needs to be 
inclusive of any statutory benefits (so as not to make sick pay greater than normal working 
pay). The combined addition of incapacity benefit to half pay must not exceed full pay. 
 
Sickness for any reason resulting from an accident at work will not count for the employee’s 
sickness and absence record, however, the period taken will be recorded as a separate 
sickness due to industrial injury once it has been proven the injury is a direct result of an 
accident in the workplace.  

 
An employee on authorised absence with reduced pay or no pay because of an injury or 
disease wholly or mainly attributable to their employment may qualify for Temporary Injury 
Allowance (TIA). TIA is subject to income tax and National Insurance deductions. 
Entitlement to TIA is decided by the claimant’s employer. Applications for TIA should be 
made by the employee to their line manager.  In the event that a claim is rejected an appeal 
against any decision can be referred to the Public Sector Pensions Authority.  
 

10.  Changes to Annual Leave 

allowances 

Why has holiday entitlement been reduced? 
 
In considering the overall package of terms and conditions for new starters, comparisons 
have been made with what is offered in the private sector.   It should be noted that the new 
annual leave provisions will only apply to new entrants and not existing staff. 
 
Will levels of sickness absence increase? 
 
It is not expected that the introduction of new terms for new starters will lead to an increase 
in sickness absence.  Sickness absence will continue to be monitored and managed as it is 
now. 
 
How will the Privilege Day be managed, if you have a team with some staff on the 
new terms and some on the old? 
 
Not all public servants are entitled to the Privilege day, so this is no different from the 
situation that exists already at some sites in Government.    What was referred to as the 
Privilege Day has now been included in the Annual Leave entitlement. Where workplaces are 
closed on the privilege day, the employee will be required to utilise annual or flexi leave 
(where applicable). 
 
Could the Privilege Day be linked to attendance and used as a reward for staff 
who have good attendance levels? 
 
This is not in the current proposals, but could be considered.  Discretion can be difficult if not 
applied consistently, and so this would need to be carefully managed if introduced. 
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Will the new annual leave entitlements be discretionary for hard-to-recruit posts? 
 
This has not been considered yet, however if it becomes clear that recruitment is being 
hindered due to factors such as annual leave entitlement, then consideration should be given 
as to how this can be addressed. 
 
With regard to the new reduced annual leave allowances, can the difference 
between the new allowances and existing allowances be made up with unpaid 
leave? 
 
Unpaid Special Leave can be requested, but it is not an entitlement.  The option of buying 
and selling annual leave has been considered, but not implemented at this time. As if more 
people want to sell than buy annual leave, money will need to be found to fund this, more 
work would need to be undertaken to understand the implications of such a scheme. 
Extension of the Flexi-Scheme could also be considered. 
 

11.  Miscellaneous 

What will be the impact on pensions in the future if new staff are making reduced 
pension contributions because they are on reduced salaries? 
 
The impact of the new terms for new starters would be to reduce pay and therefore it would 
have a small impact on contribution levels in the short term, but also would reduce final 
pensionable pay and therefore pension costs in the long term. 
 
It is acknowledged that the short term reduction in contributions may require attention and 
one option being considered is to ensure that a proportion of the savings achieved by the 
initiative (up to the value of the ‘lost’ contributions) are transferred into the Public Sector 
Pension Reserve. This option will be discussed further with the Treasury.  
 
What happens if the projected savings aren’t realised? 
 
The need to make savings across Government is not confined to pay and terms and 
conditions, and there is a lot of work being undertaken to try to identify ways of reducing 
costs.  If the projected savings are not realised, the Isle of Man Government may have to 
consider alternatives, which will increase the likelihood of more job losses as services and 
staffing levels are subject to review. 
 
How were the salary scales arrived at?   
 
The basis of the proposed new salary scales is the existing Civil Service pay spine.  Work has 
been carried out to identify where to assimilate Whitley Council positions onto the pay spine 
and civil service scales have been shortened as outlined in the Heads of Agreement 
document. 
 
How do the new terms compare with those in the private sector? 
 
It is not always easy to make direct comparisons, but the pay and terms and conditions in 
the public sector remain very competitive when compared with the private sector. 
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The Joint Working Group will conduct a benchmarking exercise as part of the assimilation 
process in cases where it is considered necessary recognising that pay, terms and conditions 
in the public sector must remain competitive or we will be unable to recruit and retain staff. 
 
Have the proposals taken into account all pay entitlements and allowances? 
 
As indicated in the Heads of Agreement document, it is proposed to consolidate many of the 
allowances into basic pay and assimilate such posts on to an appropriate scale within the 
new pay spine. There are numerous examples across the public service already where pay 
has been consolidated in this way. The proposed method of achieving consolidation is to first 
establish the appropriate scale for the post, based on job weight and then assimilate to a 
higher scale in recognition of varied working patterns. The key principle underpinning this 
proposal is to ensure flexibility, and ensure that all hours worked within a basic 37 hour 
week, are paid the same rate (weekends included).  
 
What safeguards are in place to stop managers constructively dismissing staff so 
that they can employ staff on the new (cheaper) terms? 
 
Dismissing staff in order to employ other staff on new terms is not constructive dismissal, 
but is likely to lead to a claim for ‘unfair’ dismissal. The existing employment law framework 
provides sufficient safeguards to prevent this from happening. 
 
Is there any consideration of applying these terms right across the public sector 
and not just to promotions? Is this a stepping stone to that? 
 

No. It is not intended to be. With turnover currently running at approximately 8%, in 10-15 
years’ time new starters will have become a significant proportion of the staff and everyone 
else will be on protected terms and conditions.  
 
The trade unions highlighted the fact that if the Isle of Man moved into a period of 
prosperity, they would negotiate, as they had previously, for improved terms and conditions.  
 
 
If employers or employees need advice who should they speak to? 
 
Enquiries should be directed to the respective Business Partners within the Office of Human 
Resources or any member of the New Terms for New Starters & Promotions Steering Group: 
 
Jon Callister – jon.callister@gov.im 
Julia Kaye – Julia.kaye@gov.im 
Ruth Hussey – ruth.hussey@gov.im 
Anne Shorrock – anne.shorrock@gov.im 
Christine Alexander – chris.alexander@gov.im 
 
 
 
 
 
Office of Human Resources 
Prospect 
Unite 
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