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NORTH SOMERSET COUNCIL

corporate Human Resources

REDUNDANCY POLICY
1. STATEMENT OF INTENT

1.1. The Council’s policy is to avoid redundancy whenever practicable. This intention is supported by the commitment in this policy to actively consider redeployment and or retraining where appropriate, to work to retain a balanced and effective workforce and avoid unnecessary hardship and stress.

1.2. The Council is committed to working closely with recognised trades unions at all stages of this policy   

1.3. This policy has been written in line with ACAS and CIPD good practice guidelines and in accordance with all relevant legislation.  It should also be read in conjunction with the framework for consultation guidelines attached as Appendix 1.  

2. SCOPE & DEFINITIONS

2.1
This policy applies to all employees (including ‘soulbury’ employees and centrally employed teachers), with the following exceptions:

· Employees who are based in schools and where governing bodies have responsibility for redundancy management procedures;
· Some employees on fixed term contracts but advice should be sought from Corporate HR.
2.2
A redundancy is a dismissal and is defined in section 139(1) of the Employment Rights Act 1996 where the dismissal is wholly or mainly attributable to: 

· The fact that the employer has ceased or intends to cease to carry on the business for the purposes of which the employee was employed, or

· Has ceased or intends to cease to carry on that business in the place where the employee was so employed, or

· The fact that the requirements of that business for an employee to carry out work of a particular kind, or in the place where the employee was employed by the employer, has ceased or diminished or are expected to cease or diminish.

2.3
The important question is that work of a particular kind must have ceased or diminished, if these criteria are not met, the reason for dismissal is not redundancy and this policy will not apply.

2.4
It is necessary to always bear in mind that redundancy applies to the post and not the individual.

3. CONSULTATION ARRANGEMENTS 

3.1. The Council will commence consultation at the earliest possible opportunity, irrespective of the number of employees involved, in its effort to avoid redundancy.  Consultation will take place with all the relevant Trades Unions and with employees likely to be directly affected by the redundancy situation.

3.2. The consultation process will include a meeting with interested parties to outline the situation and the composition of the work group (or ’pool’) that will be affected.  The Council will consider any alternative proposals presented, and respond to them through the consultative process.

3.3. The Council will generally commence consultation not later than 30 days before the redundancies are anticipated to take effect. In agreeing timescales special consideration should be given to those who may be absent from work for such reasons as sickness, maternity leave or secondment who have equal rights to consultation.  This period may be longer, where operationally possible, however it will never be less than the statutory requirement detailed below.  

Currently the statutory time periods are:

Number of proposed dismissals

Minimum number of days



20 - 99




30
100 or more




45
3.4. The relevant Secretary of State will be informed in writing by Corporate Human Resources where the redundancies involve more than 20 employees. 
3.5. The relevant Director and the Head of HR will need to consider and approve any redundancy proposal for any post graded up to JM7 (or equivalent) 

3.6. The Employment Committee will need to consider and approve any redundancy proposal for any post graded JM8 (or equivalent) and above.

4. MEASURES TO AVOID OR MINIMISE COMPULSORY REDUNDANCIES

4.1. Employers have a legal obligation to consider all reasonable alternatives to redundancy. The trades unions will be consulted on measures that might be taken to avoid or reduce the number of redundancies or to mitigate the consequences. These measures might include:

· Normal resignations

· Vacancy management

· Dismissal of temporary, seasonal and casual employees

· Examining options for retraining and redeployment

· Variations in employees hours i.e. part time

· Making savings in other areas

· Seeking voluntary redundancies

· Other suggestions from Trade Unions or employees

4.2. Once the work group to be affected has been identified, steps will be taken to advise individual employees and provide them with opportunities to discuss their particular situation with appropriate officers.  
4.3. If a post anywhere in the Council becomes vacant, the Director / Head of service will, in the light of any anticipated redundancies and with appropriate consultation, consider whether it should be (i) held vacant or (ii) filled on a temporary basis. This will depend on whether it would offer a redeployment opportunity in the shorter or longer term or provide an alternative budget saving.

4.4. Employees who have been advised that their jobs are at risk of redundancy will be given priority consideration for suitable redeployment opportunities during the consultation or notice period. Posts will be brought to their attention as follows:

· Where a vacancy arises as part of a restructuring, prior consideration will be given to employees in any agreed “ringfence” Those included in the “ringfence” will be notified in writing of their inclusion in the “ringfence”. Where employees remain unplaced in a “ringfence” the remaining provisions of the policy will apply.

· Other suitable vacancies within the Council will be brought to the attention of the employee at risk of redundancy. The individual should also check the weekly vacancy bulletin. They will receive priority consideration in accordance with the guidelines set out below.

Priority consideration / redeployment guidelines

· Where the posts are advertised, at risk employees deemed appropriate for prior consideration will be interviewed before other applicants (except ill health redeployees who will have equal priority).

· Factors taken into account when considering whether to afford an at risk employee a priority interview will include: skills and qualifications, experience, and their potential including training requirements.

· Priority will not normally be afforded for posts more than two grades below the postholders current post, as this would not normally constitute suitable alternative employment. 

· Employees applying for a higher graded post will not normally be afforded priority. In this situation staff at risk would usually be considered in competition with other applicants. Exceptions would only be made if the post was deemed to be a suitable alternative, i.e. the job purpose and content had a high level of similarity. The final decision in these circumstances would be made by the Head of HR.
· If an employee has been interviewed as a redeployee and been unsuccessful, they will be provided with a written statement setting out the reasons why they were not successful.  In all cases, every reasonable attempt will be made to redeploy individuals and to provide relevant training and support in order that they can successfully fill the role.
· Any offers of redeployment must be made in writing before the date employment ceases.  Offers must also contain details of the 4 week trial period, as set out in s.138 of the Employment Rights Act 1996.  An employee who is under notice of redundancy has a statutory right to a trial period of four weeks in an alternative job where the provisions of the new contract differ from the original contract.  The effect of the trial period is to give the employee/council a chance to consider whether the new job is suitable without the employee necessarily losing the right to a redundancy payment. The trial period may be extended by mutual agreement or for the purposes of an agreed programme of retraining. The trial period must be brought to the attention of the employee when the offer of alternative employment is made and accepted, and any extension confirmed in writing.
· If during the trial period the work is considered not to be suitable by the employee, and the Council agrees that this is the case, and a decision is taken to terminate employment, the employee will be dismissed for redundancy under the terms and conditions of their old job.  If however, the Council considers that the redeployment opportunity is suitable (with appropriate training and support), or the employee works beyond the four week trial period, or the jointly agreed extended period, the right to a redundancy payment will be lost. 
5. Pay Protection

5.1 If an offer of redeployment is made in the above circumstances then the Council’s pay protection arrangements will be applied.  Currently the policy is:

· Where the new post is at a higher grade than the employees’ current post the salary for the new post will apply from the date the post is taken up.

· Where the post has a lower grade than the employees present post the employee will be appointed to the maximum of the grade of the new post and the Council’s policy of three years ‘frozen salary’ will apply. This means that the employee will be paid their current salary and there will be no increase in pay due to either incremental progression or annual pay awards, unless the substantive pay rate for the new post equals or is greater than the frozen pay rate during the 3 year period.  At the end of the 3 year period the employee will be paid the grade for the new post.
5.2 The Council’s pay protection policy is subject to review at any time and the pay protection policy in place at the time of the redeployment will apply.

6. REDUNDANCY AND SELECTION CRITERIA

6.1. Where other measures have failed to achieve the required staffing reductions within a particular work group or ‘pool’, the Council will use the Redundancy Selection Matrix at Appendix 2.

6.2. The matrix identifies a number of relevant criteria which employees are scored against.  These criteria take account of factors considered important to the current and future needs of the Council. The aim will always be to maintain a competent and balanced workforce
6.3. The criteria is based on:
· Operational requirements to meet the Council’s current or future needs

· Maintaining a balanced workforce; 

· Current job proficiency evidenced through skills, training, performance and experience; 

· Attendance records, including reasons for absence or poor timekeeping; 

· Disciplinary records (only current warnings can be taken into account)

· Adaptability and suitability for retraining 

· Financial considerations

6.4. Using the matrix, employees with lowest scores will be selected for redundancy before employees with higher scores.
6.5.  Selection interviews should usually be conducted by the line manager together with another manager from a different service area.
6.6. Managers must be able to demonstrate that the selection criteria used were fair, consistent, objective and non-discriminatory.  Full supporting evidence must be available to justify the recorded scoring.  Where a manager has identified specialist skills they must be relevant to the job in question.  It is acceptable to retain key skills provided this can be objectively justified.

6.7. In assessing attendance, care should be taken to ensure that absence relating to the following is disregarded:

· Disability

· Pregnancy-related absence

· Maternity or other family-friendly leave

· Work related or industrial injuries

7. PROVISION OF INFORMATION

7.1. The Trade Unions will be provided with information on all potential redundancy situations including:

· The reason for the proposal

· Timescales over which any dismissals are likely to take effect

· Number and types of employees likely to be dismissed

· Total number and types of employees employed at any particular establishment

· The proposed selection method of employees for redundancy

· The proposed method of implementing any redundancies

· The proposed method of calculating any redundancy payments to be made

7.2. There will be no public statement or press releases concerning redundancies until the employees affected and the relevant trades unions have been informed.

8. EMPLOYEE SUPPORT AND ASSISTANCE

8.1. The Council will allow reasonable time off to employees under notice of redundancy to enable them to seek alternative work or undertake training for future employment.  Any requests for time off should be made as far in advance as possible to the employee’s manager.

8.2. The Council recognises the potential trauma and stress that employees face in such situations and will do everything possible to support them. Support offered may include the following areas, and will utilise internal and external expertise as appropriate;

· Information on pensions and other benefits

· Redundancy payments

· Financial advice

· Assistance with applications / interviews etc

· Training guidance and support

· Pre retirement programmes

· Individual advice / guidance and or counselling

9. REDUNDANCY PAYMENTS

9.1. Details of the redundancy compensation scheme are attached as appendix 3.

9.2. All redundancy payments require sign off by the Director, the relevant Executive Member, the Executive Member Finance, Human Resources and Asset Management, the Chief Executive Officer and the Head of HR.  
10.   Appeals

10. Any employee who believes that s/he has been unfairly denied a re – deployment opportunity or believe that s/he has been unfairly given notice of redundancy, can request an appeal of the decision.  An appeal will need to be in writing, clearly stating the reason for the appeal and be received no later than 10 working days from the date of the letter confirming the redundancy.  Appeals will be considered by the Director in conjunction with the Head of HR and a decision communicated as soon as possible. If the employee is not satisfied with the outcome of this appeal s/he has the right to submit a further appeal to the Employment Committee.  Any appeal to the Employment Committee must be made in writing to the Head of Legal and Democratic Services within 10 working days of the notification of the decision of the Director and Head of HR.  There is no further appeal.
Appendix 1 – Framework for Consultation Guidelines

These guidelines should be read in conjunction with the redundancy policy and any current vacancy management procedures.  They should be used as a reference point for all redundancy/restructuring exercises.

1.
General

· This document is based on good practice and is to provide guidance to Directors/Managers by setting out the steps that should be followed as a minimum requirement for any restructuring/redundancy exercise. 

· The review would normally be led by the relevant departmental manager with support and advice from Human Resources who should be made aware of any proposed changes at the earliest opportunity.

2.
The Consultation Document/Report
The consultation document/report produced for each restructuring should include the following:

· Introduction/background issues


This should give brief details of existing services and highlight the 
reasons for the review of services. It should clearly indicate the start 
and end date of the consultation period, and the implementation period.
· Objectives

The objectives of the reorganisation should be outlined indicating what benefits and/or changes this will involve for service users and staff.

Any details of feedback from other consultation exercises that may have already been undertaken should also be included.

· Proposals

The proposals themselves should be detailed, along with any supporting financial information where appropriate. The current and proposed structure, along with salary grades (evaluated via the job evaluation process), should be included. 

Unison should be provided with details that affect all staff.

Each individual member of staff should be notified of their own situation and options.

· Implications for staff

In particular any changes that impact on job security or would involve a change to existing terms and conditions, or working practices should be highlighted, i.e.:

- Job titles of posts which may become redundant, or form a ‘pool’ for potential redundancy.
- Details of job titles and posts where changes are made to hours, salary, location, working patterns, or any other significant change. 

· Job security issues

Arrangements for assimilation or redeployment opportunities where appropriate should be outlined.

· Consultation Process

Details of how staff may participate in the consultation process should be set out and include dates of meetings if these are known, and an invitation to input by other means. Confirmation should be given that Unions have also been consulted and representation offered throughout the process on a collective and individual basis. (Refer to arrangements for individual consultation).

· Timetable

Details should be set out of all scheduled events including consultation meetings, advertising and selection timetables for any new posts, the end date for the consultation period and the proposed start of the implementation process.

· Appendices

These should include, as a minimum, a diagram of the current structure and the proposed structure.

Details should include job titles, grades and locations. 
3.
Individual Consultation arrangements/How to consult

These steps should be covered for all consultation exercises:

· Set up meeting with individual/team likely to be affected.
· Invite Union Representatives or work colleague.

· Prepare and share consultation document.

· Review proposal in light of meeting.

· Amend as necessary and communicate any changes.

· Hold Individual meetings if necessary/or requested.

· Issue at risk letters.

· Close consultation and communicate final decision.

· Consider other options as set out in the policy such as redeployment.

· Select employees from the redundancy ‘pool’ using the Redundancy Selection Matrix

· Issue notices of redundancy

· Terminate employment.

Appendix 2 – Redundancy Selection Matrix

	Criteria
	5 points
	10 points
	15 points
	20 points

	Quantity of work
	Produces minimal acceptable quantity; 
	Produces satisfactory quantity on a regular basis
	Produces above average quantity on a regular basis
	Consistently produces a high quantity; a fast worker

	Quality of work
	Work produced  requires frequent corrections
	Quality is generally acceptable
	Above average quality on a regular basis, minimal errors
	Consistently high standard of work, errors are rare and generally insignificant

	Skills and job knowledge
	Minimal technical / professional skills.  Limited relevant job knowledge
	Recognised technical skills for the job. Job knowledge relatively up to date
	Above average skills and relevant job knowledge
	Skills and job knowledge generally above the level expected for the job.

	Self management *


	Adequate but needs frequent guidance
	Generally satisfactory; usually ensures targets are met
	Achieves objectives through good organisation, works on own initiative and motivates others
	Excellent organisational skills, take initiative and inspires others to achieve their objectives

	Flexibility *


	Limited ability to carry out other jobs.  Evidence of   reluctance to engage in training
	Can carry out other jobs that are closely related to usual job.  Takes time to adjust to new situations but can apply training
	Can work comfortably outside usual scope of the role.  Adjusts quickly to new situations and keen to engage in training
	Easily adapts to new situations, works confidently outside of normal scope of the role.  Enthusiastic participant in training and staff development events.

	Attitude and professionalism
	Often negative, sometimes seen to display unprofessional behaviour.
	Attitude and professionalism is generally acceptable
	Seen to be generally positive and professional 
	Consistently positive “can do” attitude, professional with internal and external stakeholders at all times. 

	Discipline and Attendance
	Written warning
	Formal verbal warning
	Formal discussion around capability/
performance
	No disciplinary record

	Absence Record over last 2 years compared with ‘pool’ average**
	Bottom 25% of ‘pool’
	Below average compared with pool average
	Absence equivalent to selection pool average
	Above average/Excellent absence record 

	Cost of redundancy and pension fund costs compared to ongoing salary costs
	Costs of redundancy and any pension fund costs repaid by salary saving in less than 6 months
	Costs of redundancy and any pension fund costs repaid by salary saving in less than 12 months but more than 6
	Costs of redundancy and any pension fund costs repaid by salary saving in less than 18 months but more than 12
	Costs of redundancy and pension fund costs repaid by salary saving in more than 18 months


* 
These criteria will always apply to supervisory/managerial level posts and may apply to other roles.
** 
Where the Councils Occupational Health provider has stated that absence has been in relation to a condition that is covered by the DDA this must be taken into account.  Also, any absence under the Council’s ‘Disability Leave Scheme’ will be excluded.
Using the matrix, employees with lowest scores will be selected for redundancy before employees with higher scores.

Appendix 3 – Redundancy Compensation Scheme

North Somerset Council Scheme

The method of calculating the payment is based on the statutory redundancy payment formula as set out in the Employment Rights Act 1996 (ERA). The formula is as follows:-


Up to age 22 – 0.5 weeks pay for each year


Age 22 but under 41 – 1 weeks pay for each year


Age 41 and over – 1.5 weeks pay for each year

Within this formula 20 is the maximum number of years which can be taken into account and payments are calculated on complete year’s service, counted back from the termination date.

In addition, NSC multiplies the number of week’s redundancy pay by the same multiplier for each group, as allowed within the Act.

Non-school employees with 2 or more years service and aged under 55

A Redundancy Payment based on: -

(1) Actual weekly pay (as defined by ERA), capped at twice the Statutory Weekly Earnings Ceiling (£464 per week as at November 2014)

(2) Twice the number of weeks required by the ERA 

Non-school employees with 2 or more years service and aged 55 or over 

A Redundancy Payment based on: -

(1) Actual weekly pay (as defined by ERA), capped at twice the Statutory Weekly Earnings Ceiling (£464 per week as at November 2014)
(2) Twice the number of weeks required by the ERA 


and …

(3) Immediate payment of accrued pension payments if Member of the Local Government Pension Scheme (LGPS) with a qualifying period of membership of two years.
Non-school employees with less than 2 years service and aged 55 or over 

There is no entitlement to redundancy pay. Subject to a qualifying period of membership of two years, members of LGPS will receive immediate payment of accrued pension.
	
	Service (Years)

	Age
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	17*
	2
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	18
	2
	3
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	19
	2
	3
	4
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	20
	2
	3
	4
	5
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	21
	2
	3
	4
	5
	6
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	22
	2
	3
	4
	5
	6
	7
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	23
	3
	4
	5
	6
	7
	8
	9
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	24
	4
	5
	6
	7
	8
	9
	10
	11
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	25
	4
	6
	7
	8
	9
	10
	11
	12
	13
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	26
	4
	6
	8
	9
	10
	11
	12
	13
	14
	15
	0
	0
	0
	0
	0
	0
	0
	0
	0

	27
	4
	6
	8
	10
	11
	12
	13
	14
	15
	16
	17
	0
	0
	0
	0
	0
	0
	0
	0

	28
	4
	6
	8
	10
	12
	13
	14
	15
	16
	17
	18
	19
	0
	0
	0
	0
	0
	0
	0

	29
	4
	6
	8
	10
	12
	14
	15
	16
	17
	18
	19
	20
	21
	0
	0
	0
	0
	0
	0

	30
	4
	6
	8
	10
	12
	14
	16
	17
	18
	19
	20
	21
	22
	23
	0
	0
	0
	0
	0

	31
	4
	6
	8
	10
	12
	14
	16
	18
	19
	20
	21
	22
	23
	24
	25
	0
	0
	0
	0

	32
	4
	6
	8
	10
	12
	14
	16
	18
	20
	21
	22
	23
	24
	25
	26
	27
	0
	0
	0

	33
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	23
	24
	25
	26
	27
	28
	29
	0
	0

	34
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	25
	26
	27
	28
	29
	30
	31
	0

	35
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	27
	28
	29
	30
	31
	32
	33

	36
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	28
	29
	30
	31
	32
	33
	34

	37
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	28
	30
	31
	32
	33
	34
	35

	38
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	28
	30
	32
	33
	34
	35
	36

	39
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	28
	30
	32
	34
	35
	36
	37

	40
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	28
	30
	32
	34
	36
	37
	38

	41
	4
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	28
	30
	32
	34
	36
	38
	39

	42
	5
	7
	9
	11
	13
	15
	17
	19
	21
	23
	25
	27
	29
	31
	33
	35
	37
	39
	41

	43
	6
	8
	10
	12
	14
	16
	18
	20
	22
	24
	26
	28
	30
	32
	34
	36
	38
	40
	42

	44
	6
	9
	11
	13
	15
	17
	19
	21
	23
	25
	27
	29
	31
	33
	35
	37
	39
	41
	43

	45
	6
	9
	12
	14
	16
	18
	20
	22
	24
	26
	28
	30
	32
	34
	36
	38
	40
	42
	44

	46
	6
	9
	12
	15
	17
	19
	21
	23
	25
	27
	29
	31
	33
	35
	37
	39
	41
	43
	45

	47
	6
	9
	12
	15
	18
	20
	22
	24
	26
	28
	30
	32
	34
	36
	38
	40
	42
	44
	46

	
	Service (Years)

	Age
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16
	17
	18
	19
	20

	48
	6
	9
	12
	15
	18
	21
	23
	25
	27
	29
	31
	33
	35
	37
	39
	41
	43
	45
	47

	49
	6
	9
	12
	15
	18
	21
	24
	26
	28
	30
	32
	34
	36
	38
	40
	42
	44
	46
	48

	50
	6
	9
	12
	15
	18
	21
	24
	27
	29
	31
	33
	35
	37
	39
	41
	43
	45
	47
	49

	51
	6
	9
	12
	15
	18
	21
	24
	27
	30
	32
	34
	36
	38
	40
	42
	44
	46
	48
	50

	52
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	35
	37
	39
	41
	43
	45
	47
	49
	51

	53
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	38
	40
	42
	44
	46
	48
	50
	52

	54
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	41
	43
	45
	47
	49
	51
	53

	55
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	42
	44
	46
	48
	50
	52
	54

	56
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	42
	45
	47
	49
	51
	53
	55

	57
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	42
	45
	48
	50
	52
	54
	56

	58
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	42
	45
	48
	51
	53
	55
	57

	59
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	42
	45
	48
	51
	54
	56
	58

	60
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	42
	45
	48
	51
	54
	57
	59

	61+*
	6
	9
	12
	15
	18
	21
	24
	27
	30
	33
	36
	39
	42
	45
	48
	51
	54
	57
	60

	17* - The table starts at age 17, as it is possible for a 17 year old to have 2 years service. Compulsory school leaving age can be 153/4 or 154/5 where a child is 16 before 1 September. Particular care should be taken when calculating an individual’s redundancy pay when they joined as an employee below the age of 16.                                                                                                                                                                                                                                                                                   61* - The table stops at age 61 because for employees age 61 and over, the payment remains the same as for age 61.
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