	PEMBROKESHIRE COAST NATIONAL PARK AUTHORITY

PAY PROTECTION POLICY


	[image: image1.png]





Introduction
Public authorities such as the Park Authority work in a context of change, often external change to which we need to be able to respond and to adapt successfully. Inevitably this means that, at times, changes impact on staffing and on employees’ pay. 

1. Aim of this Policy.
To provide an initial period of protection during which an employee is able to adjust to a reduction in earnings.

To provide a framework for pay protection issues to be managed fairly and reasonably.
To ensure all employees are paid the correct grade for the work they are carrying out.
2. Scope of the Policy.
This policy applies to all employees of the Authority.
Only basic pay will be protected, protection is not given to allowances associated with the post, such as car allowance, unsocial hours allowance etc. If the employee’s pay in the existing post is variable because of contractual overtime or similar, the average monthly earnings of the previous 6 months will be used.
3. Eligibility.
Pay protection will apply to employees whose salary is reduced because of:
· redeployment to a lower graded job as a result of organisational change 
or
· re-evaluation of their current job to a lower grade as a result of organisational change or job evaluation review.
Pay protection is subject to the employee co-operating with all reasonable actions of the Authority in line with relevant staffing procedures.

Pay protection does not apply to redeployment arising from ill health or disability nor in cases of downgrading resulting from disciplinary action or at employee’s own request.

4. Pay Protection Arrangements.

Pay protection for eligible employees will be on a 3-year phased basis. 

No annual increments or cost of living increases will be applied to existing pay level during the period of protection ie it is frozen, but the calculation will be revised to account for any changes in the value of the salary point of the new grade.  
The protection arrangements will terminate:

At the end of the protection period or earlier if:

· the basic pay in the new post permanently matches or exceeds that of the old post
or

· the employee applies for, and is appointed to, a new post.
At the end of the protection period, the employee’s salary should be the maximum point of the new salary grade.

As the Authority is a small employer with some distinct specialist areas of work, opportunities for redeployment are likely to be few, however, during the protection period, the Authority will actively support the employee in considering any opportunities for securing a role at their previous salary level.

5. Pay Protection Rates
Pay protection will be applied, regardless of length of service, at the following rates:
year 1

basic salary is protected in full

year 2
60% of the difference between existing (frozen) basic salary and new basic salary is protected

year 3

30% of the difference as above is protected.
The commencement date for protection arrangements will be decided in relation to the reason for the reduction in salary, such as: 
· The date the employee commenced their new role.

· The date the new structure took effect 
· The date of the evaluation decision which reduced the grade.
6. Impact on Pension   
If at date employee retires, there has been a voluntary or compulsory reduction in pay within the 10 years up to date of leaving, employee can choose to have pension benefits based on the average of any 3 consecutive years pay in the 13 years up to 31st March (as up rated by the Consumer Price Index).
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