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introduction
Policy Statement
The Council has no fixed retirement age. We acknowledge that retirement is a matter of choice for individuals and will not pressurise employees into resigning because they have reached or are approaching a certain age.
We are proud to employ people of all ages and consider that age diversity is beneficial to the organisation. We are committed to not discriminating against employees because of age and adhere to the principles set out in our Corporate Equalities Policy.
Employees planning retirement may ask the Council to consider alterative roles or working patterns. For further information, see our Flexible Working Policy and details below regarding flexible retirement. 
The Council has a separate policy providing for early retirement on the grounds of ill-health (Sickness Absence Policy) and voluntary early retirement in redundancy situations (Redundancy Policy and Procedure), which can be found within this handbook.
[bookmark: a867098][bookmark: _Toc285720291]PURPOSE OF THE POLICY
This policy aims to create a framework for workplace discussions, enabling you to express your preferences and expectations with regard to retirement and enabling us to plan for our business.
[bookmark: a851655][bookmark: _Toc285720292]DISCUSSING YOUR FUTURE PLANS
[bookmark: a727091]You or your manager may want to discuss your short, medium and long-term plans, as the need arises. For example, a promotion opportunity may arise, or, if your circumstances change, you may want a different working pattern or to stop work altogether. We need to plan for the business, and so may indicate to staff from time to time that it would be helpful to know what their plans are. There is no obligation for us or you to hold workplace discussions about your future plans, but it may be mutually beneficial to do so.
We will not make generalised assumptions that performance will decline with age, whether due to competence or health issues. If we think there are problems with your performance or ill-health, these will be dealt with in the usual way, through the Capability Procedure or Sickness Absence Policy.
If a workplace discussion takes place for the purposes described in the paragraph above, we will aim to make it as informal as possible.
During any workplace discussion:
We will not assume that you want to retire just because you are approaching a certain age, such as state pension age; and
We will not make discriminatory comments, suggesting that you should move on due to age.
If you indicate that you are thinking of retiring, you are free to change your mind at any time until you have actually given notice to terminate your employment.
Your employment or promotion prospects will not be prejudiced because you have expressed an interest in retiring or changing work patterns.
If you express an interest in moving to a more flexible working pattern or changing role, we will confirm that this is what you want before any action is taken which could affect your employment, such as a change to your role or responsibilities.

[bookmark: a709152][bookmark: _Toc285720293]GIVING NOTICE OF RETIREMENT
If you have decided to retire, we would appreciate as much notice as possible.  In any event you must give the Council at least the notice you are obliged to give under your contract of employment.

PENSION ARRANGEMENTS
Employees contributing to the Local Government Pension Scheme (LGPS) will qualify under the pension scheme regulations for a pension depending upon their length of service. 
Employees with pensionable service from before 1 April 2014 will qualify for a pension under the LGPS (Final Salary) scheme from the age of 65.
Employees with pensionable service from 1 April 2014 or later will qualify for a pension under the LGPS (CARE) scheme from their State Pension Age or from the age of 65, whichever is later (this is knows as Normal Retirement Age (NRA)).
Employees may elect to retire between the ages of 55 and 60, drawing benefits under the LGPS(FS) scheme with their employer’s consent or from the LGPS(CARE) scheme without needing their employer’s consent (consent will be required in cases where employees are seeking the application of preserved rights from membership of the LGPS (FS) scheme) .  Employees may elect to retire between the ages of 60 and their NRA without employer’s consent.
Retirement before the NRA will incur actuarial reductions based upon the age of the retiring employee.
Further details of the pension scheme may be obtained from the Gloucestershire County Council Pensions Section (www.gloucestershire.gov.uk) or from www.lgps.org.uk (LGPS(FS)) and www.lgps2014.org (LGPS(CARE)).
Employees must normally leave their post in order to be considered eligible for the payment of an LGPS pension.  However, flexible retirement may also be considered.

FLEXIBLE RETIREMENT
Employees who are members of the LGPS can request to either reduce their hours or take a job at a lower grade/rate of pay and gain access to their pension, even though they have not retired.  The Council uses this facility in order to provide employees with an opportunity to take a step towards permanent retirement.  Any requests for flexible retirement that are approved are regarded as a permanent change to an employee’s contract of employment.
To be eligible for flexible retirement, an employee must be a member of the LGPS and be aged 55 or over.  This is in accordance with the LGPS rules.
Employees will need 3 or more months’ membership of LGPS or have transferred other pension rights into the scheme which makes them eligible to make a flexible retirement request.
In order for an application for flexible retirement to be approved, the Council must give consent to:
· the employee’s reduction in hours and/or grade/rate of pay and
· the release of the employee’s accrued pension benefits.
· 
PROCEDURE
Employees who wish to be considered for flexible retirement should submit their request to their manager at least one month before the date on which their contractual notice period would commence.  It is anticipated that the flexible retirement, if agreed, would take effect once the contractual notice period has expired (unless agreed otherwise by the line manager).
The procedure as detailed at Appendix 1 should then be followed.  A copy of the “Flexible Retirement Request Form” can be found at Appendix 2.
CONSIDERING A REQUEST FOR FLEXIBLE RETIREMENT
In considering a request for flexible retirement the impact on service needs will be taken into account and the demonstration of a clear and valid business case will be required.  Each request will be considered on its merits and will only be agreed if it is in the Council’s economic and/or operational interests to do so.

In considering a request, managers will need to balance the following issues:
· The benefits to the service  e.g. An effective way to reduce capacity; enabling the transfer of skills/knowledge; enabling the retention of a balanced age profile within the workforce; offering the opportunity of better succession planning and mentoring;
· The effect on the ability to meet customer needs  e.g. Continuity of service provision; supply of work during the periods the employee wishes to work;
· The ability to reorganise work amongst other employees;
· Resource implications e.g.  Any capitalisation costs associated with the early release of the pension (which will need to be borne by the Head of Service); helping to avoid redundancies elsewhere.

EFFECT ON PENSION BENEFITS
Benefits drawn before age 65 under the flexible retirement provision will have the same reductions applied to them as if the employee were retiring in full.  Any pension benefits will be reduced where appropriate in accordance with Local Government Pension Scheme (LGPS) regulations and Government Actuaries Department (GAD) Guidance.

Employees who were members of the LGPS on 30th September, 2006, could be 	protected from the reduction if they are protected members. 

Please contact the Gloucestershire County Council Pensions Section for further information;
Email: pensions@gloucestershire.gov.uk 

EFFECT ON THE EMPLOYMENT CONTRACT
An agreed request for flexible retirement will be treated as a permanent change/variation to the employment contract.  The Council will consider all such requests as a one-off step towards full retirement. 

As part of the agreement to a flexible retirement package, the employee is required to commit to remaining in employment with the Council for a minimum of 1 year (or to age 60 if earlier). 
MINIMUM REDUCTION IN HOURS
Where a reduction in hours is requested, the employee will be expected to take a minimum 20% reduction in their contracted hours.  Any subsequent requests to further reduce their hours of employment will be a matter for consideration by the line manager based on the service needs.
ACTUARIAL REDUCTION
The Council will not waive any actuarial reduction that would be applied to the early payment of benefits.

FLEXIBLE WORKING POLICY
In addition to the Flexible Retirement provisions in this policy, employees who are eligible may make a request to work flexibly at any stage in accordance with the Flexible Working Policy (Family Friendly Policies 2.3).


APPENDIX 1 TO
[bookmark: _Toc120353412][bookmark: _Toc120421705][bookmark: _Toc120421957][bookmark: _Toc120422208][bookmark: _Toc120422459][bookmark: _Toc121057203][bookmark: _Toc121057468]SECTION 3.1
FLEXIBLE RETIREMENT PROCEDURE
Employee submits Flexible Retirement Request Form to Line Manager, stating proposed changes to hours/grade and suggested date of change.
Line Manager meets with employee to discuss proposed changes.

Line Manager meets with Head of Service to decide whether an agreement can be made ‘in principle’ in line with future service needs.
If agreed ‘in principle’, form to be passed to HR to request quotation from the Pensions Section at Gloucestershire County Council to identify cost to the Council and benefits payable to employee.

When figures received from Pensions Section, HR to notify Employee of provisional benefits payable and Line Manager/Head of Service of the costs to the Council of complying with the request.
Head of Service to meet with HR  to discuss and agree/decline consent.

If agreed, employee to be formally notified and HR to prepare new contract, notify Payroll and issue Retirement 1 Form for pension payment.


APPENDIX 2 TO
SECTION 3.1
FLEXIBLE RETIREMENT REQUEST
I confirm I meet each of the eligibility criteria as follows:
1) I am an employee (as opposed to worker e.g. agency staff, self employed).
2) I have been a member of LGPS for at least three months.
3) I am at least 55 years old.

	Personal Details

	Name
	
	Employee Number
	

	Manager
	
	Service Unit
	



	3. Describe your current working pattern

	Grade
	

	Hours per week
	/37

	Typical start/finish time daily
	

	Days worked each week
	Mon
	Tue
	Wed
	Thu
	Fri
	W/E

	Homeworking
	None
	Occasional
	Regular



	4. Describe the working pattern you would like us to consider

	Grade
	

	Hours per week
	/37

	Typical start/finish time daily
	

	Days worked each week
	Mon
	Tue
	Wed
	Thu
	Fri
	W/E

	Homeworking
	None
	Occasional
	Regular



	5. Date you would like new working pattern to start
	




IMPACT OF THE NEW WORKING PATTERN

	6. I think this change in my working pattern will affect my employer and colleagues as follows

	



Accommodating the new working pattern

	7.   I think the effect on my employer and colleagues can be dealt with as follows

	



	Employee’s Signature
	Date
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	Name
	Document title
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	Retirement Policy
	Human Resources
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