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Minutes PENSION FUND CONSULTATIVE GROUP

MINUTES OF THE MEETING OF THE PENSION FUND CONSULTATIVE GROUP HELD ON
WEDNESDAY 9 OCTOBER 2013, IN MEZZANINE ROOM 1, COUNTY HALL, AYLESBURY,
COMMENCING AT 10.00 AM AND CONCLUDING AT 11.15 AM.

MEMBERS PRESENT

Mr S Cox, Pensioner Representative

Mr R Bowman, Employee Representative

Mr S Mason, Aylesbury Vale District Council Representative
Ms T Pearce, Chiltern District Council Representative

Mr R Walter, Unison

Ms J Edwards, BCC Finance Representative

Mr P Spencer, Wycombe District Council

Mr C Oliver, Milton Keynes Council

Ms | Ellison, People and Policy Representative

OFFICERS PRESENT

Mr C Thompson, Principal Pensions Officer (Systems and TPP)

Mr M Preston, Assistant Service Director (Finance Centre of Expertise)
Mrs E Wheaton, Democratic Services Officer

Mrs C Lewis-Smith, Principal Pensions Officer

Ms S Price, Principal Pensions Officer

AGENDA ITEM

1. APOLOGIES / CHANGES IN MEMBERSHIP

Apologies were received from Peter Hardy (Chairman, Buckinghamshire County
Council) and Liz Turvey (Fremantle Trust).

The meeting was chaired by Mark Preston, Assistant Service Director (Finance Centre
of Expertise).

Isabel Ellison attended in place of Chris Daltry, People and Policy representative.

2. MINUTES
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The minutes of the meeting held on Thursday 7 March 2013 were agreed as a correct
record.

3. LOCAL GOVERNMENT PENSION SCHEME 2014

The Pensions Officer referred Members to the report in the agenda pack and made the
following main points.

The Local Government Pension Scheme Regulations 2013 were made on 12
September 2013 and laid before Parliament on 19 September 2013.

The Regulations come into force on 1 April 2014.

There are significant changes to communicate to the various LGPS stakeholders.
Employers need to ensure their payroll systems/payroll provider's systems can
adequately meet the data requirements for the Scheme.

The main feature of the LGPS 2014 is the change from a final salary pension
scheme to a Career Average Revalued Earnings (CARE) scheme. Benefits from
1 April 2014 onwards will no Ion%er be based on membership and final pay.
Scheme members will accrue 1/49™ of their pensionable pay per year.

There is a requirement for each administering authority to establish a pensions
board at local level. The pension board will be responsible for assisting the
administering authority in relation to securing compliance with the Regulations,
other legislation relating to the governance/administration of the Scheme and
requirements imposed by the Pensions Regulator in relation to the Scheme.
Contributions are based on actual pay rather than full time equivalent pay — this
will result in some part-time staff being placed into a lower band than in the 2008
Scheme.

There will be changes to the contribution bands — the 5.9%, 7.2% and 7.5%
bands have been removed and additional bands of 8.5%, 9.9%, 10.5%, 11.4%
and 12.5% have been introduced. The average employee contribution will be
6.5% which is the same for the 2008 Scheme. All schemes have been notified of
the changes to these bands in a newsletter which was sent out in June.

There is a 50-50 option where members will be able to pay half their normal
contribution rate and build up half of the pension for that period. The 50-50
election remains in force until the member opts back into the main scheme or
until they are brought back into the Scheme under auto-enrolment provisions.
This is going to be real challenge for the administrative team.

One of the major changes relates to the change in retirement age — the Scheme
retirement age is linked to a member’'s State Pension Age (SPA). SPA is due to
rise to 67 between 2034 and 2036 but the Government announced plans to
speed this up to between 2026 and 2028.

There has been a reduction in the earliest age benefits can be paid — the new
age is 55 and there will be actuarial reductions applied to benefits. The GAD
guidance has yet to be received on this issue.

The main source of detailed information for the 2014 Scheme for employees and
employers within the Buckinghamshire Fund will be on the webpages.

Those employees who have received annual benefit statements for 2013 will
have a received a newsletter detailing the 2014 proposals.

Training for all employers on the new Scheme has been arranged for 13
December 2013 at County Hall.

Regional roadshows for employees will take place from 16 October 2013 to 18
February 2014.

Training for members of the Pensions & Investments team has been arranged for
17 January 2014.



4, PENSIONS ADMINISTRATION PERFORMANCE

The Pensions Officer took Members through his report and made the following main
points.

¢ In August 2013, 42 new deaths were reported to the Pensions Section which is a
relatively high number compared to previous Augusts. The team was also
notified of 65 new retirements and calculated 350 preserved benefit early
leavers.

e Additional resource has now been brought in to tackle particular areas such as
leavers and to assist with pensioner payroll. This has resulted in the outstanding
daily tasks reducing to below 1,000 and the trend is downwards.

e The Pensions Team will be implementing Employer and Member Self Service.
This project has now been resourced and a project plan has been drawn up. The
team will be undertaking site visits to learn from the experiences of other
authorities and will then contact those who have expressed an interest in being
part of the test sites.

e The Pensions General meeting will be taking place on 28 November with an
additional employer training day on 13 December.

Tina Pearce, Chiltern District Council representative, wished to record her thanks to the
Pensions team for all the work they have done for her.

5. CIPFA PENSIONS ADMINISTRATION BENCHMARKING CLUB

The Pensions Officer referred Members to her report and the results of the Pensions
Administration Benchmarking Club 2013 of which 52 authorities took part. She made
the following main points during her presentation.

e The County Council has participated in the CIPFA Pensions Benchmarking Club
for 11 years. Data is supplied on cost, workload and staff related measures and
Industry Standard Performance Indicators.

e The administration cost per scheme member in the Buckinghamshire Pension
Fund is £19.70 compared to the group’s average which was £21.42. Last year,
the introduction of a new pension administration software had an impact on the
cost per member (they were slightly higher than previous years).

e There have not been many changes in terms of the composition of members and
there are just over 56,000 members in the Scheme.

e The team handled 956 redundancies last year.

e There has been long-term sickness with a few members of staff which has
resulted in a high sickness rate in comparison to the group average.

During discussion, the following questions were asked.

¢ What were the costs associated with the new pension software? The officer said
that the software cost between £200-300k and there will be on-going costs of
around £72-73k per year.

¢ A Member commented that the size of the team is relatively small compared to
the workload figures. The officer responded by saying there are 8 pensions
officers and temporary staff in the team but the benefits of the additional
resource will not be seem until the end of March time.

e Does the pensions team predict an increase in the number of employees opting-
out under the new Scheme? The Chairman explained that as a result of the 50-
50 option, there could be more opt-outs.
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¢ A Member pointed out that the final salary scheme is a very attractive scheme to
be in whereas the Career Average Scheme is not so attractive although still
better than some schemes. The pensions officer added that an employee’s
pension will be revalued in line with the Consumer Prices Index (CPI) which is
above inflation therefore the accrual rate will make it more attractive. Also, part-
time staff will be paying less which might make it a more attractive Scheme for
them.

¢ A Member made a number of comments about the results, including the warning
signs around staff sickness which creates problems with a backlog of work. The
staffing costs appear to be quite low and if the IT costs are removed then the
cost per member would be much lower. The Chairman responded by saying
that the team is always looking at the data and identifying where the pressure
points are. The nature of the work being undertaken by the administration team
is currently changing dramatically as a result of the introduction of the new
Scheme. Team workloads will be monitored closely to ensure the resourcing
levels are correct.

EXCLUSION OF THE PRESS AND PUBLIC

RESOLVED

That the press and public be excluded for the following item which is exempt by
virtue of Paragraph 3 of Part 1 of Schedule 12a of the Local Government Act 1972
because it contains information relating to the financial or business affairs of any
particular person (including the authority holding that information)

CONFIDENTIAL MINUTES

The confidential minutes of the meeting held on Thursday 7 March 2013 were agreed
as a correct record.

FUND MANAGERS' PERFORMANCE
The Pensions & Investments Manager took Members through her report.
COLLABORATIVE WORKING

The Chairman referred Members to the report on collaborative working which was
included the agenda pack.

DATE OF NEXT MEETING

The next meeting is due to take place on Wednesday 19 March 2014.

CHAIRMAN
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Title: Pension Administration Strategy
Date: 19 March 2014

Author: Claire Lewis-Smith

Contact officer: Claire Lewis-Smith, 01296 383475
Electoral divisions affected: None

Summary

Buckinghamshire County Council Pension Fund originally implemented a Pension
Administration Strategy in June 2010. The Local Government Pension Scheme Regulations
require an administering authority to consult with Scheme employers when making revisions to
the Strategy. The Strategy, along with the Service Level Agreement (SLA), has been revised in
light of the changes coming into effect on 1 April 2014.

Recommendation

Members are asked to:

Consider and comment on this report.
Supporting information

The revised Pension Administration Strategy (Appendix A) will be issued to all Scheme
employers in advance of the LGPS 2014 coming into effect on 1 April 2014. It highlights,
amongst other things, the procedures for liaison and communication and establishes levels of
performance which both the administering authority and Scheme employers are expected to
achieve. Those levels of performance are specified in the Service Level Agreement (Appendix
B). The SLA sets out the procedures to be followed by both Scheme employers and the
administering authority and detail the time each procedure is expected to be completed by.
XXX Mention ESS??7? All Scheme employers will be asked to sign up to the SLA. We have
historically had difficulties where a Scheme employer has an outsourced payroll provider who
is not providing information in line with the timescales set out in the SLA. Irrespective of this,
the Strategy permits any additional administration costs to be charged to an employer
regardless of whether they have signed the SLA. The Strategy has been used to underline the
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importance of the receipt of accurate and timely data which has shown an improvement in
some employers where there are performance issues.

The Strategy and SLA will be updated with material changes where necessary and at the very
least, be reviewed every three years in line with the triennial valuation of the Pension Fund.

Resource implications

The Strategy is key to improving the quality of member data held. In the long term it will assist
in keeping administration costs at a reasonable level and ensure that costs are fair across all
Scheme employers. To date charges have not been raised but we will be revising our workflow
system so that reports can be obtained easily to identify where timescales are not being met.
Where a continuing issue is identified with a Scheme employer’s performance, the procedure
set out in the Strategy will be followed. Where all necessary support has been given to a
Scheme employer and the level of performance has not improved to an acceptable standard,
the Scheme employer will be charged in accordance with the Charging Schedule included
within the Strategy.

Legal implications

N/A

Other implications/issues

N/A

Feedback from consultation, Local Area Forums and Local Member views (if relevant)

N/A

Background Papers

Appendix A: Pension Administration Strategy
Appendix B: Service Level Agreement
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Introduction

With 3.5 million members, the Local Government Pension Scheme (LGPS) is one
of the largest public sector pension schemes in the UK. Buckinghamshire County
Council Pension Fund has approximately 180 employers with over 57,000
scheme members in total.
http://www.buckscc.gov.uk/about-your-council/local-government-pension-
fund/employers/contribution-rates/

The LGPS is a nationwide scheme and is a valuable part of the pay and reward
package for employees working in local government or working for other
employers participating in the Scheme. Success in promoting the Scheme
amongst members and ensuring a high quality service delivery depends upon the
relationship between the administering authority and Scheme employers, and
Scheme employers and their employees.

Good quality administration and communication assists in the overall promotion
of the Scheme and reminds employees of the value of the LGPS, which in turn
aids recruitment, retention and motivation of employees. Providing employees
with confidence in the administration of their benefits, in a Scheme with ever
increasing complexity, is a challenge facing both administering authorities and
Scheme employers.

The Local Government Pension Scheme Regulations 2013 enable an
administering authority to prepare a written statement to assist the administering
authority and Scheme employers in working together to provide a high quality
service to all parties. This document sets out the pension administration strategy
of Buckinghamshire County Council as the administering authority of the
Buckinghamshire County Council Pension Fund, after consultation with the
Fund’s Pension Fund Consultative Group and Pension Fund Committee.

The aim of the strategy is to detail the procedures for liaison and communication,
and to establish levels of performance for both the administering authority and
Scheme employer. It endeavours to promote good working relationships, provide
transparency and improve efficiency and quality. It specifies how performance
levels will be monitored and action that can be taken if targets are not met.

The strategy is effective from 1 April 2014. Any enquiries in relation to this
strategy should be sent to:

Principal Pensions Officer (Governance & Employer Liaison)
Buckinghamshire County Council

Pensions & Investments Team

County Hall

Aylesbury

HP20 1UD



Regulatory Framework

Regulation 59 of The Local Government Pension Scheme Regulations 2013
enables an administering authority to prepare a written statement of the
authority’s policies in relation to the following:

Procedures for liaison and communication with Scheme employers.

The establishment of levels of performance which the administering authority
and its Scheme employers are expected to achieve in carrying out their
scheme functions by:

o the setting of performance targets

o the making of agreements about levels of performance and
associated matters, or

o such other means as the administering authority considers
appropriate

Procedures which aim to ensure that the administering authority and its
Scheme employers comply with statutory requirements in respect of those
functions and with any agreement about levels of performance.

Procedures for improving the communication by the administering authority
and its Scheme employers to each other of information relating to those
functions.

The circumstances in which the administering authority may consider giving
notice to any of its Scheme employers under Regulation 70 (additional costs
arising from Scheme employer’s level of performance) on account of that
employer’s unsatisfactory performance in carrying out its Scheme functions
when measured against levels of performance.

The publication by the administering authority of annual reports dealing with:

o the extent to which that authority and its Scheme employers have
achieved the levels of performance established, and

o such other matters arising from its pension administration strategy
as it considers appropriate; and

Such other matters as appear to the administering authority after consulting its
Scheme employers and such other persons as it considers appropriate, to be
suitable for inclusion in that strategy.
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Regulation 59(3) states that an administering authority must keep the strategy
under review and make appropriate revisions following any material change in its
policies in relation to any matters contained within the strategy.

When preparing, reviewing or making revisions to the strategy an administering
authority must consult its Scheme employers and any other persons it considers
appropriate.

Under Regulation 59(6) the strategy must be published and a copy issued to all
relevant Scheme employers and the Secretary of State. In addition, an
administering authority must notify these parties should the strategy be revised.

In preparing, reviewing or making revisions to the policy, an administering
authority must consult its Scheme employers. This will be carried out via direct
mailing, employer newsletters or the Pension Fund Consultative Group (PFCG).

Full regard must be given to the strategy by both an administering authority and
Scheme employers when performing their functions under the LGPS
Regulations.

Regulation 70 of The Local Government Pension Scheme Regulations 2013
applies where, in the opinion of an administering authority, it has incurred
additional costs which should be recovered from a Scheme employer, because of
that Scheme employer’s level of performance in carrying out its functions under
the LGPS Regulations. Should the situation arise, an administering authority may
give written notice to the Scheme employer stating the reasons why, in the
administering authority’s opinion, their performance is poor, the amount of
additional costs to be recovered and the basis on which the specified amount has
been calculated and the provisions of the strategy which are relevant to the
decision to give notice

Taking into account the regulatory framework, this strategy details the
requirements in accordance with Regulations 59 and 70 of The Local
Government Pension Scheme Regulations 2013 and lays the foundation of the
day to day relationship between Buckinghamshire County Council as the
administering authority and the Scheme employers of the Buckinghamshire
County Council Pension Fund.

The following diagram demonstrates the relationship between the statutory

requirements of the Buckinghamshire County Council Pension Fund and its
associated policies:

11
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Responsibilities and Procedures

1. Procedures for liaison and communication with Scheme
employers

Delivery of a high quality administration service does not rest solely with the
administering authority but is highly dependant on effective partnership working
with Scheme employers and other statutory and advisory bodies.

This strategy takes account of Scheme employers’ current pension knowledge,
perception of current administration standards and specific training needs to
ensure the required standard can be met.

Procedures for liaison and communication between the Buckinghamshire County
Council Pension Fund and Scheme employers are contained within the
Buckinghamshire County Council Pension Fund’s Communication Policy.
http://www.buckscc.gov.uk/bcc/pensions/comms_policy.page?

1.1. Procedures for improving communication between the
administering authority and Scheme employers

Effective communication between all parties concerned reduces errors, improves
efficiency and nurtures better working relationships. Where performance
monitoring shows there is cause for concern, the Principal Pensions Officer
(Governance & Employer Liaison) and the relevant Employer Liaison Officer will
work closely with the Scheme employer to improve any weaknesses.

1.1.1. Training

Buckinghamshire County Council as the administering authority will provide
training and support to any Scheme employer where major issues are identified.
At any time a Scheme employer may request an ad-hoc training session for
which a charge may apply.

1.1.2. Website

The Buckinghamshire County Council Pension Fund website is reviewed and
updated on a regular basis. The website has relevant information for Scheme
employers regarding scheme changes and all relevant policies agreed by the
administering authority are published on the site. All employer newsletters are
also available. The website address is: www.buckscc.gov.uk/pensions

13



1.2. Establishing levels of performance
1.2.1 Performance Standards

In relation to the entitlement of scheme members, the LGPS stipulates that
certain decisions are to be made by either the administering authority or Scheme
employer. In order to fulfil these requirements and also comply with disclosure
legislation, Buckinghamshire County Council as the administering authority has
agreed levels of performance between itself and Scheme employers prescribed
under a Service Level Agreement (SLA).

1.2.2. TUPE Transfers

Any existing Scheme employer planning a contract likely to involve a TUPE
transfer of staff should contact the Principal Pensions Officer (Governance &
Employer Liaison) at the earliest opportunity. The employer will be provided with
a guide, detailing all of the options available to them, the process to be followed if
Admitted Body status is required and the relevant charges that will apply
including Actuary fees and Bond requirements.

1.2.3. Overriding legislation

In discharging their roles and responsibilities under the LGPS Regulations, the
administering authority and Scheme employers are required to comply with
overriding legislation such as:

Pensions Act 1995 and associated disclosure legislation;
Disability Discrimination Act 1995;

Age Discrimination Act 1998;

Data Protection Act 1998;

Freedom of Information Act 2000;

Finance Act 2004;

Public Service Pensions Act 2013; and

Health and Safety legislation.

The above are minimum requirements and in addition to these there are also
local standards and best practice outlined below.
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1.2.4. Internal Standards
These are standards detailed in the SLA and include:

¢ Compliance with all requirements in the SLA;

¢ Provision of information or notifications in the required format using
forms/spreadsheets where relevant as provided in the SLA;

¢ All information or notifications to be legible and accurate;
Communications to be in plain language
Information provided to be checked for accuracy by another member of
staff;

¢ A nominated pensions contact within each Scheme employer; and

¢ Information provided or decisions made within the timescales contained
within the SLA.

1.2.5. Timeliness

Overriding legislation dictates minimum standards required in relation to certain
actions, decisions and information to be provided by an administering authority
and Scheme employers. In addition to these minimum standards the
Buckinghamshire County Council Pension Fund has local performance measures
to be met and which are used for monitoring purposes. These measures are
contained within the SLA.

1.2.6. Data quality

In order to meet the targets set out in the SLA it is imperative that the data
provided by Scheme employers is accurate. Data should be provided using the
forms and spreadsheets provided with the SLA. This will ensure member records
are correct and will enable the administering authority to submit accurate data as
part of the triennial valuation. The administering authority will apply data quality
control and review processes.

1.2.7. Employer Liaison Officers

Each Scheme employer will be allocated a specific Employer Liaison Officer as
their main point of contact regarding any aspect of administering the LGPS.

15



2. Procedures for ensuring compliance with statutory
requirements and levels of performance

Ensuring compliance is the responsibility of the administering authority and
Scheme employers. The administering authority will work with its Scheme
employers to adhere to all the appropriate legislation and provide support to
ensure quality and timeliness of provision of data is continually improved. Various
methods will be used to ensure compliance and service improvement such as:

2.1. Audit

The Buckinghamshire County Council Pension Fund will be subject to an annual
audit of its processes and internal controls, with the County Council’s Regulatory
and Audit Committee applying scrutiny to the Fund. Both the administering
authority and Scheme employers will be expected to comply with requests for
information from internal and external auditors in a timely manner. Any
subsequent recommendations will be implemented into the appropriate
document.

2.2 Performance monitoring

The administering authority will report on each Scheme employer periodically
against specific tasks outlined in the Service Level Agreement. The administering
authority will also monitor its own performance in accordance with the SLA and
report outcomes to the Pension Fund Consultative Group. The Chartered
Institute of Public Finance and Accountancy (CIPFA) Benchmarking will also be
used to monitor performance.

2.3. Employer liaison meetings

Meetings with a member of the Employer Liaison Team and Scheme employers
will take place at the request of either the administering authority or the Scheme
employer to review performance against targets and the quality of data
exchange. Frequent meetings will be arranged for larger employers or where
deemed necessary by either party.

2.4. Pension Fund Consultative Group

Regular reports on performance and other associated matters will be discussed
at the Pension Fund Consultative Group (PFCG) at its twice yearly meetings.
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2.5. Pension Fund Committee

The PFCG and the Pensions & Investments Team are ultimately accountable to
the Pension Fund Committee (PFC). Any Scheme employer may be asked to
attend a committee meeting for a particular purpose. The PFC’s Terms of
Reference can be found at:
http://democracy.buckscc.gov.uk/mgConvert2PDF.aspx?I1D=11106

2.6. Valuation

The Buckinghamshire County Council Pension Fund is subject to a triennial full
valuation of its assets in accordance with the LGPS Regulatory Framework.
Interim mini-valuations may also be undertaken at the discretion of the Pension
Fund Committee. Both the administering authority and Scheme employers will be
expected to comply with requests for information from the Actuary in a timely
manner.

2.7. Year End and Annual Benefit Statements.

Annual year end processes will be circulated to all Scheme employers in a timely
manner and be accompanied by a year-end timetable which should be complied
with. Outline details are within the SLA. Annual Benefit Statements will be sent to
all Scheme employers by 5 October 2014 and by 31 August in each subsequent
year for circulating to Scheme members. Further details on Annual Benefit
Statements are outlined in the Communications Policy.

2.8. Treasury Management
A service level agreement exists between Buckinghamshire County Council’s

Treasury Management Service and the Pensions & Investments Team which is
approved by the Pension Fund Committee.

17



Circumstances where the administering authority may levy
costs associated with a Scheme employer’s poor performance

Routine and cyclical activity is not directly charged to a Scheme employer.

Any additional costs incurred by the administering authority as a direct result of
poor performance will be recovered from the Scheme employer. The
circumstances where additional costs will be recovered include:

e Constant failure to provide relevant information to the administering
authority, Scheme member or other relevant party in accordance with the
Service Level Agreement;

e Failure to pass relevant information to the Scheme member or potential
members due to poor quality or within the prescribed timescale;

e Failure to deduct and pay over correct employee and employer
contributions to the Buckinghamshire Pension Fund within the prescribed
timescales; and

e Payment of fines being levied on the administering authority due to a
Scheme employer's under-performance by the Pensions Regulator,
Pensions Ombudsman or any other regulatory body.

The administering authority may also charge for other services.
Details of all the charges that apply are detailed at Appendix A.

10
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Procedures to address poor performance

The Principal Pensions Officer (Governance & Employer Liaison) and relevant
Employer Liaison Officer will work with a Scheme employer at the earliest
opportunity should they be failing to meet the requirements of the performance
levels required under the SLA and ultimately this strategy. They will identify any
underlying issues and assist with any necessary training and development
required to address the performance.

Steps to recover additional administration costs will only be taken where
persistent failure occurs after intervention and support has been offered and
undertaken by the Principal Pensions Officer (Governance & Employer Liaison)
and relevant Employer Liaison Officer. These steps will only be implemented
once all opportunities to address performance issues are exhausted. The steps
to be taken in these circumstances are:

e The Scheme employer will be written to setting out the areas of poor
performance

¢ A meeting will be arranged with the Scheme employer to discuss the poor
performance and to formulate a plan on how to address those areas

¢ Where a Scheme employer does not agree to a meeting or does not show
improvement in line with action agreed during the meeting, a formal notice
will be issued. This will detail the areas of poor performance identified, the
steps taken to resolve those areas and that the additional costs will be
recovered;

e The costs to be recovered will be clearly set out taking into account the
time taken by the administering authority to resolve the specific area of
poor performance; and

e Make the claim against the Scheme employer, giving reasons for doing
so, in accordance with the Regulations.

Administering Authority poor performance will be reported to the Pension Fund
Committee via the Pension Fund Consultative Group if applicable. Performance
is monitored against the SLA and Customer Charter.

11
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Review Process

The administration strategy will be reviewed every 3 years unless circumstances
required. The current version of the
administration strategy will be available on our website at the link below. Hard
copies will be made available on request.
http://www.buckscc.gov.uk/media/133320/pension_administration_strategy char

dictate more regular

reviews are

qing schedule.pdf
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Appendix A

Charging Schedule

Failure to notify BCC of new
starters by the 15" of the month
following the month payroll action
was taken

£50 per occurrence

Failure to notify BCC of a change
in hours or a chan%;e in member’s
address by the 15" of the month
following the date where payroll
action was taken

£50 per occurrence

Failure to notify BCC of unpaid
leave, maternity leave or strike
breaks by the 15™ of the month
following the month in which
payroll action was taken

£50 per occurrence

Failure to notify BCC of any
member leaving by the 15" of the
month following the month in which
the member left

£50 per occurrence

Failure to notify BCC of any
retirement within 3 weeks of the
member’s retirement date

£50 per occurrence

Where as a result of the
Employer’s/Payroll Providers
failure to notify BCC of a
retirement interest becomes
payable on any lump sum or death
grant paid, BCC will recharge the
total amount of interest to the
Employer/Payroll Provider

Interest calculated in accordance
with Regulation 81 of The LGPS
Regulations 2013

Failure to notify BCC of the death
in service of a member within 10
working days of notification

£50 per occurrence

Failure to pay over monthly
contributions to BCC by the 19" of
the month following deduction of
the contributions

Interest calculated in accordance
with Regulation 71 of The LGPS
Regulations 2013

Failure to provide BCC with the
annual year end return by 30 April

£50 per working day from 1 May
to date return is received

10

Failure to respond to requests for
Year-end information to resolve
queries within the prescribed time

£50 per occurrence

11

Estimate requests in excess of two
required in a rolling year

£10 per estimate plus VAT per
additional request

12

Other non-standard work

Charge dependant on time taken
and Officer undertaking the work

13

21



Notes to the Charging Schedule

1

Notifications of new starters must include all of the information detailed in
the New Entrants to the Scheme section of the SLA.

Notifications of changes in hours and address must include all of the
information detailed in the Changes section of the SLA.

Notification of any unpaid leave, maternity leave or strike breaks must
include all of the information detailed in the Unpaid Leave section of the
SLA.

Notifications of leavers must include all of the information required on the
‘Notification of Employee Leaving Early form, detailed in the Leavers
section of the SLA.

Notifications of retirements must include all of the information required on
the ‘Notification of Employee Leaving where Pension Benefits will be Paid
form, detailed in the Retirements section of the SLA.

Regulations 71 and 81of The LGPS Regulations 2013 states that interest
must be calculated at one per cent above base rate on a day to day basis
from the due date to the date of payment and compounded with three-
monthly rests. If late payment of a lump sum or death grant occurs as a
result of a failure by the scheme member to provide information to the
pension team, the pension fund will be liable for the payment of any
interest due.

Notification of a death in service must include all of the information
required on the ‘Notification of Employee Leaving where Pension Benefits
will be paid’ form, detailed in the Death in Service section of the SLA.

Requirements regarding payment of monthly contributions are set out in
the Monthly Contributions section of the SLA.

Requirements regarding submission of the annual return are set out in the
Year-end Return section of the SLA.

Late notifications will only be reported where the standards set out in the
SLA have not been met as a result of the Scheme employer’s failure to
meet the required standards.

14
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Summary of Actions

BCC by the 19" of the month following deduction
The spreadsheet should be emailed to
lgpsreturns@buckscc.gov.uk

Topic Pg Employer/Payroll Provider Action BCC Action
New entrants 5-7 Enter an eligible employee into the LGPS at the Set up a pension record within 6
appropriate time and notify the employee of their weeks of receipt of a spreadsheet
contribution band, date it is applicable and of their right
to appeal.
Employer/Payroll Provider will send the starters
spreadsheet to BCC by email to
pensions@buckscc.gov.uk by the 15" of the month
following the month payroll action was taken
Opt-outs 9 Action a request to opt-out and take the necessary Set up an opt-out record within six
refund/leaver action weeks of receipt of a spreadsheet
Employer/Payroll Provider will send the opt-out
spreadsheet to BCC by email to
pensions@buckscc.gov.uk by the 15" of the month
following the month payroll action was taken and also
send a copy of the opt-out form
Reduction in Pay 13 Keep payroll data for 13 years Use the pay notified to them
Changes 14-15 Where the underpin applies or where an added years | Update the member’s record and
contract is in force, the Employer/Payroll Provider will | issue a statutory notification within
send the changes spreadsheet to BCC by email to | 6 weeks of receipt of a
pensions@buckscc.gov.uk by the 15™ of the month | spreadsheet
following the change, detailing all relevant changes
Monthly Contributions 16 Submit both employee and employer contributions to | Check the monthly return form and

allocate contributions within 6
weeks of receipt
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Topic Pg Employer/Payroll Provider Action BCC Action

Year-end Return 17-18 Email the annual return to Igsystems@buckscc.gov.uk | Upload the data and adhere to the
no later than 30 April and the subsequent deadlines subsequent deadlines within the
within the Year-end Timetable adhered to Year-end Timetable

Additional Contributions 19-21 Commence, change or cease AVC deductions and pay | Notify the Employer/Payroll
the monthly contributions to the AVC provider no later | Provider of AVCs commencing
than the 19" of the month following deduction
Commence, change or cease APC deductions and pay | Notify the Employer/Payroll
over these amounts along with the regular monthly Provider of APCs commencing,
contributions changing or ceasing
Change or cease added years or ARC deductions and | Notify the Employer/Payroll
pay over these amounts along with the regular monthly | Provider of added years or ARCs
contributions changing or ceasing

Absences 22-24 Deduct contributions as necessary and ensure full Update the member’s pension
details are included on the annual return spreadsheet account

Estimates 25 Email Employer Request for Estimate of Retirement Will provide estimate of benefits
Benefits” form to pensions@buckscc.gov.uk within 10 working days of receipt

Leavers 26 Email a completed leaving form (and if applicable a Will notify the member of their
final pay calculation) by the 15" of the month following | benefits within 20 working days
the month in which the member left to of receiving the leaving form
pensions@buckscc.gov.uk

Retirement 27-29 Email a completed retirement leaving form and any Calculate the pension benefits
required certification to BCC at least 3 weeks before a | and write to the member detailing
member’s retirement date to pensions@buckscc.gov.uk | their options within 10 working

days
Death in Service 30 Obtain certification if possible and email the appropriate | Calculate the benefits due and

leaving form to pensions@buckscc.gov.uk within 5
working days of the Employer/Payroll Provider receiving
notification of the member’s death

write to the next of kin within 5
working days




Service Level Agreement
Agreement between

The Pensions & Investments Team of Buckinghamshire County Council (‘the provider’) and
XXXX (‘the user’) for pension services for the period 1 April 2014 to 31 March 2017.

Specification
The services to be provided, agreed with the user, are described in the specifications.

Contact point for queries

Provider

Pensions & Investments Manager
Buckinghamshire County Council
Pensions Team

County Hall

Aylesbury

HP20 1UD

01296 383755
employers@buckscc.gov.uk

Signed:
Name: Julie Edwards
Title: Pensions & Investments Manager

Date:

User
XXXX

Signed:
Name:
Title:

Date:
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General Conditions and Services
1. Basic Agreement

1.1 Service Level Agreement between ‘the user’ and ‘the provider’

‘The user’ requires the provision by ‘the provider’ of the services listed herein conforming to
the standards specified in this document. This 2014 version of the SLA incorporates
changes to previous versions, resulting from changes to the LGPS Regulations.

1.2 Definitions

The Scheme Employer or Third Party Payroll Provider is hereafter known as ‘the user’ or
‘Employer/Payroll Provider’.

Buckinghamshire County Council as the administering authority is hereafter known as ‘the
provider or ‘BCC’.

1.3 Period of Agreement

This Agreement shall remain in force for the period 1 April 2014 to 31 March 2017, unless
otherwise specified.

Variation of individual clauses and/or performance standards during the term of the
Agreement must be agreed in writing between both parties and, when agreed, shall then
become part of the original Agreement.

1.4 Indemnity

BCC indemnifies the user against any claims or loss of income or additional expenditure
resulting from the proven negligence of BCC or its officers or any agent or company
employed by BCC in the performance of services under this Agreement.

1.5 Monitoring and Review

Meetings shall be held by BCC and the user to monitor and review this Agreement as
necessary and full reference will be made to the Pensions Administration Strategy and
provisions therein.

In the event that BCC fails, except due to events outside its control, to provide a service in
accordance with the Service Level Agreement, including any deadlines therein, it shall
meet any reasonable cost or loss incurred by the user, its staff or scheme members.

1.6 Dispute Resolution

Should a disagreement arise in respect of the application of the Pensions Administration
Strategy or this Service Level Agreement, both parties will work together to resolve the
dispute in an appropriate and timely manner.

4
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New Entrants to the Scheme
All new employees under the age of 75 should be brought into the LGPS immediately

o if they are employed by a body listed in Part 1 of Schedule 2
http://www.Igpsregs.org/index.php/schedule-2

e if they are employed by a body listed in Part 2 of Schedule 2 and they or the class of
employees they belong to has been designated as being eligible for LGPS
membership http://www.lgpsregs.org/index.php/schedule-2?showall=&start=1

e if they are employed by an admission body and they or the class of employees they
belong to has been designated as eligible for LGPS membership

o if they are employed by a body in Column 1 of Part 4 of Schedule 2
http://www.lgpsregs.org/index.php/schedule-2?7showall=&start=3

EXCEPT FOR:

Casual workers where there is no mutuality of obligation. This group of workers are eligible
to join the LGPS. They are not contractually enrolled in the LGPS, but they can opt to join
by completing an Opt In form

Workers who have a contract of less than three months. This group of workers are not
contractually enrolled in the LGPS on joining but they can elect to join by completing an Opt
In form. However, they must be entered into the LGPS on their automatic enrolment date
and if their contract is extended beyond three months, they must be automatically brought
into the LGPS from the first day after the three month period.

Workers who are eligible to be a member of another public service pension scheme in
relation to that employment.

An opt in form can be downloaded at
www.buckscc.gov.uk/bce/pensions/quides forms booklets.page

Employees will pay contributions based on their annual pensionable pay in accordance with
the table below.

Band Range Contribution Rate
1 £0 - £13,500 5.5%
2 £13,501 - £21,000 5.8%
3 £21,001 - £34,000 6.5%
4 £34,001 - £43,000 6.8%
5 £43,001 - £60,000 8.5%
6 £60,001 - £85,000 9.9%
7 £85,001 - £100,000 10.5%
8 £100,001 - £150,000 11.4%
9 £150,001 or more 12.5%

* The above apply from 1 April 2014. Band ranges increase in line with the Consumer Price
Index (CPI) each April
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Assessment of pensionable pay

An employee’s pensionable pay is all of the salary, fees and other payments paid to them
and any benefit specified in their contract of employment as being a pensionable
emolument. It includes overtimes payments and payments made in respect of
additional hours where an employee is part time.

Pensionable pay does not include

e any sum which has not had income tax liability determined on it

e any travelling, subsistence or other allowance paid in respect of expenses incurred in
relation to the employment

e any payment in consideration of loss of holidays

e any payment in lieu of notice to terminate a contract of employment

e any payment as an inducement not to terminate the employment before the payment
is made

e any amount treated as the money value to the employee of the provision of a motor
vehicle or any amount paid in lieu of such provision

e any payment in consideration of loss of future pensionable payments or benefits

e any award of compensation (excluding any sum representing arrears of pay) for the
purpose of achieving equal pay in relation to other employees

e any payment made by the Scheme employer to a member on reserve forces leave

e returning officer or acting returning officer fees other than fees paid in respect of

o local government elections
o Parliamentary elections
o European Parliamentary elections

When assessing the contribution band an employee falls into, it is the pensionable pay the
employee receives which dictates which Band an employee falls into

Examples
An employee works full time and has an annual pensionable pay of £24,000 = Band 3

An employee works 50% of whole time and although the pay scale/range for the post they
are in is £24,000 they only receive annual pensionable pay of £12,000 = Band 1

An employee works full time and has an annual pensionable pay of £20,000 = Band 2

An employee works full time and has an annual pensionable pay of £20,000 and they also
receive an overtime payment of £300 per month. £20,000+(£300*12) = Band 3

Action required by the Employer/Payroll Provider:
When setting up a new payroll record for an employee, the Employer/Payroll Provider will
automatically enter an eligible employee into the LGPS from the first day of employment.

If an employee who is not a scheme member opts-in to the LGPS, the Employer/Payroll
Provider will bring the employee into the Scheme from their next pay date. An employee on
a fixed term contract of less than 3 months who has it extended beyond 3 months, will be
automatically entered into the Scheme from the first day after the 3 month period.
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Whenever the Employer/Payroll Provider sets a member’s contribution rate, they must
inform the employee of the contribution rate applicable, the date from which it is applied and
notify them of their right to appeal against this decision under the Internal Disputes
Resolution Procedure (IDRP).

On a monthly basis, the Employer/Payroll Provider will provide a spreadsheet to BCC by
email to pensions@buckscc.gov.uk, detailing all new entrants to the Scheme. The
spreadsheet should be submitted by the 15™ of the month following the month payroll action
was taken. An example of the spreadsheet is attached. Only the highlighted columns
should be completed by the Employer/Payroll Provider and should contain the following
information:

o Payroll number o Marital status — optional

o Home address o Date of Birth

o Post code o Date joined Fund

o NI number o Automatic Enrolment Date

o Surname o Annual rate of pensionable pay
o Forenames o Contribution rate

o Title o Name of School (if applicable)
o Sex

Each month the Employer/Payroll Provider will send the spreadsheets to BCC by email to
pensions@bucksce.gov.uk by the 15" of the month following the month payroll action was
taken.

Action required by BCC:
On receipt of the above spreadsheet, BCC will set up a pension record on their system for
each employee.
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Contributions

On 1 April 2014 for existing members, at the outset of active membership for new members
and from time to time thereafter (including every April), an Employer has to make a decision
as to the rate of contribution a member will make.

The rate, applicable date and the right for a member to appeal the decision under the
Internal Disputes Resolution Procedure (IDRP) must be notified to a member as soon as is
reasonably practicable.

The bandings can be found on Page 5 and any reductions in pay due to sickness, child
related leave, reserve forces leave or other absence from work are to be ignored when
assessing/reviewing the contribution rate/band.

When assessing the contribution band an employee falls into, it is the pensionable pay the
employee receives which dictates which Band an employee falls into

For workers employed on “zero hours” contracts or variable hours contracts, the Employer
will have to make an assumption as to what that member’s pensionable pay will be. This
can be done by using-

¢ the annual rate of contractual pay

e the annual rate of contractual pay plus an estimate of the non-contractual overtime or
additional hours over and above the contracted hours which might be worked in a
year

o the hourly contractual rate multiplied by an estimate of the number of hours to be
worked in a year

e the weekly contractual rate multiplied by 52/52.143/52.2

e the weekly contractual rate multiplied by 52/52.143/52.2 plus an estimate of other
pensionable payments to be made that year

Employers should make the assessment in a reasonable and consistent manner. Where
they cannot be certain at the outset that the member has been placed in the correct band,
an Employer can undertake a periodic review of contribution bandings for members who
have fluctuating pay/hours.

Once the initial pay band and contribution rate has been set, the Employer is required to
reassess the band and contribution rate each April and can review the band and rate on any
material change in pay. In deciding the approach to take, Employers will need to balance
ensuring the member’s contributions fairly reflect the pensionable pay received by the
member over the course of the Scheme year against the need to keep the approach simple
and easy to administer.
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Opt outs

A member may opt-out of the LGPS at any time by notifying their Employer in writing that
they wish to do so. This is done by completing the opt-out form available on the Pensions
website (www.buckscc.gov.uk/pensions). An Opt-Out Form cannot be completed before
commencing employment.

If they opt-out within 3 months, they are treated as not having been a LGPS member and
are entitled to a refund via payroll. If they opt-out with more than 3 months but less than 2
years, they are entitled to a refund from the Pension Fund. If they opt-out after 2 years,
they are entitled to a deferred benefit.

Action required by the Employer/Payroll Provider:

A member must notify the Employer/Payroll Provider directly if they wish to opt out of the
Scheme by filling in the Opt Out form. The Employer/Payroll Provider must retain a copy of
the election to opt out. The employee should be taken out of the Scheme from the month
in which their election is received.

e If the option is received within 3 months of commencement, the Employer/Payroll
Provider will refund all pension contributions deducted and adjust payroll for tax and
National Insurance.

e If the member has been in the Scheme for more than 3 months, they cannot have a
refund of their contributions and the “Early Leaver” form needs to be completed.

BCC must be informed of LGPS optants out in all cases, regardless of their length of
membership. If the Employer/Payroll Provider has previously entered this person on the
monthly new starter spreadsheet, an email should be sent to BCC notifying them that the
member has opted out, confirming that all contributions have been refunded and the
necessary adjustments have been made for tax and National Insurance.

Notification of Opt Outs is similar to that for new starters. An optant out spreadsheet
should be completed monthly, as necessary. The Opt Out spreadsheet template is
attached.

Only the highlighted columns need to be completed and should be returned to us by the
15" of the month following the month payroll action was taken. In all cases, please also
provide a copy of the employee’s signed and completed Opt Out form, as a record
will be set up on our system for the optant out and their Opt Out form will be scanned to it.

Action required by BCC:

If BCC receive an Opt Out form, letter or email from the member who wants to opt out,
they will forward it to the Employer/Payroll Provider for action. BCC will require and will
retain a copy of the employee’s Opt Out form in all cases, regardless of length of LGPS
membership.
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50/50 Section Membership

Employees who are eligible for LGPS membership can elect to pay half of the pension
contribution due and receive half of the benefit (1/98"). This is called the 50/50 section of
the LGPS. Although unlikely, it is possible for a member with 2 or more concurrent
employments to elect to be in the 50/50 section for all or any of those employments. While
a member of the 50/50 section, members remain entitled to the full benefit in respect of
any death in service lump sum and full ill-health enhancement.

A person cannot elect for the 50/50 section;

e before their employment has commenced, or

e if they are being automatically enrolled, immediately before their automatic
enrolment or automatic re-enrolment date, or

o for those opting into the LGPS, immediately before opting in

They have to be entered into the main section first and then can opt for the 50/50 section.
If this election is done before the payroll is run, they can be a member of the 50/50 section
from day one.

Although the member’s contribution is halved, the employer contribution remains payable
in full and will be accounted for as part of the Fund valuation process every 3 years.

The Employer of a member electing for the 50/50 section is required to give the
member information about the effect on that member’s likely benefits as a result of
that election.

The 50/50 section is not designed to be a long term situation and membership of the
50/50 section will cease from the pay period following the Employers automatic re-
enrolment date. At this point, any members in the 50/50 section of the LGPS would be put
back into the main section and would have to make a further election if they wanted to
move back into the 50/50 section.

In addition, a member going onto no pay as a result of sickness or injury is moved back
into the main section on the first day of the next pay period (provided they are still on no
pay at the beginning of the pay period).

10
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Pensionable pay

An employee’s pensionable pay is all of the salary, fees and other payments paid to them
and any benefit specified in their contract of employment as being a pensionable
emolument. It includes overtimes payments and payments made in respect of
additional hours where an employee is part time.

Pensionable pay does not include

e any sum which has not had income tax liability determined on it

e any travelling, subsistence or other allowance paid in respect of expenses incurred in
relation to the employment

e any payment in consideration of loss of holidays

e any payment in lieu of notice to terminate a contract of employment

e any payment as an inducement not to terminate the employment before the payment
is made

e any amount treated as the money value to the employee of the provision of a motor
vehicle or any amount paid in lieu of such provision

e any payment in consideration of loss of future pensionable payments or benefits

e any award of compensation (excluding any sum representing arrears of pay) for the
purpose of achieving equal pay in relation to other employees

e any payment made by the Scheme employer to a member on reserve forces leave

e returning officer or acting returning officer fees other than fees paid in respect of

o local government elections
o Parliamentary elections
o European Parliamentary elections

HMRC approved salary sacrifice arrangements where an employee gives up pay in return
for a tax assessable benefit in kind from which income tax liability is then removed is
pensionable.

Where holiday entitlement is sold in return for additional pay, the extra pay will be non-
pensionable. Where pay is foregone in return for additional holiday, this is authorised
unpaid leave of absence and the member can elect to buy the “lost” pension via an APC.

Benefits in the 2014 scheme will be calculated on pay received in the Scheme year (1 April
to 31 March) and not on the pay due in the period. There is no need to adjust pensionable
pay on payment of arrears paid in the current pay period that are not related to it.
However, when dealing with pre 1 April 2014 benefits, arrears will need to be allocated to
the period in which they are in respect of for the calculation of final pay under the 2008
definition.

The amount of pensionable pay to be allocated to a member’s cumulatives is the actual
amount of pay received.

11
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Assumed Pensionable Pay (APP)

This is the pay that the member would have received but for reduced pay or no pay as a
result of sickness or injury; reduced or no pay during relevant child related leave
(ordinary/paid additional maternity, paternity or adoption leave); of while on reserve forces
leave. Unpaid child related leave is not included in APP as this period is paid for via an
APC.

Where this applies, the amount added to the cumulative pensionable pay should be the
APP and not any actual pay received. The only exception is where the actual pay exceeds
the assumed pay (KIT days) in which case the actual pensionable pay would be added in
respect of that period and assumed pay for other days.

APP is calculated as an annual rate and then applied to the period of reduced/no pay. The
annual rate for a member paid other than monthly is:

e the average pensionable pay for the 12 weeks prior to the start of the relevant
period after removing any payments that are not payable every pay period but
including any APP credited in that 12 week period, then

e this figure is grossed up to an annual figure, and

e if 12 complete pay periods do not exist, use whatever number of complete periods
are available

For a monthly paid employee 3 complete pay periods should be used which are then
grossed up to an annual amount.

The calculation of APP can include pensionable pay prior to 1 April 2014 if the period goes
back that far, and if it does the 2008 definition if pay is used for that period.

APP may be increased at the time of calculation, if an Employer decides to add back any
regular lump sum payment made in the last 12 months. They must determine whether
there is a “reasonable expectation” that a regular lump sum payment would have again
been paid during the period where APP will apply.

12
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Reduction in Pay

Final pensionable pay is normally based on the full-time equivalent pay for the last 12
months. If either of the two previous years’ pay is higher, either of these two preceding
years may be used, calculated to the anniversary of the member’s last day of service.

If, on or after 1 April 2008 and within 10 years of leaving, a member who was a member of
the LGPS prior to 1 April 2014 (voluntarily or compulsorily) has restricted pay, reduces
their grade or moves to a position with less responsibility, they can choose to use the
average of any 3 consecutive years pay in the last 10 years ending on a 31st March (plus
RPI1/CPI from the end of the 3 year period). Certain exclusions apply (reduction as a result
of flexible retirement) and the Pensions & Investments Team should be contacted for any
clarification.

If prior to 1 April 2008 a member was issued with a Certificate of Reduced Remuneration,
they are entitled to have their benefits based upon the best average 3 year period, ending
on 31 march, in the last 13 years.

Action required by the Employer/Payroll Provider:
The Employer/Payroll Provider will need to ensure that payroll data is kept for 13 years in
respect of cases falling into this category.

Action required by BCC:
BCC will use the final pensionable pay as notified to them by the Employer/Payroll
Provider.

13
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Changes

Hours changes are only required for members who are protected by the Scheme
underpin or for members who have existing added years contracts.

Any changes that occur during membership for these members must be notified
immediately to BCC. Failure to notify BCC of these changes promptly could affect the
calculation of the member’s benefits when they leave or retire.

The Scheme underpin is an additional payment where the member would have been
better off under the 2008 Scheme. Members covered by this are those who-

Were active members of the 2008 Scheme on 31 March 2012; and
e Were within 10 years of Normal Pension Age on 1 April 2012; and
¢ Receive payment of benefits on/after Normal Pension Age (2008 definition)

¢ Do not have a break of more than 5 years in active membership in all public service
pension schemes, and

e Have not already drawn any benefits from the 2014 Scheme in relation to the
employment (e.g. upon flexible retirement)

You may have decided to review employees’ contribution bands where there is a change
that will move them from one band to another during the financial year.

On a monthly basis the Employer/Payroll Provider will provide a spreadsheet to BCC
detailing all relevant changes. Examples of the spreadsheets are attached. Only the
highlighted columns should be completed by the Employer/Payroll Provider and should
contain the following information:

Hour/Band/Name Changes:

NI number

Payroll number

Surname

Forenames

Date commenced current pensionable service
New part-time hours or percentage

Previous part-time hours or percentage

Date of change

Full time equivalent salary

Contribution rate

Address Changes:
e NI number
e Address
¢ Name

14
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Action required by the Employer/Payroll Provider:

Each month the Employer/Payroll Provider will send the spreadsheets to BCC by email to
pensions@buckscc.gov.uk, detailing all relevant changes to member's records. The
spreadsheet should be submitted by 15" of the month following the month payroll action
was taken. This will include changes of hours or weeks worked (for employees who fulfil the
underpin criteria), change of band, name and change of address.

Where the underpin applies, the Employer will issue the original statutory notification as
detailed below to the employee, retaining the copy for their records.

Action required by BCC:

On receipt of the above spreadsheet, BCC will amend the member’'s record with the
information provided. Within 6 weeks of receiving the spreadsheet a statutory notification
(where the underpin applies) will be produced confirming the employee’s change of
pensionable status. An original and a copy will be sent to the Employer. The original should
be issued to the employee and a copy retained by the Employer for their records.

15
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Monthly Contributions

Pension contributions will be paid over to the BCC Pension Fund each month, no later
than 19 days following the month in which the deduction was made.

Action required by the Employer/Payroll Provider:

The Employer/Payroll Provider will need to submit both employee and employer
contributions to BCC no later than the 19" of the month following deduction along with an
Excel spreadsheet (attached). If you set your employee bands in April each year, you need
to submit ‘Monthly_return_annual_banding 2014-15.xlIs’ If you set your employee bands
monthly, you need to submit ‘Monthly return_monthly banding 2014-15.xls’. The
spreadsheet allows the Employer/Payroll Provider and BCC to check the contributions
paid.

e On the spreadsheet the Instructions tab details the cells that need to be
completed.

¢ On the Employee Data tab, the data input areas have been highlighted in blue.

e There are some checks in the Employee Data tab — these are meant to be
warnings of potential errors and can be ignored if the Employer is satisfied that the
information is correct.

The full instructions for completing the monthly return can be found in the appendices. If
you have any questions or require any assistance with completing this form, please email
lgpsreturns@buckscc.gov.uk and the Pensions Finance Officer mailto:will respond to you
as soon as possible.

Once completed the monthly return form should be emailed to
lgpsreturns@buckscc.gov.uk

Action required by BCC:
Within 6 weeks of receipt, BCC will check the monthly contribution return spreadsheet and
allocate the contributions to each Employer.

16
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Year-end Return

A year-end return must be supplied to BCC detailing the following information for each
employment as at 31 March-

Surname

Forename

Gender

Date of birth

National Insurance number

Unique ID for the employment

Date member became active in the employment (if during the Scheme year)

Date ceased active membership in the employment (if during the Scheme year)

CPP1: cumulative pensionable pay received in the employment during the Scheme

year while in the main section of the scheme (including APP)

CEC1: cumulative employee contributions deducted from pensionable pay (CPP1)

e CPP2: cumulative pensionable pay received in the employment during the Scheme
year while in the 50/50 section of the scheme (including APP)

e CEC2: cumulative employee contributions deducted from pensionable pay (CPP2)

e The section of the Scheme the member was in at the end of the Scheme year (or at
the date active membership ceased if during the Scheme year)

e CRC: Cumulative employer contributions deducted from pensionable pay in respect
of the employment (including APP)

e EAPC CAC: Cumulative additional pension contributions (APCs) paid in respect of
the employment by the member

e RAPC CAC: Cumulative additional pension contributions (APCs) paid in respect of
the employment by the employer

e EAVC CAC: Cumulative additional voluntary contributions (AVCs) paid in respect of
the employment by the employee

e RAVC CARC: Cumulative additional voluntary contributions (AVCs) paid is respect
of the employment by the employer

e FTE final pay for the Scheme year for members with LGPS membership prior to

1 April 2014 who are active at the end of the Scheme year

BCC will send an email to the Employer/Payroll Provider in February with the return to be
completed and spreadsheet to be used. They must be completed and returned to BCC on
or before 30 April.

Action required by Employer/Payroll Provider:

The return and spreadsheet should be emailed to lgsystems@buckscc.gov.uk no later
than 30 April. In order to support the year-end process a timetable has been put in place to
aid the issue of annual benefit statements and submission of data in relation to the
triennial valuation. The timetable can be found in the Appendices.

Action required by Buckinghamshire County Council:
On receipt of the return and spreadsheet, BCC will load the data onto their system.

If there are any records missing the Employer will be contacted by their Employer Liaison
Officer and asked to provide a starter spreadsheet.
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If there are any members with leaving dates on the spreadsheet and the Pensions &
Investments Team have not been informed, the Employer will be contacted by their
Employer Liaison Officer for leaver form.

If the member had had been in the LGPS prior to 1 April 2014 and the full time equivalent
pay provided has decreased when compared to the full time equivalent pay held as at the
previous 31 March, the Employer will be contacted by their Employer Liaison Officer for
confirmation that the member’s full time equivalent rate of pay has decreased.

Once all queries have been resolved by the Employer/Payroll Provider, BCC will amend
the records on their system. Annual benefit statements can then be produced. These will
be issued to the Employer for internal distribution to members, or the Employer may
request that BCC issue the statements to members’ home addresses. The
Employer/Payroll Provider will need to provide an up-to-date spreadsheet of members’
home addresses and will be charged for the postage.

Full details of the deadlines applicable can be found in the year-end Timetable in the
Appendices.
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Additional Contributions

Additional Voluntary Contributions (AVCs)

Members may make an election, at any time, to pay AVCs. Members can choose between
our two AVC providers, Clerical Medical and Prudential.

New Contributors

Action required by BCC:

For Prudential AVCs, members contact Prudential directly. Prudential will then notify BCC
of the application. For Clerical Medical, members will be asked to send their application
form directly to BCC. BCC will copy the form for their records and update their system.
BCC will then notify the Employer/Payroll Provider of the AVC start date and the amount of
contribution to deduct.

Action required by the Employer/Payroll Provider:

On receipt of notification from BCC, the Employer/Payroll Provider should check the
amount does not exceed 100% of monthly pensionable pay (allowing for any Statutory
Deductions) and set up the deduction on payroll. The deduction may be expressed as a
percentage or as a monetary amount. The Employer/Payroll Provider should NOT action a
Clerical Medical application form directly from the member. The form should be forwarded
to BCC and the Employer/Payroll Provider should take no action unless notified by BCC.

Procedure for changes to AVCs in payment

Action required by the Employer/Payroll Provider:

Members will be told to email or write to the Employer/Payroll Provider if they wish to alter
or stop their AVC contributions. The Employer/Payroll Provider should either send a copy
of the letter or forward the email to BCC, confirming the necessary action has been taken.
The Employer/Payroll Provider is responsible for checking that the revised amount does
not exceed 100% of monthly pensionable pay (allowing for any Statutory Deductions).

Action required by BCC:
On receipt of the confirmation from the Employer/Payroll Provider, BCC will update their
system.

Monthly AVC pay over

Action required by the Employer/Payroll Provider:

AVC payments in respect of members must be paid over to Clerical Medical and/or
Prudential no later than 19 days following the month in which the deduction was made. A
schedule is to be emailed to Clerical Medical and/or Prudential showing a breakdown of
the amount paid by each member. A new contributor schedule is also to be sent each
month, if there have been new contributors that month, detailing the names of new
contributors, their NI numbers, amount paid and their chosen investment option.

If you have any queries regarding paying over contributions, please contact the provider
directly at:

e Prudential — Paul Monger, email: paul.monger@prudential.co.uk
e Clerical Medical — Tom Sapsed, email: tom.sapsed@scottishwidows.co.uk

Action required by BCC:
No action is required by BCC.
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Additional Pension Contributions (APCs)

From 1 April 2014 members can no longer elect to pay ARCs but may make an election to
buy extra annual pension up to a maximum of £6,500 using an APC contract. The contract
can be paid in full by the employee, in full by the employer, or the cost can be shared by
any proportion agreed by them. Where both the employee and employer contribute it is
known as a Shared Cost APC (SCAPC). APC contributions can be a one off contribution
or a regular deduction from pay and are always a cash amount and not a percentage of

pay.

A modeller will be made available to members online so they can see how much it will cost
to purchase extra annual pension. Cost is dependent on the member’'s age, gender and
the amount of extra annual pension they wish to buy. Contracts must be for a minimum of
1 year, must be for a period of complete years and must end before the members Normal
Pension Age (NPA)

APCs will always be a fixed monthly amount (but may be subject to review by the
Government Actuary’s Department).

Action required by Buckinghamshire County Council:

An application to buy extra pension must be made in writing to BCC. BCC will send a copy
of the application to the Employer/Payroll Provider. The application must state the length
of the period (in whole years) over which the member wishes to pay additional
contributions. BCC will confirm via e-mail to the Employer/Payroll Provider the contract
start date, end date and the monthly amount to be deducted. At the end of each Scheme
year, BCC will credit the member’s active pension account with the amount of additional
pension purchased that year.

If a member elects to cease payment at a date earlier than the completion date, BCC will
confirm this via email to the Employer/Payroll Provider.

Action required by the Employer/Payroll Provider:

Upon receipt of the above email, the Employer/Payroll Provider will make changes to the
APC deduction/cease deductions. APC contributions will be paid over to BCC each month,
along with the standard monthly LGPS contributions.
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Additional Regular Contributions (ARCs) & Added Years

Some members may have made an election prior to 1 April 2014 to buy additional pension
via payment of Additional Regular Contributions. The contract continues to be in force until
such time as the contract is complete or earlier if the member elects to cease payment
before completion. Contributions are payable on the LGPS 2008 definition of pay so non-
contractual overtime (along with the other exclusions listed in the Appendices) should not
be included when assessing the additional amount due.

ARCs will always be a fixed monthly amount (but may be subject to review by the
Government Actuary’s Department).

Some members may have made an election prior to 1 April 2008 to buy added years via
payment of additional contributions. The contract continues to be in force up until the eve
of the member’s earliest retirement age or earlier if the member elects to cease payment
before completion. Contributions are payable on the LGPS 2008 definition of pay so non-
contractual overtime (along with the other exclusions listed in the Appendices) should not
be included when assessing the additional amount due. A change in hours will require a
re-assessment by BCC to the level of membership purchased/amount to be
deducted.

Action required by Buckinghamshire County Council:

If an existing added years contributor changes hours, on receipt of the notification, BCC
will re-assess the level of membership being purchased and notify the Employer if there is
to be any change in the added years contributions deducted. BCC will confirm via e-mail to
the Employer/Payroll Provider when any added years contributions should cease. ARCs
should cease on the date notified at the start of the contract.

If a member elects to cease payment at a date earlier than the completion date, BCC will
confirm this via email to the Employer/Payroll Provider.

Action required by the Employer/Payroll Provider:

Upon receipt of the above email, the Employer/Payroll Provider will make changes to the
added years deduction/cease deductions. ARC/Added Years contributions will be paid
over to BCC each month, along with the standard monthly LGPS contributions.
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Absences
Authorised Unpaid Leave (including Jury Service)

If a member wishes to buy the pension ‘lost’ in respect of a period of authorised unpaid
leave they can do so via an Additional Pension Contribution (APC) contract.
Contributions on the first 30 days of an authorised unpaid leave of absence are no
longer mandatory. An APC contract can be paid over a period of time (except where
BCC determine that periodical contributions are not practicable) or by a one off lump sum
payment. A modeller will be made available to members online so they can see how much
it will cost to but the ‘lost’ pension.

The amount of pension ‘lost’ will be calculated as 1/49™ of pensionable pay during the
period the member was in the main section of the LGPS and as 1/98" or pensionable pay
if the member was in the 50/50 section of the LGPS.

The member should elect within 30 days of their return if they want to buy back the period
of authorised unpaid leave. If they do, the cost of the APC is split between the member
and the employer, with the member paying 1/3™ of the cost and the employer paying 2/3™
of the cost. If they elect after the 30 day period, the member pays the full cost of the APC
contract. A member cannot make an election after they have left. The contributions must
be deducted directly from the member’s pay - the member should not send in a cheque, as
they will not get the tax relief due. The member may continue to pay AVCs and must pay
any amounts in respect of added years, ARCs or any other APC contracts based on the
pay they would have received but for the authorised unpaid leave. If the APC is a SCAPC,
the employer must also continue to pay their contribution.

Action required by the Employer/Payroll Provider:

The Employer/Payroll Provider must make the member aware, prior to the period of
Authorised Unpaid Leave, of the ability to buy ‘lost’ pension via an APC on their return. On
receipt of an election by a member to buy ‘lost’ pension, the Employer/Payroll Provider will
check that the amount the employee wishes to pay equates to the correct amount using
the online modeller. The Employer/Payroll provider will deduct the APC from the members
pay (either as a regular amount or as a one off payment). The Employer/Payroll provider
will notify BCC that an APC contract has been entered into via the monthly contribution
return on a monthly basis and via the annual return at the end of each financial year

Action required by BCC:
On receipt of the annual return from the Employer/Payroll Provider, BCC will update the
member’s pension account with the relevant amount of APC purchased.

Maternity, paternity and adoption leave

If a member wishes to buy the pension ‘lost’ in respect of a period of unpaid maternity,
paternity or adoption leave they can do so via an Additional Pension Contribution (APC)
contract. A member continues to pay contributions on any pay they receive while on
ordinary or additional maternity, paternity or adoption leave. An APC contract can be
paid over a period of time (except where BCC determine that periodical contributions are
not practicable) or by a one off lump sum payment. A modeller will be made available to
members online so they can see how much it will cost to but the ‘lost’ pension.
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The amount of pension ‘lost’ will be calculated as 1/49™ of pensionable pay during the
period the member was in the main section of the LGPS and as 1/98" or pensionable pay
if the member was in the 50/50 section of the LGPS.

The member should elect within 30 days of their return if they want to buy back the period
of authorised unpaid leave. If they do, the cost of the APC is split between the member
and the employer, with the member paying 1/3™ of the cost and the employer paying 2/3
of the cost. If they elect after the 30 day period, the member pays the full cost of the APC
contract. A member cannot make an election after they have left. The contributions must
be deducted directly from the member’s pay - the member should not send in a cheque, as
they will not get the tax relief due. The member may continue to pay AVCs and must pay
any amounts in respect of added years, ARCs or any other APC contracts based on the
pay they would have received but for the authorised unpaid leave. If the APC is a SCAPC,
the employer must also continue to pay their contribution.

For a Keep in Touch Day (KIT) during a period of unpaid additional maternity, paternity or
adoption leave, the member will accrue 1/49™ of pensionable pay if they are in the main
section of the LGPS and 1/98" if they are in the 50/50 section of the LGPS.

Action required by the Employer/Payroll Provider:

The Employer/Payroll Provider must make the member aware, prior to the period of
Maternity, Paternity or Adoption Leave, of the ability to buy ‘lost’ pension via an APC on
their return. On receipt of an election by a member to buy ‘lost’ pension, the
Employer/Payroll Provider will check that the amount the employee wishes to pay equates
to the correct amount using the online modeller. The Employer/Payroll provider will deduct
the APC from the members pay (either as a regular amount or as a one off payment). The
Employer/Payroll provider will notify BCC that an APC contract has been entered into via
the monthly contribution return on a monthly basis and via the annual return at the end of
each financial year

Action required by BCC:
On receipt of the annual return from the Employer/Payroll Provider, BCC will update the
member’s pension account with the relevant amount of APC purchased.

Trades Dispute

If a member wishes to buy the pension ‘lost’ in respect of strike action they can do so via
an APC contract. Contributions are no longer assessed as 16% of pensionable pay.
An APC contract can be paid over a period of time (except where BCC determine that
periodical contributions are not practicable) or by a one off lump sum payment. A modeller
will be made available to members online so they can see how much it will cost to but the
‘lost’ pension.

The amount of pension ‘lost’ will be calculated as 1/49™ of pensionable pay during the
period the member was in the main section of the LGPS and as 1/98" or pensionable pay
if the member was in the 50/50 section of the LGPS.

Payment of the APC is at full cost to the member and there is no time limit on when the
member should make an election to pay. A modeller will be made available to members
online so they can see how much it will cost to buy the ‘lost’ pension.
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Action required by the Employer/Payroll Provider:

The Employer/Payroll Provider must make the member aware of the ability to buy ‘lost’
pension via an APC. On receipt of an election by a member to buy ‘lost’ pension, the
Employer/Payroll Provider will check that the amount the employee wishes to pay equates
to the correct amount using the online modeller. The Employer/Payroll provider will deduct
the APC from the members pay (either as a regular amount or as a one off payment). The
Employer/Payroll provider will notify BCC that an APC contract has been entered into via
the monthly contribution return on a monthly basis and via the annual return at the end of
each financial year

Action required by BCC:
On receipt of the annual return from the Employer/Payroll Provider, BCC will update the
member’s pension account with the relevant amount of APC purchased.

Reserve Forces Services Leave

When a member goes on Reserve Forces Services Leave the employer will calculate a
notional pay figure (Assumed Pensionable Pay/APP). This drops into their pay cumulatives
for the relevant LGPS section (main or 50/50) so effectively the member is accruing
pension as if they were still at work. In this instance the employer pays no employer
contribution on the APP.

Action required by the Employer/Payroll Provider:

On calculating the APP the Employer/Payroll Provider has to notify the reservist and the
Ministry of Defence (MoD) of the APP amount and the employee and employer
contribution due on it. The MoD will deduct the employee contribution and pay this amount
and the employer contribution directly to the administering authority. If the
Employer/Payroll Provider continue to pay the reservist some pay while they are on
Reserves Forces Services Leave, employee and employer contributions are not due on
that pay and that pay is not added to the member’s cumulatives.

Action required by BCC:
On receipt of the annual return from the Employer/Payroll Provider BCC will update the
member’s pension account with the relevant amount of APP.

Sick Leave

Employee contributions should be taken on all pay received. Where the member goes onto
a period of reduced or no pay leave, Assumed Pensionable Pay (APP) is added to the
member’'s pensionable pay rather than the actual pay they received. Employer
contributions are payable on APP during the period the member is on reduced or no

pay.

Action required by the Employer/Payroll Provider:

The Employer/Payroll Provider will need to ensure employee contributions are deducted
from all pay received. Where a reduced or no pay period occurs, the Employer/Payroll
Provider must ensure employer contributions are paid based on APP and that the relevant
APP amount is dropped into the members cumulatives.

Action required by BCC:
On receipt of the annual return from the Employer/Payroll Provider, BCC will update the
member’s pension account with the relevant amount of APP.
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Estimates
BCC will provide estimates of pension benefits upon a request from the Employer.

Action required by the Employer/Payroll Provider:

To request an estimate, the Employer should email the “Employer Request for Estimate of
Retirement Benefits” form to pensions@buckscc.gov.uk. The form includes the following
information:

Member’'s name

Date of Birth

National Insurance number

Payroll reference number

Proposed last day of service

Type of retirement

¢ Normal retirement—Normal Pension Age (NPA) is a member’'s State Pension
Age (SPA) and is a minimum of age 65

Late retirement — Any date after a member's NPA

Early retirement — From age 55 to eve of member's NPA

Redundancy and efficiency — Age 55

Employer consent — Age 55

Flexible retirement - Age 55

Il health retirement — Any age'

7. Final pay ( if member has pre 1 April 2014 membership)

8. Pensionable pay (actual pay received from 1 April to date estimate is required)

SOk =

Please refer to the section detailing the different types of retirement if you are not sure
what type of retirement is required. If in doubt, phone BCC for advice. If a bulk request of
more than 10 estimates is required, details can be submitted on a spreadsheet but must
contain all of the criteria detailed above.

Action required by BCC:

Figures will be provided within 10 working days of the request providing all the relevant
information has been provided and there are no outstanding queries on the member’s
record.

Members may request estimates themselves but only for early, normal or late retirement
from the age of 55. If a member makes a request, BCC will email the Employer/Payroll
Provider for the final pay (if the member has pre 1 April 2014 membership) and the actual
pay up to the date of the proposed retirement. If the final pay in one of the previous two
years is higher this should be provided. The Employer/Payroll Provider will provide the
final pay (if applicable) and actual pay figures to BCC within 5 working days of receipt of
the request. All other estimate requests must come from the Employer using the form
provided as they are not voluntary and can only be triggered by the Employer. For
redundancy, efficiency, employer consent or flexible retirement estimates, the Employer
must have a Discretionary Policy.

PLEASE NOTE: BCC will provide two pension estimates per member per year to an
Employer as part of this SLA. If further quotes are required in a rolling year BCC will
charge £10 plus VAT for each additional estimate.

' BCC is unable to provide an ill health retirement estimate until the person has been referred to
Occupational Health and the tier of ill health retirement confirmed.
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Leavers

When a member leaves the LGPS BCC are required to notify the member of their deferred
benefit entitlement within 3 months of their last day of scheme membership.

Action required by the Employer/Payroll Provider:

In all cases a completed leaving form is required. This should be emailed to
pensions@buckscc.gov.uk by the 15" of the month following the month in which the
member left.

A final pay calculator is provided to assist Employers/Payroll Providers with the calculation
of final pay where the member has pre 1 April 2014 benefits.

Action required by Buckinghamshire County Council:
On receipt of the fully completed leaving form, BCC will calculate the member’s deferred
benefits and notify the member within 20 working days.
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Retirements
Retirement can take many forms:

Normal retirement
Normal retirement occurs when a member ceases employment at their Normal Pension
Age which from 1 April 2014 is their State Pension Age (SPA). The retirement date is the
eve of the day they attain their NPA and their benefits come into payment from their NPA
without reductions.

Late retirement
A member can remain in the Scheme until 2 days before their 75" birthday. If a person
retires after their NPA it is considered a late retirement. Benefits are actuarially increased.

Early retirement

A member can elect to retire at any age between 55 and their NPA and claim their pension
benefits. If the member has reductions to their benefits, their pension benefits are not paid
automatically. The member will be given the option to take reduced benefits from the date
of retirement, or to leave the benefits preserved until a later date.

Redundancy and efficiency
If a member has attained the age of 55 and leaves on grounds of redundancy or business
efficiency, the pension benefits are payable immediately based on the membership
accrued at date of leaving, without reduction for early payment. If the member has
purchased additional pension via an APC or SCAPC, the pension as a result of the
APC/SCAPC will be reduced.

Employer consent

A member who has attained the age of 55, and is under the age of 60, can ask for early
payment of benefits. The request must be made in writing to the Employer (or former
Employer where the member has already left). It will be at the Employer’s discretion to
agree to payment of benefits.

The 85 year rule does not automatically apply but the employer can “switch” the 85
year rule back on for pre 1 April 2014 benefits. If the employer switches the rule on and
the member has already met the 85 year rule, the pre 1 April 2014 benefits are reduced by
reference to the period from the date of retirement to age 60 and the post 31 March 2014
benefits are reduced by reference to the period from retirement to the member's SPA.

The Employer can waive the actuarial reduction on the pre 1 April 2014 benefits on
compassionate grounds (at cost to them) and can waive all or some of any actuarial
reduction on the post 31 March 2014 benefits (at cost to them).

The opportunity to request early payment of benefits can be a member-led option or used
by the Employer as an alternative to redundancy or efficiency.

Flexible retirement

From the age of 55 and with their Employer’s consent, a member can retire, draw pension
benefits in full or in part and continue to work in the same role, but with a reduction in
hours and/or grade. This is an Employer discretion and all Employers must have a Flexible
Retirement Policy.

lll Health retirement
An active member who has qualifying service for a period of 2 years and whose
employment is terminated by a Scheme employer on the grounds of ill-health or infirmity of
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mind or body before the member reaches NPA, is entitled to early payment of their
benefits without reductions. There are 2 conditions that need to be met:
o that the member is, as a result of ill-health or infirmity or mind of body, permanently
incapable of discharging efficiently the duties of the employment the member was
engaged in.

¢ that the member, as a result of ill-health or infirmity of mind or body, is not
immediately capable of undertaking any gainful employment.

A member is entitled to Tier 1 benéefits if they are unlikely to be capable of undertaking any
gainful employment. A member is entitled to Tier 2 benefits if they are not entitled to Tier 1
benefits, they are unlikely to be capable of undertaking any gainful employment within 3
years of leaving their employment but are likely to be able to undertake gainful
employment before NPA. A member is entitled to Tier 3 benefits if they are likely to be
capable of undertaking gainful employment within 3 years of leaving the employment, or
before NPA if earlier, for so long as they are not in gainful employment, up to a maximum
of 3 years from the date they left employment.

The pension payable is to be based on the member’s accrued membership plus where
applicable, an enhancement;

Tier 1

e the enhancement is an amount equal to the amount of earned pension the member
would have accrued from the day after termination up to NPA, if that member had
been treated as receiving APP, for each year and part year in that period

Tier 2

e the enhancement is 25% of the Tier 1 enhancement

Tier 3

e no enhancement where the member is likely to be able to undertake gainful
employment within three years of leaving and are payable for so long as he is not in
gainful employment.

If Tier 3 is awarded the person must inform the Authority if they obtain employment; and
answer any inquiries made by the Authority as to their current employment status,
including their pay and working hours.

Once benefits have been in payment to a person for 18 months, the Employer must make
inquiries as to the person’s current employment. If they are not in gainful employment, the
Employer must obtain a further certificate from an independent registered medical
practitioner (IRMP) as to whether, and if so when, the member will be likely to be capable
of undertaking gainful employment. This can be the same IRMP who provided the first
certificate. The decisions available to an Employer are-

e to continue payment of Tier 3 benefits up to the maximum period
e to award Tier 2 benefits to the member from the date of the review decision, or
e to cease payment of benefits to the member

The Employer must notify BCC and the member of any action they have taken as detailed
above. If the pension is to cease the Employer must confirm to all parties the date that the
cessation takes effect. If the tier has been reassessed the Employer must provide BCC
with a copy of a certificate from an IRMP.
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The Employer shall in any event notify BCC to discontinue the payment of benefits under
tier 3 after they have been in payment to a person for three years.

Action required by the Employer/Payroll Provider:

In all cases of retirement a completed leaving form is required. This should be emailed to
BCC at least 3 weeks before a member’s retirement date. You do not need to wait until
you have made your final salary payment (unless the member receives fluctuating
payments) as BCC do not need the P45 at this stage, the P45 can be sent later. A final
pay calculator is provided to assist Employers/Payroll Providers with the calculation of final
pay where a member has pre 1 April 2014 benefits.

If the person is retiring on grounds of:

a) Redundancy/Efficiency - the Employer must complete the Early Retirement
Certificate. This must be signed by a person authorised by the Employer to sign off
early retirements.

b) Employer consent/Flexible retirement — the Employer must complete the Early
Retirement Certificate. This must be signed by a person authorised by the
Employer to sign off early retirements.

c) lll Health — the ill health certificate as issued by Occupational Health must be sent to
BCC. If the employee is awarded Tier 3 lll Health Retirement the employer must
take the necessary action as summarised above. They must notify BCC and the
employee of any decision they make. They must provide BCC with a copy of the
notification they send to the employee.

For retirements detailed at a) and b), the Employer must have a Discretionary Policy.
Please note that pensions are paid on the last working day of each month. The ‘close
down’ for payroll input is the 15" of each month.

Action required by Buckinghamshire County Council:

On receipt of the Leaving form and Early Retirement/lll Health Certificate (if appropriate),
BCC will calculate the pension benefits and write to the member detailing their options
within 10 working days.

When the member has returned their forms, BCC will pay the lump sum (if applicable) and
commence payment of the member’s pension on the next available payment run.

In the case of Tier 3 ill health retirement; on receipt of a revision of tier and ill health
certificate, BCC will notify the person of the pension benefits payable within 10 working
days. On receipt of a notice to cease an ill health pension, BCC will take the necessary
action within 10 working days, including writing to the person to recover any overpayment.

Cost of early retirement (Pension Strain)

When benefits are paid earlier than normal, there may be a cost to the BCC Pension Fund.
If an Employer decides to retire someone early (other than on ill health grounds or in some
flexible retirement cases) they will be required to pay a contribution to meet the cost of the
strain on the Fund. This is known as pension strain.

The Employer will be sent an invoice immediately after the retirement has been processed
for the full amount of pension strain due.
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Death in Service

If a member dies in service there is a death grant payable of three times their annual APP.
If the member has completed a death grant nomination form, the death grant can be paid
straight away to the person or persons nominated (subject to the discretion of BCC),
otherwise BCC has discretion regarding payment.

If there is a widow, widower, civil or nominated cohabiting partner and/or eligible children,
there may be pensions payable to them.

Action required by the Employer/Payroll Provider:
If possible, please obtain a copy of the death certificate and where appropriate copies of
the birth and marriage/civil partnership certificates from the widow/widower/civil partner
and copies of birth certificates of any eligible children.

The Employer/Payroll Provider will need to notify BCC of the member’s death using the
“Notification of Employee Leaving where Pension Benefits will be Paid” form, giving the
name and address of the person/next of kin to contact. Notification should be made within
5 working days of the Employer receiving notification of the member’s death.

Action required by BCC:
On receipt of the leaving form BCC will calculate the benefits due and write to the next of
kin within 5 working days.
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Requests for general information and advice

From time to time BCC require additional information in order to provide Scheme members
with details of their pension entittement. BCC may make additional requests for general
information outside of the normal cycle for receipt of information.

From time to time Employers/Payroll Providers may require information or advice from
BCC regarding a Scheme member’s pension entitlement.

Requests from either party for information/advice should be responded to within 5 working
days of receipt of the request.
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Communications
Scheme Literature

Various forms can be obtained by accessing our web pages at
www.buckscc.gov.uk/pensions

Current literature includes:

Employee guide

Death Grant Expression of Wish form
Transfer Quote Request Pack

LGPS Interfund Transfer form

LGPS Opt Out form

LGPS Opt In form

Retirement booklet

AVC promotional literature

BCC offers a variety of presentations available to Scheme members and training sessions
available to Employers.

Presentations and Training

Presentations include:
¢ Induction — For new employees
¢ Planning for the Future
e Pre-Retirement
e Scheme changes

These presentations are available upon request by Employers. Employers must provide
the venue and notify employees concerned of its availability. Due to a high demand for
presentations, BCC cannot offer this service to groups of less than 20 people. A
presentation will be cancelled unless the required number of employees is available. A
charge may apply dependant on the number of presentations an Employer requests.

To arrange a presentation, please email employers@buckscc.gov.uk

Training

BCC are happy to visit Employers/Payroll Providers to go through this guide in detail.
They will also offer assistance to Employers/Payroll Providers when filling in their annual
LGPS returns.

Triennial Meeting

A meeting is held every three years in September/October in the year prior to the Fund
valuation results being published. Reports are given on the performance of the Fund,
benefit entitlements and details of any changes due to take place in the following year.
There are opportunities for Employers to raise questions. Details of the annual meeting will
be publicised in the quarterly employer newsletter.
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Employer Discretions

The Local Government Pension Scheme Regulations 2013 require each Scheme
Employer to formulate, publish and keep under review a policy statement in relation to the
exercise of a number of discretions under the LGPS. Each Employer must send a copy of
its statement to BCC before 1 July 2014.

All Scheme Employers must have a policy on the following discretions.

Discretion of a Scheme employer to fund a member’s regular contribution
APC contract in whole or in part.

A Scheme member can elect to buy additional pension of up to £6,500 via an APC
contract by making regular contributions. A Scheme Employer can choose to pay all
or part of the contributions due.

Discretion of a Scheme employer to fund a member’s lump sum APC contract
in whole or in part

A Scheme member can elect to buy additional pension of up to £6,500 via an APC
contract by making a lump sum payment. A Scheme Employer can choose to pay
all or part of the amount due.

Discretion to permit flexible retirement
A Scheme member who is over 55 can reduce their hours/grade and with the
Scheme employer’s consent, can elect to receive immediate payment of all or part
of their pension. The Employer will pay any cost for early payment of the benefits
where the member meets the 85 year rule.

Whether to waive, in whole or in part, actuarial reductions on flexible
retirement benefits paid

Where a member has reductions on flexible retirement the Scheme employer can
waive all/part of the reductions and incur the additional costs of doing so.

Discretion to permit early payment of pension and waiving of reductions

An active or deferred member of the pension scheme aged between 55 and 60 may
apply for early payment of their retirement benefits. The Employer must have a
policy on whether or not to allow such requests and if they do, whether they will
“switch” on the 85 year rule for benefits accrued prior to 1 April 2014.

Whether to waive, in whole or in part, actuarial reductions where a member
elects to retire early

Where the Scheme a member has chosen to retire early, the Scheme employer can
waive all/part of the reductions and incur the additional costs of doing so.

Discretion to permit late inward transfer of pension rights

Members should express their interest to transfer in previous pension rights within
12 months of joining the Scheme. If a member applies to transfer in previous
pension rights more than 12 months after joining, the late transfer can only be
investigated with the Employer's permission. In addition BCC as the administering
authority also have to agree to any late applications.

For help or advice on any of the above discretions, please visit
http://www.buckscc.gov.uk/bcc/pensions/employers/employers.page and download our
“Guide to Employer LGPS Discretionary Policies”.
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I Instructions for Completing the Monthly Pension Form

e The purpose of the form is to allow both the Employer and BCC the opportunity to check
contributions paid.
e The form has been designed to be completed and returned as an Excel file.

o On the spreadsheet the “Instructions” tab details the cells that need to be
completed.

o On the Employee Data tab, the data input areas have been highlighted in blue.

o There are some checks in the Employee Data tab — these are meant to be

warnings of potential errors and can be ignored if the Employer is satisfied that
the information is correct.

The Employee Data Tab
Information is required for each employee’s contribution for the month: -

Employee’s surname

Employee’s forename

Employee’s National Insurance number

Main section pensionable Pay (CPP1)

50/50 section pensionable pay (CPP2)

Main section employee contributions (CEC1)

50/50 section employee contributions

Additional pension contributions - employee (EAPC CAC)
Additional pension contributions — employer (RAPC CAC)
10.  Additional Voluntary Contributions (EAVC CAC)

11.  Additional Regular Contributions (ARCs)

12.  Added years

13.  Absence indicator

14. Reduced pay due to sickness indicator

15.  Employers contributions (CRC)

16. Employee refunds

©CONOOO R WN =

Once this information has been downloaded/input into the form the columns to the right will be
populated confirming employee contribution band and any contribution overpayment/
underpayment.

These checks are only meant to be a guide to whether the data is correct.

Completion of form

Once the contribution data for the month has been entered into the form’s tabs please check
the summary form. In particular, please check that the “total contributions paid over” box on
the summary sheet agrees with amount you have paid / are going to pay to BCC.

Return Instructions
On completion the form should be emailed to Igpsreturns@buckscc.gov.uk

Help

If you have any questions or require any assistance with completing this form, please
email Igpsreturns@buckscc.gov.uk and the Pensions Finance Officer mailto:will respond to
you as soon as possible.
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09

Task Date Responsibility
Annual Return issued 28 February Pensions & Investments Team
Completed annual return and 30 April Employer

spreadsheet returned

Employers with less than 100 Scheme
members

Contributions posted and pensionable
pay update run

Within two weeks of receipt of annual return and
spreadsheet

Pensions & Investments Team

1% queries issued to employer

Within one week of pensionable pay update

Pensions & Investments Team

Response to queries received

Within three weeks of receipt of queries

Employer

Responses processed

Within one week of responses being received

Pensions & Investments Team

Further queries issued

Within one week of responses being received

Pensions & Investments Team

Responses to further queries

Within one week of receipt of queries

Employer

Further queries processed

Within one week of receipt

Pensions & Investments Team

Annual Benefit Statements issued

Within two weeks of year end queries being
resolved

Pensions & Investments Team
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Employers with more than 100
Scheme members

19

Contributions posted and pensionable Within one month of receipt of annual return and | Pensions & Investments Team
pay update run spreadsheet

1% queries issued to employer Within three weeks of pensionable pay update Pensions & Investments Team
Response to queries received Within three weeks of receipt of queries Employer

Responses processed and any further Within two weeks of queries received Pensions & Investments Team
queries issued

Responses to further queries Within two weeks of queries received Employer

Further queries processed Within one week of queries received Employer

Annual Benefit Statements issued Within two weeks of queries resolved Pensions & Investments Team

NB: Upon receipt of your annual return and spreadsheet, you will receive confirmation of the above by e-mail, with relevant dates to
assist you in planning for year end queries.

37




Local Government Pension Scheme
Buckinghamshire County Council
Employer Request for Estimate of Retirement Benefits

Full Name:

Date of Birth:

National Insurance number:

Payroll reference number:

Proposed last day of service:

Proposed type of retirement:
Please enter ONE of the following:

= Normal Pension = Efficiency (Age

Age 55+)
= Late (NPA+) = |l health*
= Early (Age 55-64) = Employer consent
= Redundancy (Age 55-60)

(Age 55+) = Flexible (Age 55+)

If the above named is making additional

payments please indicate in the box opposite.

If paying AVCs do you require maximum tax

free cash options?
Final Pay:

(required where the member has pre 1 April

2014 LGPS membership)

Pensionable pay: (actual pay received for the

period from 1 April to date estimate is required)

Contact details:

Name of person requesting estimate:

Job Title/Position:

Employer/Organisation Name:

Who should the quote be sent to and what
is their email address?
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*If the estimate is for ill health please indicate
whether Tier 1, 2 or 3 applies

*Please delete as appropriate:
*Added years/*AVCs/*Part-time Buy
Back/ARCs/APCs

*Yes/*No




Local Government Pension Scheme
Buckinghamshire County Council

Notification of Employee Leaving where Pension Benefits will be Paid
To be completed when an employee is retiring or has died whilst in employment.

EMPLOYEE’S DETAILS

Title (Mr/Mrs/Miss): Surname:
Forenames:

Date of Birth: NI Number:
Address:

Postcode: Employment No:

EMPLOYMENT DETAILS

1. Last day of Service: (the last day of the employment or the last day in
the scheme if different) DD/MM/YYYY

2. Reason for leaving: (please tick to show which applies)

Normal Retirement (NPA) ] Efficiency Retirement * []
Late Retirement (NPA+) [] ll-Health Retirement * []
Early Retirement (Age 55-NPA)[_] Employer consent * []
Death* ] Flexible* []
Redundancy Retirement * [[] *Please provide the appropriate certificate
3. Employee Contributions paid since the start of the Scheme year in the £
main section (CEC1)
4. Employee Contributions paid since the start of the Scheme year in the £
50/50 section (CEC2)
5. APCs (split between employee and employer if applicable) £
6. AVC contributions (split between employee and employer if applicable) £
7. Pensionable pay from the start of the Scheme year in the main section £
8. Pensionable pay from the start of the Scheme year in the 50/50 section £
9. Final Pay* £
(required where the member had pre 1 April 2014 LGPS membership)
Please show your workings in the box below or attach a copy of the final
pay calculation spreadsheet.
*Please see notes for calculating Final Pay

Please ensure that you also forward the P45 to the Pensions & Investments Team so that
we can apply the appropriate tax code.

Name of person completing form:

Employer/Organisation Name:

Date:
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Local Government Pension Scheme

Buckinghamshire County Council
Notification of Employee Leaving Early

To be completed when an employee leaves employment, for reasons other than

retirement.
EMPLOYEE’S DETAILS
Title (Mr/Mrs/Miss): Surname:
Forenames:
Date of Birth: NI Number:
Address:
Postcode: Employment No:
EMPLOYMENT DETAILS
1. Last day of Service: (the last day of the employment or the last day in the
scheme if different) DD/MM/YYYY
2. Did the employee leave for any reason other than voluntary resignation?
(e.g. dismissal) YES/NO
3. Employee Contributions paid since the start of the Scheme year in the £
main section (CEC1)
4. Employee Contributions paid since the start of the Scheme year in the £
50/50 section (CEC2)
5. APCs (split between employee and employer if applicable) £
6. AVC contributions (split between employee and employer if applicable) £
7. Pensionable pay from the start of the Scheme year in the main section £
8. Pensionable pay from the start of the Scheme year in the 50/50 section £
9. Amount of National Insurance Contracted-Out Earnings since the last 1st | £

April*:
*Only applicable if employee has less than 2 years LGPS
membership.

10. Final Pay* £
(required where the member had pre 1 April 2014 LGPS membership)
Please show your workings in the box below or attach a copy of the final

pay calculation spreadsheet.
*Please see notes for calculating Final Pay

11. Actual Pay (FTE) at date of leaving: £

Name of person completing form:

Employer/Organisation Name:

Date:
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Local Government Pension Scheme
Buckinghamshire County Council
Early Retirement Certificate

As required under the Local Government Pension Scheme Regulations, | certify
that;

Full Name: NI Number:

(Employing

has been retired by Authority)

on the grounds of:

(Please tick the appropriate box. M)
[l Redundancy
[] Efficiency

[] Employer Consent

[] Flexible retirement

This Authority undertakes to pay the pension strain to the BCC Pension Fund in
respect of the above early retirement.

Signature: Date:
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Notes on Final Pay for members with pre 1 April 2014
membership

The 2008 Scheme states that an employee’s pensionable pay is the total of:
— Salary, wages, fees and other payments made to him for his own use in
respect of his employment.
— Any other payment or benefit specified in his contract of employment as being
a pensionable emolument.
And does not include:
— Non-contractual overtime
— Travel, subsistence or other allowance paid in respect of employee expenses
— Payment for loss of holiday entitlement
— Payment in lieu of notice of termination of contract
— Payment as inducement not to terminate contract

Pay must be taxable to be pensionable but not all taxable pay is pensionable.

Final pay, broadly speaking, is the pay on which contributions were paid, or deemed
to have been paid, in the last 365 days of employment (366 in a leap year). If, on or
after 1st April 2008 and within 10 years of leaving, a member (voluntarily or
compulsorily) has restricted pay, reduces their grade or moves to a position with less
responsibility, the employee can choose to use the average of any 3 consecutive
years pay in the last 10 years ending on a 31st March (plus RPI from the end of the 3
year period). Certain exclusions apply (flexible retirement) and the Pensions Team
should be contacted for any clarification.

If there is a gap in contributions, due to a leave of absence other than sickness, the
final pay should be calculated based on the period actually worked and proportioned
to a full year (see examples). In the event of strike break the final pay is assessed on
the days payment was received in the last 365 days (366 in a leap year) and the
amount is multiplied up to a full year. Where there has been an absence due to
sickness, any reduction in pay and contributions is treated as though it had not
occurred.

Calculation of final pay

The method of calculation depends upon how the individual is paid i.e. weekly or
monthly. The easiest way to show how final pay is calculated is by looking at a few
examples.

Monthly Paid

The basic calculation is:

Full-time equivalent annual X Month (and/or X 17112 = £A
pensionable salary proportion of month)

This above calculation is performed for each different rate of pay throughout the year.
Any pensionable allowances should be included in the pensionable salary. We have
provided four examples below to illustrate how the calculation is used. In each
example we assume a pay award on 1 April.

Monthly paid employee

Monthly paid employee - worked for less than 365 days

Monthly paid employee - with a strike break in the final pay period
Monthly paid employee - with a service break (other than strike)

Pobh=
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1. Mr A Example Date of Leaving: 30 May 2011

31.05.10to 31.03.11 £12,500 x (1/31) + 10 x 1/12 =£10,450.27
01.04.11 to 30.05.11 £13,600 x (30/31)+ 1 x1/12 =£ 2,230.11
Total Final Pay =£12,680.38
2, Mr B Example Date of Leaving: 19 December 2010
01.03.10 to 31.03.10 £12,500 x 1 x1/12 =£ 1,041.67
01.04.10t0 19.12.10 £13,600 x (19/31)+8 x 1/12 =£ 9,761.29
Sub-total =£10,802.96

£10,802.96/294x365 = £13,411.84 (final pay)

NB: Where a member hasn’t completed a full year in the Scheme, work out the
final pay as normal, calculate the days the person was actually in the scheme, divide
your sub-total by these days and multiply by 365 to make it up to a full year (366 if
over a leap year).

3. Mr C Example Date of Leaving: 30 May 2011

31.05.10t0 29.03.11 £12,500 x (1+29/31) + 9 x 1/12 =£10,383.06
01.04.11 to 30.05.11 £13,600 x (30/31) +1 x1/12 =£ 2,230.11
Sub-total =£12,613.17

£12,613.17/363x 365 = £12,682.66 (final pay)

N.B:  Where there has been a break in service due to strike during the averaging
period, calculate the final pay as normal, excluding the period of the break. Work out
the number of days worked in the averaging period, divide the sub-total by the
number of days worked and multiply by 365 (366 if over a leap year). This gives you
the final pay for a full year.

4. Mrs D Example Date of Leaving: 30 May 2011
Had unpaid maternity leave of 62 days from 05.06.09 to 05.08.09

31.05.10 to 04.06.10 £12,500 x (1/31) + (4/30) x 112 =£ 172.49

06.08.10 to 31.03.11 £12,500 x (26/31) + 7 x1/12 =£ 8,165.32
01.04.11 to 30.05.11 £13,600 x (30/31) + 1 x 112 =£2,230.11
£10,567.92

£10,567.92 / 303 x 365 = £12,730.33 (final pay)

N.B:  Where there has been any break in service during the averaging period,
calculate the final pay as normal, excluding the period of the break. Work out the
number of days worked in the averaging period, divide the sub-total by the number of
days worked and multiply by 365 (366 if over a leap year). This gives you the final
pay for a full year.

Any variable pensionable allowances should be added onto the end of the final
pay calculation. Allowances such as ‘Sleep-in’ duties should not be pro-rated
up to full-time. If the employee has worked a part-year these allowances
should be added to final pay before the figure is pro-rated up to a full year.
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Weekly Paid
The basic calculation is:

Full-time equivalent weekly x No. of weeks (or = £A
pensionable salary proportion of week)

The above calculation is performed for each different rate of pay throughout the year.
Any pensionable allowances should be included in the pensionable salary. We have
provided three examples below to illustrate how the calculation is used. In each
example we assume a pay award on 1 April.

1. Weekly paid employee
2. Weekly paid employee — worked for less than 365 days
3. Weekly paid employee — break of service in the middle.1. Mr A Example

Date of Leaving: 30 May 2011

31.05.10t0 31.03.11 £239.46 x 43.8 =£10,488.35
01.04.11 t0 30.05.11 £260.54 x 8.4 =£_2188.54
Total Final Pay =£12,676.89
2, Mr B Example Date of Leaving: 19 December 2010
01.03.10t0 31.03.10 £239.46 x 4.6 =£ 1,101.52
01.04.10t0 19.12.10 £260.54 x 37.4 =£_9,744.20
Sub-total =£10,845.72

£10,845.72/294x365 = £13,464.92 (final pay)

NB: Where a member hasn’t completed a full year in the Scheme, work out the
final pay as normal, calculate the number of days the person was actually in the
Scheme, divide your sub-total by these days and multiply by 365 (366 if over a leap
year) to make it up to a full year.

3. Mr C Example Date of Leaving: 30 May 2011
31.05.10t0 29.03.11 £239.46 x 43.4 =£10,392.56
01.04.11 to 30.05.11 £260.54 x 8.4 =£ 2188.54
Sub-total =£12,581.11

£12,581.11/363x365 = £12,650.42 (final pay)

N.B:  Where there has been a break in service during the averaging period,
calculate the final pay as normal, excluding the period of the break. Work out the
number of days worked in the averaging period, divide the sub-total by the number of
days worked and multiply by 365 (366 if over a leap year). This gives you the final
pay for a full year.

Any variable pensionable allowances should be added onto the end of the final
pay calculation. Allowances such as ‘Sleep-in’ duties should not be pro-rated
up to full-time. If the employee has worked a part-year these allowances
should be added to final pay before the figure is pro-rated up to a full year.
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Protected Members/Early Payment of Pensions

If members voluntarily retire before their NPA, their benefits may have reductions
applied before they are paid. If they were contributing to the LGPS on 30 September
2006, they may have protected rights regarding early payment of their benefits. The
reductions depend on whether they satisfy what is known as “the 85-year rule” and
whether they fall into a protected category of membership.

The 85-year rule

Historically the 85-year rule has allowed Scheme members to retire before age 65,
without reductions, providing that at retirement their age and service (both measured
in whole years) adds up to at least 85, e.g. age 65 + 25 years membership = 85.

Where this rule is not met, reductions are applied to the pension and lump sum based
on the period between the date the benefits are paid and the date the member would
have met the 85-year rule. Where the 85-year rule is not met before age 65, the
reductions are based on the period to age 65.

If a member wishes to voluntarily retire between the ages of 55 and 60, employer’s
consent is needed before benefits can be paid.

From 1 October 2006 the 85-year rule has been removed from the LGPS, but there
are a number of protected categories of membership. It should be noted that if a
member would never have satisfied the 85-year rule before age 65, they are not
affected by its removal. The full list of categories is as follows:

1. Members who joined the Scheme on or after 1 October 2006
The 85-year rule will not apply to any of their service. If benefits are taken before
age 65, reductions will apply, based on the period between the date benefits are
paid and age 65.

2. Members who joined the Scheme before 1 October 2006 who are not age 60
before 1 April 2020
The 85-year rule will apply to any benefits based on service up to 31 March 2008.
This means that if they retire before age 65, their benefits will be assessed in two
parts:
. The pension and lump sum based on their pre 1 April 2008 service will be
reduced if they don’t meet the 85-year rule. The reduction will be based on how
far short they are of satisfying the rule. If they meet the 85-year rule at retirement
there are no reductions.
. The pension based on the service from 1 April 2008 will be reduced based
on the number of years from retirement to their 65" birthday.

3. Members who joined the Scheme before 1 October 2006 who are age 60
before 1 April 2016
The protection for the 85-year rule is extended to 31 March 2016. This means that
if they retire before age 65, their benefits will be assessed in two parts:
. The pension and lump sum based on their pre 1 April 2016 service will be
reduced if they don’t meet the 85-year rule. The reduction will be based on how
far short they are of satisfying the rule. If they meet the 85-year rule at retirement
there are no reductions.
. The pension based on the service from 1 April 2016 will be reduced based
on the number of years from retirement to their 65" birthday.
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4. Members who joined the Scheme before 1 October 2006 who are age 60

between 1 April 2016 and 31 March 2020

The 85-year rule continues to be applied in full to any benefits based on service
up to 31 March 2008. In addition, the benefits based on service from 1 April 2008
to 31 March 2020 will have the 85-year rule applied in part, which gives some
protection, but not complete protection. This means that if they retire before age
65, their benefits will be assessed in three parts:

e The pension and lump sum based on their pre 1 April 2008 service will be
reduced if they don’t meet the 85-year rule. The reduction will be based on how
far short they are of satisfying the 85-year rule. If they meet the 85-year rule at
retirement there are no reductions.

. The pension based on service from 1 April 2008 to 31 March 2020 will be
reduced according to a sliding scale. The sliding scale takes into account both
the date they meet the 85-year rule and their 65" birthday, which means that
the reduction applied will be less than the full reduction that would have applied
if there was no protection.

. The pension based on the service from 1 April 2020 will be reduced based
on the number of years from retirement to their 65" birthday.

What reductions will be applied to the Pension and Lump Sum?

The table below shows an extract of the reductions that will apply to the pension and
lump sum depending on the number of years from their retirement date to age 65 (or
the date the 85-year rule is satisfied, if they are covered by one of the 85-year rule
protections highlighted earlier).

No. of years paid Pension reduction: Pension reduction: Lump sum
early men women reduction

0 0% 0% 0%

1 6% 5% 3%

2 11% 11% 6%

3 16% 15% 8%

4 20% 20% 11%

5 25% 24% 14%

6 29% 27% 16%

7 32% 31% 19%

8 36% 34% 21%

9 39% 37% 23%

10 42% 40% 26%

Example 1

A female with protected service up to 31 March 2016 where the 85-year rule still

applies.

If the female member met the 85-year rule at age 62 and was retiring at age 60, she is
retiring 2 years early. From the table it can be seen that her pension would be reduced
by 11% and her lump sum by 6%.
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Example 2

A female with service only from 1 October 2006 onwards, therefore no protected
service.

If the female was retiring at age 62, she is retiring 3 years earlier than age 65;
therefore the pension would be reduced by 15% and the lump sum by 8%.

Example 3
A male is retiring 2.5 years early.

Where the number of years early is not a whole number, the reduction will fall
somewhere between two whole numbers. So, if a man was retiring 2.5 years early,
the reduction would fall between the factor for 2 years early and the factor for 3 years
early. In this case, the pension reduction would be 13.5 % (exactly halfway between
11% and 16%) and the lump sum reduction would be 7% (halfway between 6% and
8%).
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For more information contact:

Pensions & Investments Team
Buckinghamshire County Council
County Hall

Walton Street

Aylesbury

Buckinghamshire

HP20 1UD

Website: www.buckscc.gov.uk/pensions

Email: employers@buckscc.gov.uk
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Agenda ltem 4

Report to Pension Fund
Consultative Group

Title: Pensions Administration Performance
Date: 19" March 2014

Date Decision can be implemented: n/a

Author: Principal Pensions Officer

Contact Officer: Chris Thompson 01296 382833

Electoral Divisions Affected: N/A

Portfolio Areas Affected: All
Summary
The Pensions Administration Team have a customer charter

(http://www.buckscc.gov.uk/bcc/content/index.jsp?contentid=-1901867351) outlining
their commitment to turning work around within certain timescales. All post and requests for
information are logged daily and reported on monthly to monitor the percentage of work that
is not completed within the prescribed time limits.

Details of the work performance statistics for the last 12 months to August 2013 are
presented below. The Pension Fund Consultative Group are required to monitor the
performance of the Pensions Administration Team.

Recommendation

Members are asked to:

PFCG are asked to NOTE the performance statistics of the team.

A. Supporting information:
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Workload statistics for the year to February are presented below:

Month Within Target Over Target Total % over target
Mar-13 11274 755 12029 6
April 9620 718 10338 6.95
May 14318 526 14844 4.54
June 9992 764 10756 7.1
July 10270 727 10997 6.61
August 15229 453 15682 2.89
September 14253 612 14865 412
October 13703 632 14335 5
November 9880 564 10444 5.4
December 9827 708 9119 6.2
Jan-14 12001 539 12540 4.3

February 8009 475 8484 5.6
16000

14000 -

12000 -

10000 -

B Within Target

8000 B QOver Target

6000 - = Total

4000 -

B % over target

2000 -

To give an indication of the volumes of work, in November 2013 the Pensions Team were
notified of 64 new retirements from active status, with 112 new payroll records created. To
give an idea of the growth in the pensioner payroll, when the service came back in house in
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February 2005 just over 10,000 pensioners were being paid. The pensioner payroll now
numbers 16,000 plus with a total monthly value of £6,000,000 when taking into account
regular monthly payments and one off payments such as retirement lump sums, transfer
values and death grants.

In November 2013 251 new queries were received from scheme members, deferred
pensioners and pensioners and the Employer Liaison Team dealt with approximately 700
year end queries.

The systems team also dealt with queries arising from the valuation data raised by the
Actuary.

Workloads are on the increase again. At present the number of retirements we are dealing
with are exceptionally high but as this is a priority work group resource is being diverted here
to ensure that we pay pensions in a timely manner.

PFCG may also recall that previously it was mentioned that the Pensions Team would be
implementing Employer and Member Self Service. These are additional services which allow
employers to access their employees data and for members to access their own. This
project has now been resourced and a project plan drawn up. Unfortunately we have
encountered some technical glitches with our software suppliers which we are working to
resolve and enable us to roll this project out.

B. Other options available, and their pros and cons
N/A

C. Resource implications
The Pensions Administration team is funded by the Pension Fund.

D. Legal implications
It is a statutory obligation for the County Council to provide a Pensions Service on
behalf of Scheme employers.

E. Other implications/issues
There are none.

F. Feedback from consultation and Local Member views
None
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By virtue of paragraph(s) 3 of Part 1 of Schedule 12A
of the Local Government Act 1972.

Document is Restricted
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By virtue of paragraph(s) 3 of Part 1 of Schedule 12A
of the Local Government Act 1972.

Document is Restricted

81



96



	Agenda
	2 Minutes
	3 Pension Administration Strategy
	Pension Administration Strategy 2014 - Appendix A
	SLA BCC Pension Fund Employers 2014 Appendix B v2

	4 Pensions Administration Performance
	6 Confidential Minutes
	7 Fund Managers' Performance

