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To:  Members of Buckinghamshire and Milton Keynes Fire Authority 
 

 
 

 
5 October 2020      
 

 
 

 
 

Dear Councillor 
 
Your remote attendance is requested at the Annual Meeting of the BUCKINGHAMSHIRE 

AND MILTON KEYNES FIRE AUTHORITY to be held in accordance with the Local 
Authorities and Police and Crime Panels (Coronavirus) (Flexibility of Local Authority and 

Police and Crime Panel Meetings) (England and Wales) Regulations 2020 online on 
WEDNESDAY 14 OCTOBER 2020 at 11.00 am when the business set out overleaf will 
be transacted. 

 
Your online remote access will be via Microsoft Teams. 

 
Yours faithfully 
 

 
Graham Britten 

Director of Legal and Governance 
 

 
 
 

Councillors Carroll, Christensen, Clarke OBE, Cole, Exon, Hall, Hopkins, Hussain, 
Lambert, Mallen, Marland, McCall, McLean, Mills, Minns, Stuchbury,  
Walsh   

MEMBERS OF THE 
PRESS AND PUBLIC 
 

Please note the 
content of Page 2 of 
this Agenda Pack 
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To observe the meeting as a member of the Press and Public  

 

The Authority supports the principles of openness and transparency. To enable members of the 

press and public to see or hear the meeting this meeting will be livestreamed. Please visit: 

https://www.youtube.com/channel/UCWmIXPWAscxpL3vliv7bh1Q 

 

The Authority also allows the use of social networking websites and blogging to communicate 

with people about what is happening, as it happens.  

 

Adjournment and Rights to Speak – Public 

 

The Authority may adjourn a Meeting to hear a member of the public on a particular agenda 

item. The proposal to adjourn must be moved by a Member, seconded and agreed by a 

majority of the Members present and voting. 

 

A request to speak on a specified agenda item should be submitted by email to 

gbritten@bucksfire.gov.uk 

 

If the meeting is then adjourned, prior to inviting a member of the public to speak, the 

Chairman should advise that they: 

 

(a) call the telephone number to be provided to the member of the public’s email 
address, 

 (b) speak for no more than four minutes, 

 (c) should only speak once unless the Chairman agrees otherwise. 

 

The Chairman should resume the Meeting as soon as possible, with the agreement of the other 

Members present. Adjournments do not form part of the Meeting. 

 

Rights to Speak - Members 

 

A Member of the constituent Councils who is not a Member of the Authority may attend 

Meetings of the Authority or its Committees to make a statement on behalf of the Member's 

constituents in the case of any item under discussion which directly affects the Member's 

division, with the prior consent of the Chairman of the Meeting which will not be unreasonably 

withheld. The Member's statement will not last longer than four minutes. Such attendance will 

be facilitated if requests are made to enquiries@bucksfire.gov.uk at least two clear working 

days before the meeting. Statements will be via a telephone number to be provided  

  

Petitions 

 

Any Member of the constituent Councils, a District Council, or Parish Council, falling within the 

Fire Authority area may Petition the Fire Authority. 

 

The substance of a petition presented at a Meeting of the Authority shall be summarised, in not 

more than four minutes, by the Member of the Council who presents it. If the petition does not 

refer to a matter before the Authority it shall be referred without debate to the appropriate 

Committee. 

 

Questions 

 

Members of the Authority, or its constituent councils, District, or Parish Councils may submit 

written questions prior to the Meeting to allow their full and proper consideration. Such questions 

shall be received by the Monitoring Officer to the Authority, in writing, at least two clear working 

days before the day of the Meeting of the Authority or the Committee. 

 

 

https://www.youtube.com/channel/UCWmIXPWAscxpL3vliv7bh1Q
mailto:gbritten@bucksfire.gov.uk
mailto:enquiries@bucksfire.gov.uk
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COMBINED FIRE AUTHORITY - TERMS OF REFERENCE 

  

1.  To appoint the Authority’s Standing Committees and Lead Members.  
 
2.  To determine the following issues after considering recommendations from the 

Executive Committee, or in the case of 2(a) below, only, after considering 
recommendations from the Overview and Audit Committee:  

 

(a) variations to Standing Orders and Financial Regulations; 
 

(b)  the medium-term financial plans including:  
 

(i)  the Revenue Budget; 

 
(ii)  the Capital Programme;  

 
(iii) the level of borrowing under the Local Government Act 2003 in 

accordance with the Prudential Code produced by the Chartered 

Institute of Public Finance and Accountancy; and  
 

(c)  a Precept and all decisions legally required to set a balanced budget each 
financial year;  

 

(d) the Prudential Indicators in accordance with the Prudential Code; 
 

(e) the Treasury Strategy; 
 

(f) the Scheme of Members’ Allowances; 
 

(g) the Integrated Risk Management Plan and Action Plan; 

 
(h) the Annual Report.  

 

3.  To determine the Code of Conduct for Members on recommendation from the 
Overview and Audit Committee.  

 
4.  To determine all other matters reserved by law or otherwise, whether delegated to 

a committee or not.  

 
5. To determine the terms of appointment or dismissal of the Chief Fire Officer and 

Chief Executive, and deputy to the Chief Fire Officer and Chief Executive, or 
equivalent. 

 
6. To approve the Authority’s statutory pay policy statement. 
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AGENDA 
 

Item No: 
 

1.  Apologies 
 

2.  Minutes 

 
 To approve, and sign as a correct record the Minutes of the meeting of the Fire 

Authority held on 10 June 2020 (Item 2) (Pages 7 - 20) 
 

3.  Disclosure of Interests 

 
 Members to declare any disclosable pecuniary interests they may have in any 

matter being considered which are not entered onto the Authority’s Register, and 
officers to disclose any interests they may have in any contract to be considered. 
 

4.  Chairman's Announcements 
 

 To receive the Chairman’s announcements (if any). 
 

5.  Petitions 

 
 To receive petitions under Standing Order SOA6. 

 
6.  Questions 

 

 To receive questions in accordance with Standing Order SOA7. 
 

7.  People Strategy 2020 - 2025 
 

 To consider Item 7 (Pages 21 - 42) 

 
8.  Fire and Rescue Authorities becoming statutory consultees in the 

development management process - Consultation by the Welsh 
Government 
 

 To consider item 8 (Pages 43 - 70) 
 

9.  Public Service Pension Schemes Consultations 
 

 To consider item 9 (Pages 71 - 226) 
 

10.  Exclusion of Public and Press 

 
 To consider excluding the public and press representatives from the meeting by 

virtue of Paragraph 1 of Part 1 of Schedule 12A of the Local Government Act 1972, 
as the minutes contain information relating to an individual; and  Paragraph 3 of 
Part 1 of Schedule 12A of the Local Government Act 1972, as the minutes contain 

information relating to the financial or business affairs of a person (including the 
Authority); and on these grounds it is considered the need to keep information 

exempt outweighs the public interest in disclosing the information: 
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11.  Exempt Minutes 
 

 To approve, and sign as a correct record the Exempt Minutes of the meeting of the 
Fire Authority held on 10 June 2020 (Item 11) 

 
12.  Date of next meeting 

 
 To note that the next meeting of the Fire Authority will be held on Wednesday 9 

December 2020 at 11am. 

 
 

 
 
 

 
 

 
 
 

 
 

 
 
 

If you have any enquiries about this agenda please contact: Katie Nellist (Democratic 
Services Officer) – Tel: (01296) 744633 email: knellist@bucksfire.gov.uk 

mailto:knellist@bucksfire.gov.uk


This page is intentionally left blank
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MINUTES OF THE ANNUAL MEETING OF THE BUCKINGHAMSHIRE AND MILTON 

KEYNES FIRE AUTHORITY HELD REMOTELY ON WEDNESDAY 10 JUNE 2020 AT 
11.00 AM 
 

Present: Councillors Carroll, Christensen (part), Clarke OBE, Cole, Exon 
(part), Hopkins, Hussain, Lambert, Mallen (part) Marland, McCall, 

McLean (part), Mills, Minns, Stuchbury and Walsh 
 
Officers:  J Thelwell (Chief Fire Officer), M Osborne (Deputy Chief Fire 

Officer), G Britten (Director of Legal and Governance), M 
Hemming (Director of Finance and Assets), D Norris (Head of 

Service Delivery), C Bell (Head of Service Development), S 
Gowanlock (Corporate Planning Manager), A Stunell (Head of 

Human Resources) J Humphrey (Station Commander HR 
Projects) and K Nellist (Democratic Services Officer) 

 

Apologies: Councillor Hall 
  

 Live webcast broadcast: https://buckinghamshire.public-
i.tv/core/portal/webcast_interactive/488697 

  
 The Director of Legal and Governance confirmed the webcast was 

live. 
 

FA01 ELECTION OF CHAIRMAN 

(Councillor Hopkins in the Chair) 

Councillor Hopkins gave a roll call of Members, who provided 
their names when asked. 

It was proposed and seconded that Councillor Clarke OBE be 
elected Chairman of the Fire Authority for 2020/21. 

RESOLVED – 

That Councillor Clarke OBE be elected Chairman of the Authority 
for 2020/21. 

(Councillor Clarke OBE in the Chair) 

FA02 APPOINTMENT OF VICE-CHAIRMAN 

It was moved and seconded that Councillor Hopkins be appointed 

Vice-Chairman of the Fire Authority for 2020/21. 

RESOLVED –  

That Councillor Hopkins be appointed Vice-Chairman of the 
Authority for 2020/21. 

FA03 MINUTES 

RESOLVED –  

ITEM 2 
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That the Minutes of the meeting of the Fire Authority held on 12 

February 2020, be approved and signed by the Chairman as a 
correct record.   

FA04 CHAIRMAN’S ANNOUNCEMENTS 

The Chairman announced that:   

She wished to thank the Buckinghamshire Council Members that 

had not been reselected to serve on the Fire Authority for the 
coming year, Noel Brown, Charlie Clare, Anita Cranmer (Vice 
Chairman – Overview and Audit Committee), Netta Glover, Brian 

Roberts, Jean Teesdale (Lead Member Health Safety and 
Corporate Risk), and with special thanks for David Watson 

(Chairman Overview and Audit Committee). She welcomed the 
six new Conservative Members from Buckinghamshire Council, 

Andrew Cole, Gary Hall, Mahboob Hussain, Wendy Mallen, Tim 
Mills, Liz Walsh and one new Labour Member Robin Stuchbury. 

 

On 7 May 2020, the Blue Light Hub in Milton Keynes was handed 
over to the Authority following practical completion of the 

building.  There was still some outstanding work to be done on a 
section of the car park, but work was now well underway to 
prepare and test the main building in advance of it becoming 

operational. Due to the COVID-19 pandemic, the decision had 
been made not to proceed with the decked car park and the fit-

out of the top floor at the current time.  However, the car park 
would be constructed with the appropriate elevation and footings 
to allow an upper deck to be installed with the minimum amount 

of disruption in future. A full evaluation of the cost and benefits, 
both to the Authority and the wider community, would be 

presented to a future meeting of the Authority. It was anticipated 
that our service would start operating from the new facility from 
30 June 2020.  The police and ambulance service would begin 

operating from the site once the remaining section of the car 
park had been fully completed, which was forecast for Autumn 

2020. 
 
The Chairman also wished to put on record her thanks and the 

thanks of the Members to all the staff at Buckinghamshire Fire 
and Rescue Service for the splendid work they had undertaken 

during the Covid-19 pandemic. 
 
(Councillors Exon and McLean joined the meeting) 

(Councillor Mallen left the meeting) 
 

FA05 MEMBERSHIP OF THE AUTHORITY 

The Authority noted that the following Members had been 
appointed by the Constituent Authorities to serve on the Fire 

Authority for 2020/21: 

Buckinghamshire Council (11) 

Councillors Carroll, Christensen, Clarke OBE, Cole, Hall, Hussain, 
Lambert, Mallen, Mills, Stuchbury and Walsh 

8



. 

FIRE AUTHORITY (ITEM 2), 14 OCTOBER 2020                                     PAGE 3 

  

Milton Keynes Council (6) 

Councillors Exon, Hopkins, Marland, McCall, McLean and Minns 

FA06 COMMITTEE MATTERS  

(a) Local Government and Housing Act 1989 and Local 

Government (Committees and Political Groups) 
Regulations 1990 

The Authority noted that the allocation of seats on the 
Authority was: 

(i) Conservative Group: 10 seats       (58.82%) 

(ii)  Liberal Democrat Group: 4 seats        (23.53%) 

(iii) Labour Group:  3 seats        (17.65%) 

(b)    Committee Matters – Committee Appointments 

     RESOLVED- 

That the following Committees be appointed and seats    

be allocated, as follows: 
 
(a) Executive Committee (8 members): 

(i) Conservatives – 5 seats 

(ii) Liberal Democrats – 2 seats 

(iii) Labour – 1 seat 

 (b) Overview and Audit Committee (9 members): 

(i) Conservatives – 5 seats 

(ii) Liberal Democrats – 2 seat 

(iii) Labour – 2 seat 

   RESOLVED 

1. That the following Members be appointed to the 

Executive Committee: 

Councillors Clarke OBE, Hall, Hopkins, Lambert, 

McCall, McLean, Marland and Walsh in accordance 
with the Group Leader’s wishes.  

2. That the following Members be appointed to the 
Overview and Audit Committee: 

Councillors Carroll, Christensen, Cole, Exon, 

Hussain, Mallen, Mills, Minns and Stuchbury in 
accordance with the Group Leader’s wishes.  

FA07 CALENDAR OF MEETINGS 

The Authority considered proposed dates for its meetings and 
meetings of its committees during 2020/21. 

9
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RESOLVED -  

1. That meetings of the Authority be held on Wednesday 14 
October 2020, 9 December 2020, Wednesday 17 
February 2021 and Wednesday 16 June 2021, all at 11 

a.m. 

2. That meetings of the Executive Committee be held on 

Wednesday 15 July 2020, Wednesday 16 September 
2020, Wednesday 18 November 2020, Wednesday 10 
February 2021 and Wednesday 24 March 2021, all at 10 

a.m. 

3. That meetings of the Overview and Audit Committee be 

held on Wednesday 22 July 2020, Wednesday 11 
November 2020, and Wednesday 17 March 2021, all at 

10 a.m.  

FA08 APPOINTMENT OF REPRESENTATIVES TO OUTSIDE 
BODIES 

The Authority considered the appointment of representatives to 
outside bodies having received nominations which were 

seconded: 

RESOLVED – 

1. That Councillor Clarke OBE be appointed to attend the 

Local Government Association Annual Conference.  

2. That Councillor Clarke OBE be appointed as the Authority’s 
representative (and Councillor Hopkins as the Standing 
Deputy) to the Local Government Association Fire 
Commission. 

3. That Councillor Clarke OBE be appointed as the Authority’s 
representative (and Councillor Hopkins as the Standing 

Deputy) to the Local Government Association Annual Fire 
Conference. 

4. That Councillor Clarke OBE be appointed as the Authority’s 
representative (and Councillor Hopkins as the Standing 
Deputy) to the Combined Fire Authorities Conference. 

5. That Councillors Clarke OBE and Lambert be appointed as 
the Authority’s representatives on the Thames Valley Fire 
Control Service – Joint Committee. 

6. That Councillors Carroll and Hopkins be nominated as 
substitute members on the Thames Valley Fire Control 

Service – Joint Committee. 

FA09 LEAD MEMBER RESPONSIBILITIES 

 RESOLVED – 

That Members be appointed as Lead Members for 2020/21 as 
follows having received nominations which were seconded: 
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Responsibility Lead Member 

Service Delivery, Protection and 
Collaboration 

Councillor Clarke OBE 

People, Equality and Diversity and 
Assurance 

Councillor Lambert 

Finance and Assets, Information 
Security and IT 

Councillor Hopkins 

Health and Safety and Corporate Risk Councillor McLean 

 

FA10 2020-2025 CORPORATE PLAN  

The Corporate Planning Manager advised Members, that as they 
would have seen from the cover paper and Appendix 1, the main 

purpose of the Corporate Plan was to shape and schedule the 
programme of work needed to develop and implement the 
proposals contained within the Authority’s Public Safety Plan 

(PSP). The most recent of these, covering the five-year period 
through to March 2025, was approved by the Authority at its 

meeting on 12 February 2020. This was following, and with 
regard to, the outcomes of an eight-week public consultation 
carried out in the last quarter of 2019. The draft plan at 

Appendix 1 also reflects the exercise of the discretion granted to 
the Chief Fire Officer by the Authority at the February meeting to 

determine the sequencing and timing of the work required to 
deliver on the strategic priorities set out in the PSP. 

 

The Corporate Planning Manager advised Members that 
consolidated into the draft Corporate Plan were the ‘Areas for 
Improvement’ identified by the HMICFRS following their first 
inspection of the Service last year. The findings of which were 
reported to the Authority at the exceptional meeting held on 23 

January 2020 and were also the subject of an action plan 
presented to the Authority on 12 February 2020. Furthermore, 

there had been a review of the draft Corporate Plan in light of the 
current Covid-19 pandemic and modifications made to try to 
anticipate the potential impact of it. 

 
The Corporate Planning Manager advised Members that as they 

would have seen, it was structured around a framework of 
Strategic Objectives and Enablers. The first three objectives 
related to prevention, protection and response in managing risks 

in the community as required by the National Framework. The 
fourth was about ensuring that it was done in a way that ensured 

value for money and compliance with regulatory and good 
practice standards. There were also a range of Outcome 
Measures shown that were used to determine overall progress in 

relation to the objectives. These were reported annually to the 
Overview and Audit Committee, usually in November via the 

Annual Performance Monitor Report. There were also three 
strategic enablers that related to people, information systems, 

and assets and equipment in supporting delivery of the strategic 
objectives.  

11
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The Corporate Planning Manager also advised Members that the 
potential risks to the ability to deliver the plan were set out at 
page 45, together with how the Service proposed to control 

these. The Service was entering a period of great uncertainty as 
a result of the Covid-19 pandemic, not least in relation to the 

economic outlook, which would have potential implications for, 
amongst other things, the nature and level of risk in the 
community and also the Authority’s revenue funding base which 
was currently being considered, with a view to capturing it as 
part of the financial strategy that was proposed to be presented 

to the Authority in October. Given the degree of uncertainty that 
was likely to persist for some time to come, the plan would be 

under regular review and, in addition to reporting on progress via 
the Overview and Audit Committee, would be brought back to 
Members should any significant revisions be required. As 

Members would have also seen, a scheduled mid-term review of 
the 2020-25 PSP, was due to take place in 2022/23 although this 

could be brought forward if conditions required it. 
 
A Member stated that some other fire and rescue authorities 

included a period of public consultation for their Corporate Plan, 
the Member presumed it was a discretionary process, but asked 

why the Authority had not done so, although with the current 
situation, finding a period of 8 or 12 weeks to consult would have 
been very challenging. 

 
The Corporate Planning Manager responded that the Authority 

had been fortunate that it had managed to get its PSP finalised 
before the current situation. Some fire and rescue authorities 
were in a period of abeyance and discretion had been given by 

government to defer those plans because of the challenges 
around conducting a proper consultation. With regard to the 

issue of consulting on the Corporate Plan, the National 
Framework required that fire and rescue authorities consult on 
their Integrated Risk Management Plans (Public Safety Plan) but 

does not set out any requirements for documents such as the 
Corporate Plan. Although the draft Corporate Plan document 

itself had not been the subject of an external public consultation, 
many of the issues and proposals that it builds on, were included 
in the Public Safety Plan public consultation that was carried out 

towards the end of last year. 
 

A Member asked if the Authority was satisfied that all the 
projected forecasts, against the risks, were accommodated for, 
and was the Authority satisfied that the responsibilities to meet 

all its financial obligations were accounted for, and the closing of 
Bletchley and Great Holm Fire Stations and moving to the Blue 

Light Hub would not increase risk; and, with the background of 
the pandemic, would anything have to be changed, modified, 

improved or altered. 
 
The Chief Fire Officer advised that more work had been 

commissioned looking forward at the economic issues facing the 
Authority. That work would be undertaken in conjunction with 

12
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the Local Resilience Forum and community impact assessments 

would be completed, to assess the broader position across the 
Thames Valley. The work would look at how changes in the 
economic circumstances would affect the community in terms of 

business, how that would affect the changes in risk within the 
community and how that would link into increased vulnerability 

within communities. Also being looked at, would be the increase 
in community tensions following the terrible death of George 
Floyd. An assessment would be undertaken in the coming weeks 

and months, which would then be compared to the current 
Corporate Plan, to see if they align. It may be that the priorities 

within the Corporate Plan would change in view of the current 
circumstances.  

 
Members thanked the Corporate Planning Manager for the 
Corporate Plan and the update regarding Covid-19. 

RESOLVED – 

That the 2020-2025 Corporate Plan be approved by the 

Authority. 

FA11 THE AUTHORITY’S PEOPLE STRATEGY 2016-2020 ANNUAL 
UPDATE  

The Station Commander HR Projects advised Members that this 
report was a final update on the achievements to date of the 

Authority’s People Strategy 2016-2020, which was approved by 
Members in 2016. The People Strategy was currently being 
revised to ensure it aligned to the new Public Safety Plan and 

Corporate Plan. The revised strategy would be presented to the 
Authority in October 2020. The People Strategy demonstrated 

how the Authority captures the commitment and professionalism 
of all its people to achieve the vision, aim, priorities and 
objectives of the Public Safety Plan and Corporate Plan. 

 
The Strategy had recently been incorporated into the new 

Buckinghamshire Fire & Rescue Service website which facilitated 
a single point of entry for those interested in its work, which 
enabled an easy link to published news and updates from across 

the organisation. The People Strategy continued to be maintained 
and updated through stakeholder engagement. There were five 

key areas supporting the overarching People Strategy, each had 
its own strategy these were: Equality, Diversity and Inclusion; 
Employee Engagement; Resourcing; Talent Management and 

Employee Well-being. The main page on the website detailed the 
strategy’s Key Challenges, Assumptions, Employee proposition, 
Our Vision, Aim and priorities, and culminates at the bottom with 
links to the five key areas.  

 

The Station Commander HR Projects advised Members that in 
January 2020, as part of the employee engagement project, the 

Authority carried out a follow up employee culture survey to the 
2017 survey. The results were promising and provided an insight 

into the strengths and areas for opportunity. The results were 
currently being used to set actions at both service and team 
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level. The results would also be utilised to inform the revised 

People Strategy and provide evidence for future HMI Inspections. 
 

The Station Commander HR Projects advised Members that with 

regard to resourcing, there had been a number of targeted 
recruitment campaigns via social media and the DAX platform, 

attendance at many career fairs, all to encourage and attract 
more diverse applicants. The Authority had recruited some 84 
apprentices across operational and support services to date, and 

recently revised its apprenticeship model to ensure it remained 
attractive and in line with other services. There were 17 new 

operational apprenticeship recruits, who were currently in 
training at the Fire Service College, to ensure the Authority was 

fully prepared for the impacts of the court of appeal pensions 
ruling.  

 

Succession planning was undertaken as part of the performance 
management process and included a rolling organisational 

training needs analysis. The Authority’s talent management 
programme continued to ensure replenished development pools 
at each level, resulting in staff with the required skills to fulfil the 

roles when needed. A pilot scheme to identify and develop future 
leaders in the service was successfully employed and would be 

utilised later this year to validate the process. 
 

A network of Mental Health Champions and First Aiders, who all 

received the appropriate training, was established. All Champions 
and First Aiders had been issued with a green mental health 

awareness ribbon pin so that employees could identify them and 
approach them for support where necessary. The Well-being 
Group successfully obtained funding for the Critical Incident 

Stress Debriefing team to be refreshed and retrained in trauma 
support which took place in November 2019. There were now 20 

members of the trauma support team that could be called upon 
to deliver debriefs for employees who have been exposed to 
traumatic events. 

 
A Member asked what was being done to attract more women 

into the service/apprenticeships. 
 
The Deputy Chief Fire Officer advised Members that Her Majesty’s 
Inspectorate had commended the Authority on the work it had 
done, especially around social media and reaching out to 

underrepresented groups within its community, but it was work 
in progress. There were separate ‘have a go’ days, engagement 
with colleges, and many other areas, to help recruit people from 

underrepresented backgrounds. The Authority was doing well 
compared to many other fire and rescue services, but it would 

continue to work on this. 
 

 RESOLVED –  

 That the content of the report be noted. 
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FA12 EQUALITY, DIVERSITY AND INCLUSION OBJECTIVES 

2020-2025 

The Lead Member for People and Equality and Diversity and 
Assurance thanked the Equality, Diversity and Inclusion (ED&I) 

Group for their expertise, knowledge and willingness in bringing 
the report and objectives together. 

The Head of Human Resources advised Members that this report 
was an update on the progress to set the objectives for the 
future, which aligned to the Public Safety Plan and Corporate Plan 

2020-2025. In late 2019, employees from across the service met 
as the ED&I Group and looked at tangible 6, 12 and 18 month 

objectives and the action plan at Annex B was formed. There 
were regular monthly reviews to see what had been completed, 

what was in progress and what was still needed to be done to 
ensure the priorities were identified. For example, over the 
weekend a communication was sent out to the organisation 

regarding ‘Black Lives Matter’. 

The Head of Human Resources advised Members that the 

Authority undertook a Culture Survey in early 2020 and that 
showed that the Service values and promotes employee diversity, 
78% of the respondents were in favour: this was a marked 

increase of 17% from the last survey. Also, 79% of the 377 
respondents were happy that they were treated with respect as 

individuals. 

The Head of Human Resources also wanted to highlight the 
HMICFRS Inspection report People Pillar. The Service was 

commended on ED&I and was given a good rating. An 
improvement plan had been written and the Service strives to 

continue with the areas it did well on, to make sure there was 
continued improvement and also the areas where it may need 
some development.  

The Head of Human Resources advised Members that the 
Authority was encouraging staff to disclose their protected 

characteristics. Members would see in the data that there were 
areas where employees hadn’t disclosed their protected 
characteristics. Employees tended to when they joined the 

Service, but if there were any changes, they were not so willing 
to update them. The ED&I Group would be carrying out a piece of 

work, to find out why people didn’t want to disclose this 
information, and to encourage them to do so, so they were 
supported and represented. 

A Member asked why the Authority had to report on pay equality 
and was advised that it was a statutory requirement to publish 

the gender pay information in March every year. The Authority 
previously hadn’t recruited for over 7 years and over the last few 
years when recruiting Apprentices, it was working hard to reach 

all the different communities through different mediums.  

The Deputy Chief Fire Officer advised Members that the gender 

pay gap and equal pay were different. Gender pay was around 
average pay, and the potential earning of different sexes, and 

equal pay was across all roles. Just because there was a gender 
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pay gap, didn’t mean that males and females were not paid the 

same for the same role. Firefighters earn exactly the same salary 
irrespective of their background. 

A Member asked that given recent events, was there equality 

impact assessment training available for employees and also 
Members of the Fire Authority, and was advised that this was one 

of the objectives, and the equality impact assessment guidance 
which had been refreshed, would be published. 

A Member asked that given Milton Keynes Council’s focus on 
fostering and encouraging people to foster, was there an 
allowance available and were incentives available for employees 

who wanted to foster and was advised that the Maternity, 
Adoption and Parental Leave entitlements procedure had recently 

been refreshed and the Authority went over and above the 
statutory requirements. 

A Member asked under the ‘Black Lives Matter’ campaign 
whether the Authority needed to change its strategy or take any 
special measures to improve its services and was advised that as 

this had happened very quickly, there had been communication 
with the whole organisation asking employees if they wanted to 
get involved with the ED&I group as this was the best way to 

help make a difference. It hadn’t changed the Authority’s 
strategy, as it was already within its strategy. 

RESOLVED –  

1. That the contents of the report and workforce diversity data in 
Appendix 1 be noted. 

2. That the EDI objectives for 2020-2025 in Annex A and the six, 
twelve and eighteen month objectives in Annex B be 

approved. 

FA13 CONSULTATION BY MINISTER OF STATE FOR BUILDING 
SAFETY, FIRE AND COMMUNITIES  

The Director of Legal and Governance advised Members that as 
set out in the short cover report, the purpose of this report was 

to apprise the Authority, in its role as the governance body for 
Buckinghamshire Fire and Rescue Service, of a letter received by 
the Chairman and Chief Fire Officer from the recently appointed 

Minister with responsibility for Fire. The Minister’s letter, seeks 
views from the consultees listed in his letter on the 

recommendations made by Sir Tom Winsor, Her Majesty’s Chief 
Inspector for Constabulary and Fire and Rescue Services, in his 
‘State of Fire and Rescue’  report which was published on 15 

January 2020. The letter seeks collective contributions from the 
bodies listed in his letter but also invites views from individual fire 

and rescue services before the end of June 2020.  

Sir Tom Winsor’s four recommendations were set out in the 
report. The recommendations pose fundamental and existential 

questions for the fire and rescue sector to wrestle with. Such as 
what was the role of a fire and rescue service and what was the 

role of its employees; whether the national pay negotiation 
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machinery for firefighters needed to be overhauled; whether 

legislation was needed to enshrine the demarcation of roles 
between a fire and rescue authority and its Chief Fire Officer; and 
finally, whether a code of ethics should be produced for all fire 

and rescue authority employees. 

A Member asked for clarification on the second recommendation 

in Sir Tom Winsor’s report and was advised that it was asking for 
a general view on pay and that the consultees included the Fire 
Brigades Union and other representative bodies. 

RESOLVED – 

1. That the content of the letter from Lord Greenhalgh dated 14 

May 2020 (Annex A) be noted; and 

2. that the Chief Fie Officer be authorised to submit a response 

after consultation with the Group Leaders and Vice Chairman. 

FA14 EXCLUSION OF PRESS AND PUBLIC 

RESOLVED – 

 It was moved and resolved that the Press and Public be excluded 
from the meeting by virtue of Paragraph 1 of Part 1 of Schedule 

12a of the Local Government Act 1972, as the report contains 
information relating to an individual; and Paragraph 3 of Part 1 of 
Schedule 12a of the Local Government Act 1972 as the report 

contains information relating to the financial or business affairs of 
a person; and on these grounds it is considered, at this moment 

in time, that the need to keep information exempt outweighs the 
public interest in disclosing the information. 

 The Chairman advised viewers of the live webcast that the 

meeting would now go into private session to hear the report and 
discuss the recommendations. The vote on the recommendations 

would be taken in public session and it was estimated that the 
deliberations may take 30 minutes. Anyone watching the 
webcast should check back on the webcast at 12.45 pm. 

 M Osborne (Deputy Chief Fire Officer), D Norris (Head of Service 
Delivery), C Bell (Head of Service Development), S Gowanlock 

(Corporate Planning Manager), A Stunell (Head of Human 
Resources) and J Humphrey (Station Commander HR Projects) 
left the meeting. 

 The live webcast was suspended for 30 minutes. 

FA15 SUCCESSION PLANNING 

The Authority considered the report and appendices, details of 
which were noted in the confidential/exempt minutes. 

At 12.45 pm the Director of Legal and Governance confirmed the 

webcast had restarted.  
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An amendment having been proposed and seconded, Members 

voted on the resolutions below as follows: 

 For Against Abstained 

Carroll     

Clarke OBE     

Cole     

Exon     

Hopkins     

Hussain     

Lambert     

Marland     

McCall     

McLean     

Mills     

Minns     

Stuchbury     

Walsh     

 

 RESOLVED – 

1. an interim departure from the DCFO Succession Plan (Annex 
A) until no later than 31 December 2022 be approved; and a 

paper to be submitted to the Authority before this date to 
consider all options open to the Authority.  

2. the re-engagement of the incumbent DCFO/COO be approved 

because of operational need for business continuity with 
regard to part of the COVID-19 recovery programme (while 

not setting a precedent) in order that an offer of employment 
be made: 

a. subject to the following: 

i. a fixed term contract for 2 years to terminate no later 
than 31/12/2022 (unless terminated by either side 

on the giving of 3 months’ notice); and 

ii. £125,784 per annum starting salary. 

b.   with terms and conditions in accordance with the DCFO’s 
current entitlements and obligations. 
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THE CHAIRMAN CLOSED THE MEETING AT 12.51 PM 
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EXECUTIVE SUMMARY 

 

 

 

 

 

 

 

 

 

The People Strategy 2020-2025 sets out a framework 
for engaging and developing employees of 
Buckinghamshire Fire & Rescue Service (the Service), 

to enable the cultural changes which will help the 
Service to better deliver its vision and strategic 

priorities, while ensuring behaviours, values and 
standards are adhered to. 

The framework maintains the existing five key areas; 

however, these have been reworded to better reflect 
our values; 

• Equality Diversity and Inclusion 
• Employee Engagement 

• Organisational Development and Resourcing 
• Training, Learning and Development 
• Health and Wellbeing 

Each key area has objectives that supports the 
overarching strategy, which are further expanded in 

Annex A. 

In order to achieve the objectives as detailed within 
the strategy, output and impacts will be reviewed on a 

regular basis and reported through the governance 
process. 

The strategy has been reviewed and updated following 
stakeholder engagement and feedback from the 
formal consultation process, where the potential 

impacts of the Covid-19 pandemic have been 
captured. The consultation feedback can be found in 

Appendix 1. 

Subject to approval by the Fire Authority, the new 
strategy will become effective from November 2020, 

succeeding the previous 2016-20 People Strategy, 
then published on the Service’s Intranet with a public 

facing version published on the external website.  

Development of the external website continues and 
will complement the new strategy as it evolves. 

 

    
 

  ITEM 7 
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The current strategy can be found on the Service’s 
external website link below: 

https://bucksfire.gov.uk/authority/people-strategy/ 

ACTION Decision and Noting. 

RECOMMENDATIONS 1. That the People Strategy 2020-2025, Annex A, 
be approved. 

2. That the consultation feedback in Appendix 1 is 
noted. 

RISK MANAGEMENT  

 

 

 

A significant identified risk is the Service’s ability to 
deliver a more diverse workforce within funding and 

recruitment constraints, and against a background of 
changing demographics. 

The People and Organisational Development 

Directorate (P&OD) Risk Register highlights our 
current and future employee resourcing risks. Control 

measures are in place to mitigate the risks, where the 
People Strategy is one. 

The strategy complements our Equality, Diversity and 

Inclusion objectives, and arrangements are in place to 
ensure that language and content are inclusive. 

The successful implementation of the People Strategy 
depends on the buy-in and energetic support of 

everyone concerned, therefore employee consultation 
and engagement will continue to enable the 
development of the strategy. 

Quality assurance arrangements are in place which 
ensure the Service can govern the content of the 

strategy and how it is used. For example, this will 
allow opportunities for further development through 
collaborative working. 

No personally identifiable information is contained 
within the overarching People Strategy. Data 

Protection Impact Assessments exist for each key area 
of the strategy, these will be revised and updated 
where required. 

FINANCIAL 
IMPLICATIONS 

Whilst there are no direct financial implications arising 
out of this report, the strategy contributes to 

achieving benefits and savings that have been 
identified in the Public Safety, Corporate and Medium 

Term Financial Plans.  

Cost and benefits implications for each initiative 
outlined in the strategy will be considered as part of 

the supporting individual business cases. 

The People Strategy updates will be delivered from 

within existing budgets. 

LEGAL IMPLICATIONS There are no legal implications arising from the 

22

https://bucksfire.gov.uk/authority/people-strategy/


People Strategy 2020 - 2025    

FIRE AUTHORITY (ITEM 7), 14 OCTOBER 2020  

recommendation. 

CONSISTENCY WITH 
THE PRINCIPLES OF 
THE DUTY TO  

COLLABORATE  

The Policing and Crime Act 2017 requires the Service 
to keep opportunities for collaboration with the police 
and ambulance services under review. 

Collaboration opportunities arising from the People 
Strategy will be reviewed as they present themselves. 

The three Thames Valley Fire Services are progressing 
common approaches to operational On-Call Firefighter 
recruitment. This joint working initiative is an 

opportunity to promote fire service careers and raise 
awareness across community groups with the aim of 

improving employee diversity. 

Collaboration with Thames Valley Police (TVP) on 

apprenticeships and promoting careers for young 
people is well established. 

The Service recently signed the national Armed Forces 

Covenant and promise to actively support the armed 
forces community. It acknowledges that we recognise 

the value serving personnel, reservists, veterans and 
military families can bring to our Service. 

HEALTH AND SAFETY  The global Covid-19 pandemic is presenting new risks, 
where the Service continues to adapt in order to 
ensure the safety, wellbeing and productivity of our 

staff as well as the safety and wellbeing of the public, 
visitors and our partner agencies. 

EQUALITY AND 
DIVERSITY 

The Service has a statutory obligation under equality 
legislation to eliminate unlawful discrimination. The 

People Strategy, policies, and procedures aim to 
support the meeting of these requirements. 

If we have greater representation of our diverse 

communities, then we will be able to find solutions to 
barriers in relation to employment and accessing 

services.  

Diversity is one of our core values and a key area in 
the People Strategy. The dedicated Equality, Diversity 

and Inclusion section is now fully embedded. 

The strategy aligns to and complements our Equality, 

Diversity and Inclusion Policy and objectives. 

USE OF RESOURCES 

 

Communication with stakeholders;  

Communications and early engagement with relevant 
stakeholders enabled key information to be obtained, 
which supported the development of the strategy. 

The strategy has been revised and updated following 
feedback from the formal internal consultation 

process.  

Progress and updates regarding the revised strategy 
have been communicated to the Joint Consultation 

23

http://www.legislation.gov.uk/ukpga/2017/3/section/2/enacted


People Strategy 2020 - 2025    

FIRE AUTHORITY (ITEM 7), 14 OCTOBER 2020  

Forum, and regular updates will continue. 

The system of internal control; 

The People Strategy provides a framework, along with 
the governance arrangements for controlling the 

Service’s workforce development over the next five 
years and is aligned to the Public Safety Plan and 

Corporate Plan 2020 -2025. 

The medium term financial strategy;  
The People Strategy 2020 – 2025 aims to support the 

delivery of our Medium-Term Financial Plan. 

The balance between spending and resources;  

The strategy sets out a framework which supports 
delivery of the Service’s strategic objectives over the 
next five years. The priorities and objectives within 

the strategy will be cascaded to directorate, team and 
individual levels and resourced from within the 

establishment and budgets set by the Workforce and 
Medium-Term Financial Plans. 

The management of the asset base;  

There are no asset base implications arising from this 
report. 

Environmental;  
Changes to our operating environment due to the 
global Covid-19 pandemic may present opportunities 

for the Service to reduce its carbon footprint, whereby 
employees favouring home / remote working 

technologies instead of commuting to Service 
premises. 

PROVENANCE SECTION 

& 

BACKGROUND PAPERS 

Background 

Fire Authority report 10 June 2020. People Strategy 
2016 – 2020 Annual Update. – 

https://bucksfire.gov.uk/documents/2020/06/fire-
authority.pdf/ 

Fire Authority report 19 June 2019. People Strategy 
2016 – 2020 Annual Update. – 

https://bucksfire.gov.uk/documents/2020/03/190619

_fire_authority_agenda.pdf/ 

Fire Authority report 17 October 2018. Equality, 

Diversity and Inclusion Objectives 2016-20: Review of 
Year Two progress 

https://bucksfire.gov.uk/documents/2020/03/fire_aut

hority_agenda_and_reports_171018.pdf/ 

Fire Authority report 7 June 2017. People Strategy 

2016 to 2020 - Annual Update 

https://bucksfire.gov.uk/documents/2020/03/070617
_fire_authority_agenda.pdf/ 

Fire Authority report 8 June 2016. Equality and 
Diversity (E&D) Objectives 2016/20, Public Sector 
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Equality Duty and Review of 2012-15 Objectives 

https://bucksfire.gov.uk/documents/2020/03/fire_aut

hority_agenda_8_june_2016.pdf/ 

Executive Committee report February 2016. The 

Authority’s People Strategy 2016 to 2020. Optimising 
the contribution and well-being of our people 

https://bucksfire.gov.uk/documents/2020/03/030216
_exec_committee_agenda.pdf/ 

Public Safety Plan 2015 -2020 

https://bucksfire.gov.uk/documents/2020/03/2015-
20-psp-final.pdf/ 

Corporate Plan 2015 – 2020 

https://bucksfire.gov.uk/documents/2020/03/2015-
20_corporate_plan_refresh_march_2019.pdf/ 

APPENDICES Annex A – People Strategy 2020 – 2025 

Appendix 1 – Consultation feedback 

TIME REQUIRED  15 minutes 

REPORT ORIGINATOR 

AND CONTACT 

Jamie Humphrey – Station Commander - Human 

Resources Projects 

jhumphrey@bucksfire.gov.uk 

07970 336960 
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1. Changes since the last version  

Current version 2.0 - based on feedback obtained through stakeholder 

engagement and consultation, the document has been updated and reissued. 

Information Asset Owner: Chief Operating Officer (Deputy Chief Fire Officer) 

Author:    Station Commander Human Resources Projects 

Approval:    Fire Authority 

Date:     14 October 2020      

        

2. Index 

1. Document changes 

2. Index 
3. Purpose and scope 
4. Roles and responsibilities 

5. Our Vision 
6. Our Aim 

7. The Challenge 
8. Our Values 
9. Our Principles 

10.Our People Priorities 
11.Measuring Success 

12.People Strategy Framework 
13.Key area one – Equality, Diversity and Inclusion 
14.Key area two - Employee Engagement 

15.Key area three - Organisational Development and Resourcing 
16.Key area four - Training, Learning and Development 

17.Key area five - Health and Wellbeing 
18.Consultation/publication/communication 
19.Impact Assessments 

 

 

3. Purpose and scope 

The People Strategy 2020-2025 sets out a framework for engaging and 

developing employees of Buckinghamshire Fire & Rescue Service (the Service), 

to enable the cultural changes which will help the Service to better deliver its 

vision and strategic priorities, while ensuring behaviours, values and standards 

are adhered to.  

The framework outlines five key areas; 

• Equality Diversity and Inclusion 

• Employee Engagement 
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• Organisational Development and Resourcing 

• Training, Learning and Development 

• Health and Wellbeing 

 

Each key area has objectives that support the overarching strategy which are 

further expanded in this document. 

Over the next five years the Service will become more flexible, diverse and 

integrated with partners, investigating opportunities for employees to broaden 

skill-sets, ensuring where possible, they have opportunities, choice and 

pathways for promotion and development. 

The Service’s People Strategy is intended to be flexible in order to address how 

we can most effectively respond to our current and future needs. 

4. Roles and responsibilities 

Buckinghamshire & Milton Keynes Fire Authority (the Authority) – 

endorsing and supporting the strategy, and employees, to ensure the Service 

works to improve public safety, strengthen collaboration, drive transformation 

and enhance effectiveness, as laid out in the Public Safety Plan and Corporate 

Plan 2020 - 2025. 

The Strategic Management Board (SMB) - has corporate responsibility for 

ensuring the delivery of the strategy. 

Managers - responsible for embracing the strategy. Supporting employees and 

setting the example, in line with the ethos of the strategy. Supporting the drive 

to change the organisational culture, as the Service strives to achieve the vision, 

values, and strategic objectives. 

All employees – the successful implementation of the People Strategy depends 

on the buy-in and energetic support of everyone concerned, collectively 

upholding the expected values, behaviours and objectives of the Service. 

5. Our Vision 

Our vision is to make Buckinghamshire and Milton Keynes the safest areas in 

England in which to live, work and travel. The strategy will support work to 

achieve the vision through its aim and priorities, and enable the Service to 

capture the commitment and professionalism of all employees. 

6. Our Aim 

Our aim is to optimise the contribution and wellbeing of all employees, from 

existing employees, newly recruited and those leaving the Service. 
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7. The Challenge 

The Public Safety Plan 2020-2025 identifies and translates the internal and 

external factors which present risks and challenges for the workforce into the 

future.  

The Corporate Plan 2020-2025 illustrates how the Service will meet the 

challenges faced, and the commitment to delivering consistent improvement; 

taking a fresh look at how services are delivered in line with those identified 

risks and opportunities. 

The global Covid-19 pandemic is already affecting the size and shape of the 

economy locally, as well as nationally; the way in which public services are 

delivered; and, the way in which people work. As yet, the longer-term effects of 

this are not fully understood but we envisage that some of these impacts are 

likely to have permanent effects, where the Service will need to adapt in order to 

ensure the safety, wellbeing and productivity of our staff as well as the safety 

and wellbeing of the public that we serve.  

In addition to presenting new risks, changes to our operating environment may 

also present new opportunities, such as the potential for larger working age 

populations in our local towns and villages during the working week as, 

employers and employees favour remote working technologies instead of 

commuting to sites in large urban centres. Such trends could increase the pool 

of people from different backgrounds who might consider working for us on a 

part-time and / or flexible basis. They will also help inform the design of our 

employment propositions and recruitment strategies. 

Internally other risks and challenges may emerge over the course of this 

strategy. The following foreseeable risks have been considered;  

 Any change in employee legislation 

 Any change in strategic direction, or change in Member direction and/or 

changing priorities 

 Engaging and inspiring our employees to buy into the strategy and deliver 

in light of other conflicting priorities, pressures and expectations, planned 

or unplanned 

 Existing and future budgetary restraints, affecting employee availability  

and workforce capacity 

 Remaining focussed to deliver the priorities of the strategy over the 

course of the five years and potentially beyond 

 

8. Our Values 
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Underpinning everything the Service does is a set of values, which are 

aspirational for all employees where they engage with others; be it with the 

public, partner agencies or colleagues. 

These values embrace: 

 Service to the Community 

 People 

 Diversity 

 Improvement 

Our core values cover a range of topics. Those specifically relevant to this 

strategy are: 

 Working with all groups to target and reduce risk and pro-actively seek 

opportunities to collaborate with our partners 

 Treating everyone fairly and with respect, challenging any prejudice or 

discrimination and respecting people’s right to privacy and protecting any 
personal information we hold 

 Placing value on diversity within the Service and the communities we 

serve 

 Creating opportunities to develop and learn, encourage innovation and 

creativity, working honestly to develop trust and striving for excellence in 

all that we do 

 Accepting responsibility and accountability for performance and actions, 

being answerable to those we serve 

9. Our Principles 

Our principles will be supported through the delivery of the strategy, in 
particular: 

 

 Ensuring that all employees are aware of the vision, values and 

behaviours expected within the workplace 

 Improving performance through building the skills of a diverse workforce 

that reflect the community 

 Ensuring employees have an understanding of how the Service operates, 

in order to be as effective as possible within their role 

 Ensuring employees recognise and work to the People Strategy, regularly 

reviewing how their work contributes and supports it, and evidencing this 

in their annual appraisal 

 
 

10. Our People Priorities 

Over the next five years the Service aims to: 
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 Create and maintain a sustainable workforce which enables the Service to 

take appropriate action to:  

o Recruit, develop and retain a highly talented workforce 

o Monitor and address, where identified, future and occupational skill 

shortages 

o Promote career opportunities, and showcase the organisation as a 

quality employer 

o Identify, develop and motivate talent 

 Ensure our employment offer is inclusive, and embraces flexibility, to 

support improved diversity representation across the Service  

 Continue development and roll-out of more flexible and innovative 

employment and apprenticeship opportunities 

 Ensure the training strategy and priorities meet the future needs of the 

Public Safety and Corporate plans 2020-2025 

 Continue developing cultural values and behaviours which makes the 

Service a great place to work for everyone 

 Celebrate success and seek to recognise outstanding employee 

contributions in innovative ways, through our reward and recognition 

practices 

 Continue to explore ways of supporting and enhancing health and 

wellbeing of employees as their life circumstances change 

 

11. Measuring Success 

The success of the People Strategy will be measured by a variety of key 

performance indicators, including however not limited to:  

 Employee turnover and retention 

 Number of new apprentice starters and retention for full apprenticeship 

period and onwards 

 Appraisal performance 

 Career progression 

 Recruitment campaign diversity information 

 Equality, Diversity and Inclusion data 

 Equal pay audit outcomes 

 Occupational Health and Employee Assistance information 

 Training information 

 Employee engagement survey participation and response 

 HMICFRS results and HMICFRS employee survey results 

 Customer satisfaction survey responses 

 Health and Safety statistics 

 Absence levels 
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12. People Strategy Framework 

The following visual representation reflects the origins and outcomes of the 

People Strategy Framework. The outcomes highlight the five key areas which 

support the overarching strategy.  

 

13. Key area one – Equality, Diversity and Inclusion 

The Service is fully committed to equality, diversity and inclusion. The Service 

recognises that fairness and inclusion is fundamental to everything it does, to 

achieve its vision of making Buckinghamshire and Milton Keynes the safest areas 

in England in which to live work and travel. 

The Service believes a workforce that better reflects the diversity of the local 

population will create a stronger, more enriched and well-informed organisation, 

able to meet the expectations of a modern Fire & Rescue Service. This is a key 

aspect of the People Strategy. The Service’s objective is to embed equality and 

diversity into everything it does internally and externally. 

The Service continues to build a representative workforce with the appropriate 

skills, experience and leadership qualities to deliver a range of services to the 

community, that embraces change and delivers activities to reduce harm and 

make communities safer and healthier. 

The Service recently signed the national Armed Forces Covenant and promise to 

actively support the armed forces community. It acknowledges that we 

recognise the value serving personnel, reservists, veterans and military families 
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can bring to our Service. It also indicates that we will, through our business 

dealings, work to ensure they are treated with fairness and respect within both 

the local community and wider society, and help remove any disadvantages they 

may encounter in their day-to-day lives. The Covenant formally recognises our 

commitment to supporting both the physical and mental wellbeing of this often-

unrecognised part of our community and will endeavour to support those who 

have served, those who are currently serving, and all those connected with the 

Armed Forces.  

The Service pledge to continue to increase the representation of currently under-

represented groups at all levels, with a focus on inclusion to build our culture 

and reputation as a place that attracts, develops, retains and fully engages all 

the diverse talent across our Service. 

The Service aims to achieve this by actively participating in positive action 

initiatives, which will encourage individuals from under-represented groups to 

apply for a role within the Fire & Rescue sector. As a long term initiative the 

Service will explore how inclusion pathways can provide opportunities in 

attracting future talent from under-represented groups from schools, colleges, 

and universities. 

Our EDI Objectives 2020 - 2025 

The Equality, Diversity and Inclusion Objectives 2020 to 2025 are set out against 

elements of the Authority’s core values: Diversity; Service to the Community; 

Improvement, People: 

 Diversity - Our culture will engage and value diversity and difference, to 

enhance our service to the public 

 Service to the community - We will provide a more diverse range of services 

to better protect the communities we serve 

 Improvement - Our employment offer will be inclusive and embrace flexibility 

to support improved diversity representation across the Service 

 People - We aim to be an employer of choice, attracting, recruiting, retaining 

and developing staff from diverse backgrounds, to reflect the communities we 

serve 

 

14. Key area two - Employee Engagement 

Effective employee engagement seeks to gain everyone’s commitment to help 

create and maintain a thriving culture to achieve our vision and strategic 

objectives. 

The Service aims to establish and maintain an environment where the workforce 

has the information required to undertake roles effectively and efficiently, 

through appropriate communication channels. 
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The Service seeks to ensure effective working relationships with employees, 

trades unions and employee representatives. 

An employee engagement project has been initiated, and a working group 

established to help deliver the following objectives over the next five years: 

● Create a framework which, when embedded, can be utilised for all future 

employee culture engagement 

● Implement biennial Culture Surveys aligned with HMICFRS employee 

surveys, which provide consistency and data, enabling direct comparison 

and the ability to track progress on changes to culture and attitude to 

employee engagement 

● Compare analytical comparisons between employee surveys year on year, 

with a view to increasing response rates and seeing a positive impact on 

the organisational effectiveness profile 

● Identify and prioritise common themes and issues generated from 

feedback, and communicate these across the Service (with regard to 

identified key themes of the previous employee engagement 

opportunities) 

● Work with managers to develop plans to help identify methods for 

resolving issues, implement suggestions and good practice, and positively 

enhance employee culture and attitudes towards engagement 

● Enable employees to identify steps they can take, individually or as a 

team, to help address progress, or action any suggestions for 

improvement received during the engagement sessions 

● Compile and make available/accessible plans for progress, improvements, 

enhancements, developments etc. resulting from employee 

feedback/suggestion 

● Ensure updates and information are available on activity/action taking 

place so employees see the extent of work that has, is or will be 

undertaken as a result of their engagement to date 

● Provide an area of the Service’s website where employees and members 

of the public can view examples of positive work being undertaken that 

relates to feedback 

 

15. Key area three - Organisational Development and Resourcing 

Effective workforce planning is essential to achieving the Service’s goal of a 

diverse and representative workforce, which can deliver its priorities. In line with 

the commitment to adopt the principles of the National Fire Chiefs Council 

(NFCC) Staff Training and Development guidance, the Service continues to 
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utilise the National Firefighter Selection Tests together with the use of 

Development Centres to assist in identifying potential future leaders. 

To support this the Service will continue to develop selection processes that 

complement National Guidance and ensure employees, once selected are given 

the opportunities to develop competencies required within their role. The 

Service’s strategy for career development and succession planning will include: 

 Senior Management development, selection and identification 

 Developing and implementation of pan-organisational succession planning 

 Undertaking regular systematic and rigorous strategic workforce planning 

and review, horizon scanning for likely future external and internal 

challenges 

 Developing our recruitment strategy to support improved diversity 

representation across the Service 

 Establishing a programme for attraction, engagement and retention of 

high performing employees and new starters into the Service 

 Supporting the Armed Forces Covenant within our recruitment strategy, 

including; 

o Career Transition Partnership (CTP) on establishing a tailored 

employment pathway for veterans / service leavers 

o Supporting the employment of Armed Forces spouses and partners, 

and advertising job opportunities through armed forces friendly 

recruitment agencies and charities 

o Recognising relevant military qualifications in our 

recruitment/application processes 

 Constant evaluation of the apprenticeship models, for both operational 

and support employees 

 A revised performance and development process 

 Clear established processes that support employee development 

16. Key area four - Training, Learning and Development 

The training and education of employees will be fundamental in meeting the 

future challenges of the Fire and Rescue sector. This is why the Service is 

committed to providing high quality learning outcomes for all employees, in both 

operational and support roles. 

Workforce planning is a key element of succession planning in all areas, to 

ensure the Service has the right people with the right skills in place. 

For operational employees, this will mean training to meet the risks that are 

reasonably foreseeable for their roles, ensuring this training uses national best 

practice and standards.  
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For support service employees, this will be providing training in the skills needed 

now and in the future. 

All training, learning and development within the Service will be aligned to the 

principles as detailed within Service policy, the Fire and Rescue National 

Framework for England 2018, NFCC Leadership Framework and Core Learning 

Pathways. 

The quality of training, learning and development will be maintained by: 

 Robust quality assurance of training courses and development 

programmes 

 Developing training products that respond to, and meet new demands and 

challenges placed upon the Service 

 A blended learning approach using formal and informal interventions, 

using a range of delivery and assessment methods to support a variety of 

learning styles and work life balances 

 Making effective use of technology to train and maintain competence such 

as e-learning and command simulation 

 Effective performance management through use of the appraisal process 

aligned to organisational and individual objectives 

 Coaching and mentoring employees 

 Making efficient and effective use of local and regional training resources, 

aligned to national specifications and standards 

 

17. Key area five - Employee Health and Wellbeing 

The Service strives to ensure that all employees are provided with an 

environment and opportunities that encourage and enable them to lead healthy 

lives and make choices that support their wellbeing. It is essential for workplaces 

to become environments that support employees, striking a healthy work life 

balance, and where possible taking opportunities in supporting more flexible 

working arrangements. 

A programme of activities to deliver improved health and wellbeing awareness 

and processes for employees is being developed in line with the Blue Light 

Wellbeing Framework. The framework represents an up-to-date and ambitious 

standard for the Service to self-assess against, so that subsequent strategy and 

interventions are based on evidence of need, and also what is proven to improve 

outcomes.  

The Service’s Wellbeing Strategy sits under the People Strategy and underpins 

the work of the Wellbeing Group. The ethos behind the Wellbeing Strategy is 

'Start Well, Work Well, Age Well' encompassing the different stages that an 

employee will pass through, and the services available to support this lifecycle. 
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18. Consultation/publication/communication 

Development of this strategy is supported by engagement with:  

 People and Organisational Development Directorate 

 Joint Consultation Forum 

 Leadership Group 

 All employees 

Key stakeholders of the People Strategy Framework, including;  

 Equality Diversity and Inclusion Group 

 Employee Engagement Working Group 

 Head of Human Resources 

 Organisational Development Manager 

 Head of Operational Training and Assurance 

 Wellbeing Group 

Following approval by the Fire Authority, the People Strategy is published on the 

Service’s Intranet with a public facing version published on the external website. 

19. Impact Assessments 

A) The Equality impact table 

Assessment of impact table  

Does the activity have the potential to impact differently on individuals in 

different groups? To complete the table the likely impact. If an EIA action plan 

is necessary, this can be downloaded from the Intranet.  

Assessment of impact on groups in bold is a legal requirement. Assessment of 

impacts on groups in italics is not a legal requirement, however it will help to 

ensure that your activity does not have unintended consequences. 

 

Protected characteristic  

P
o
s
it
iv

e
  

N
e
g
a
ti
v
e
 

N
e
u
tr

a
l 
 If negative, why and how 

could this be lessened (use 

action plan if necessary)  

Individuals of different ages     

Disabled individuals      

Individuals transitioning 

from one gender to another 
    

Individuals who are married 

or in civil partnerships  
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Pregnant individuals and 

new parents  
    

Individuals of different race     

Individuals of different 

religions or beliefs 
    

Individuals gender identity     

Individuals sexual 

orientation   
    

Individuals living in different 

family circumstances 
    

Individuals in different social 

circumstances  
    

Different employee groups      

Other      

 

 

B) Data Protection Impact Assessment Screening Questions 

No personally identifiable information is contained within the overarching People 

Strategy 2020 - 2025. Data Protection Impact Assessments exist for each key 

area of the strategy, these will be revised and updated where required. 
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1 

ID 

no 
Section Feedback  Response to feedback  

  Initial consultation with key stakeholders 23 June – 22 July 2020 

 Published on intranet for wider feedback 22 July – 19 August 2020 

 Presented to Business Transformation Board 10 September 2020 

 Presented to Senior Management Board 22 September 2020 

 Presented to Joint Consultation Forum 8 October 2020 

 Presented to Fire Authority 14 October 2020 

1.  

Key area 

three -

Organisational 

Development 

and 

Resourcing 

There needs to be an acknowledgement that the 

development processes are different for support staff and 

operational staff i.e. lack of development centres for 

support staff. 

 

Noted - Development is available for all staff in a 

variety of formats, however it doesn’t necessarily 
mean that it will result in promotion as there may 

not be the roles immediately available, particularly 

for support staff. The organisation invests a lot of 

money in training its staff and support staff are 

invited to attend development centres as well as 

submit training requirements as part of the 

Training Needs Analysis process. The development 

centres for support staff provide an opportunity to 

be assessed on a range of skills and identify areas 

for development which would then form part of 

their personal development plan and their career 

discussion during their appraisal. 

Development for all staff needs to be individual 

driven, starting with the conversation on career 

aspirations and development needs with their line 

manager. 

2.  
Key area 

three - 

Organisational 

Development 

and 

Resourcing 

There also needs to be consistency in how we recruit 

people. I.e. people are told they must advertise internally 

and externally and others only internally.  

 

Noted - This is very much dependent on the role 

being advertised. Under normal circumstance roles 

will be advertised both internally and externally, 

however on occasion roles are advertised 

internally only when they form part of the 

organisation’s succession planning process. If 
there appears not to be internal staff with the 

39



Appendix 1 - Internal consultation feedback received in relation to People Strategy 2020-2025  
 issued for consultation between 22 July to 19 August 2020 

2 

ID 

no 
Section Feedback  Response to feedback  

required skills and experience to fulfil the role, 

then the role will be advertised internally and 

externally. The CFO pledged, where possible, 

opportunities will be given internally first. 

3.  

Key area four 

– Training, 

Learning and 

Development 

What does the training for support staff look like in the 

future? 
 

Noted - Training for all staff will continue to be 

role-focused and requests for training should be 

submitted via the annual appraisal process and to 

the Training Needs Analysis for the Training 

Strategy Group to review against the budget for 

the year. 

4.  

Key area four 

–Training, 

Learning and  

Development 

Are we looking to reinvigorate our own incident command 

training? 
 

Noted - All training, learning and development 

within the Service will be aligned to the principles 

as detailed within our own Policy, the Fire and 

Rescue National Framework for England 2018, 

NFCC Leadership Framework and Core Learning 

Pathways. The Service currently uses the Fire 

Service College (FSC) for all of its Incident 

Command acquisition training and maintenance. 

This is enhanced and quality assured in Service as 

detailed in the Training, Learning and 

Development Strategy. A review of our 

partnership with the FSC is due in 2022. 

5.  

Key area one - 

Equality 

Diversity and 

Inclusion 

Our operational workforce is currently underrepresented 

by women. (6% WT and 7% on-call) How can we engage 

with women to ensure they see the FRS as a viable career 

choice. How can we develop the females currently in the 

service and encourage them to go for career progression? 

There is now a big opportunity to focus on attracting and 

developing females into the job and to progress their 

careers over the next 10 years and we could capture this 

now with a stronger message. 

 

Action – The document has been updated to 

reflect the feedback. The Service is committed to 

increasing the representation of currently under-

represented groups at all levels. We are working 

with a range of partners to better understand how 

to reach under-represented groups. We have 

expanded the role, and refreshed the objectives, 

of the Equality, Diversity and Inclusion group to 

support us in these endeavours. We regularly 
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3 

ID 

no 
Section Feedback  Response to feedback  

review or recruitment activity and performance to 

ensure we continually improve in this area. 

6.  Key area one - 

Equality 

Diversity and 

Inclusion 

Is there going to be a focus on attracting and developing 

people with protected characteristics who are 

underrepresented in the service at all levels. 

 Action – Response as above. 

7.  

General 

The Strategy should be concise, focused, achievable, 

inclusive, and flexible and have scope to build upon into 

the future. 

 

Action – The strategy has been developed with 

achievable objectives and focus on five key areas. 

The strategy is intended to be flexible in order to 

address how we can most effectively respond to 

our current and future needs. Performance against 

the five areas will be regularly reviewed. 

8.  

General  

The strategy needs more visuals, such as infographics and 

pictures that draw the eye, and focus people to certain 

areas. 

 

Noted – The current draft has been developed as a 

written strategy. Following approval by the Fire 

Authority, the People Strategy will succeed the 

2016 – 2020 strategy and be published on the 

Service’s Intranet with an externally facing version 
published on the external website. Development of 

the external website continues and will 

complement the new strategy as it evolves. 

9.  

General 

Focus should remain centred around the five key areas, 

however these could be simplified or made easier to 

understand, more aligned to the wording of our values. 

Consider, Equality, Diversity and Inclusion, Employee 

Engagement, Organisational Development and 

Resourcing, Training Learning and Development, and 

Health and Wellbeing, this would line up with our core 

value statements. 

 
Action – This will be included in the revision of the 

strategy.  
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4 

ID 

no 
Section Feedback  Response to feedback  

10.  

Challenges 

How will the People Strategy consider the medium term 

impacts of Covid-19 on our staff. It seems likely that we 

will be living with the Coronavirus threat for some 

considerable time to come and it therefore also seems 

likely that it will lead to permanent changes to the 

structure of our economy, the provision of public services 

and the how people work within these. 

These changes will obviously present us with risks and 

threats but also potential opportunities. 

 

Action – The global Covid-19 pandemic is already 

affecting the way public services are delivered; 

and, the way in which our staff work. The Service 

is sensitive to the impacts this may have on staff 

and their families. Their safety, health and 

wellbeing remain our priority. The Service 

continue to follow Government guidance and 

announcements on new infection prevention and 

control measures. Employees are briefed regularly 

on the Service’s position for alternative working 
arrangements. 

As yet, the longer-term effects this will have on 

the Service are not fully understood, however are 

kept under regular review. The Service will 

continue to adapt in order to ensure the safety, 

wellbeing and productivity of our employees, as 

well as the safety and wellbeing of the public that 

we serve remains a priority. The document has 

been updated to reflect this information. 

11.  Key area one 

– Equality, 

Diversity and 

Inclusion 

The Service has just signed the national Armed Forces 

Covenant and promise to actively support the armed 

forces community, has this been included / showcased in 

the People Strategy revision. 

 
Action – The document has been updated with the 

addition of the national Armed Forces Covenant.  
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Buckinghamshire & Milton Keynes  
Fire Authority 
 

MEETING Fire Authority 

DATE OF MEETING 14 October 2020 

OFFICER Graham Britten, Director of Legal and Governance 

LEAD MEMBER Councillor Lesley Clarke OBE 

SUBJECT OF THE 

REPORT 

Fire and rescue authorities becoming statutory 

consultees in the development management 
process - Consultation by the Welsh Government 

EXECUTIVE SUMMARY The purpose of this report is to apprise the Authority 
of: 

a) a consultation launched by the Welsh 

Government on 28 July 2020 about its 
proposals to make the three Welsh fire and 

rescue authorities statutory consultees on 
planning applications relating to specified 
developments; 

b) the current position in England in respect of 
consultation and fire and rescue authorities; 

and 

c) proposals contained within the draft Building 

Safety Bill. 

The relevant legislation in respect of the consultation 
obligations on planning authorities, after an 

application has been submitted and before planning 
permission can be granted, is essentially the same 

currently in Wales as it is in England. 

The proposals, if implemented through changes to 
legislation1 in Wales, would mean that for certain 

types of development:  

1. developers would be required to consult fire and 

rescue authorities prior to submitting their 
application;   

2. local planning authorities and the Welsh 

Ministers would be required to consult fire and 
rescue authorities to inform their consideration 

and determination of the application; and 

3. the fire and rescue authority would need to 
respond where the local planning authority 

chooses to consult further on applications for 

                                                           
1 Changes would be made to the Town and Country Planning (Development Management 

Procedure) (Wales) Order 2012 (SI 2012/801) and the Developments of National Significance 

(Procedure) (Wales) Order 2016 (SI 2016/55). 

 

ITEM 8 Fire and rescue authorities becoming statutory consultees in the development 

management process – Consultation by the Welsh Government 
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approval, consent or agreement relating to a 
planning application on which they were initially 

consulted. 

The Welsh Government’s rationale for the proposals 

are summarised in its consultation document at §§ 3.2 
–3.4: 

“3.2 Firstly, it will allow FRAs [fire and rescue 
authorities] to comment on proposed developments 
which give rise to concern from a fire safety 

perspective. Such concerns could, for instance, relate 
to the siting of the development relative to other 

premises at known risk of fire; proximity to land which 
is known to be at risk of wildfire; or access for fire 
appliances and availability of water supplies once the 

development is complete. 

3.3 Secondly, and even if there are no such concerns, 

effective firefighting depends on FRAs having detailed 
knowledge of the premises in the areas they serve, 
and of their estimated risk of fire. That will help in 

establishing and maintaining the local capacity and 
capability to address those risks. Engagement at this 

stage will allow FRAs to update that knowledge, and to 
begin planning for any changes in operational 
capability which might be necessary in light of the 

development. 

3.4 The direct stimulus for change was the Grenfell 

Tower fire; and high-rise residential blocks will always 
present particular risks and challenges to the Fire and 
Rescue Services. However, similar considerations 

apply to other large-scale developments. A major new 
low-rise housing estate might, for instance, be some 

distance from the nearest current fire station, or may 
be built adjacent to land which is at known risk of 
wildfire. Our proposals are therefore not confined to 

proposals for development of high-rise buildings.” 

And at §§ 4.12 to 4.14: 

“4.12 […]We consider that FRAs should be consulted 
on all residential proposals where significant numbers 
of people are involved to ensure the design is 

appropriate and the resources available by the FRA 
are adequate to the fire risk presented by the new 

development. 

4.13 In respect of non-residential proposals we 

consider the FRAs should be given the opportunity to 
comment on all larger scale proposals to ensure the 
design and availability of fire-fighting capability is 

appropriate. 

4.14 All waste development proposals should be 

included for consultation with the FRAs. Waste site 
development can create a significant fire risk, often 
due to the large quantity of flammable materials (such 

as wood, plastic, cardboard and tyres) stored at these 
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sites. It is therefore important that the FRA is made 
aware of such developments at the earliest stage.”  

The consultation closes on 23 October 2020. 

ACTION Decision 

RECOMMENDATIONS It is recommended that: 

1. the content of Welsh Government Consultation 

Document (Annex A) be noted; and 

2. the Chief Fire Officer be authorised, after 

consultation with the Group Leaders and Vice 
Chairman, to submit the views of the Group Leaders 

about fire and rescue authorities becoming consultees 

in the development management process to: 

a) the Minister of State for Building Safety, 

Fire and Communities; and 

b) the LGA Fire Services Management 
Committee. 

RISK MANAGEMENT  No risks arise to the delivery of the Authority’s 
functions from the recommendations.  

FINANCIAL 
IMPLICATIONS 

There is no direct financial impact from responding to 
the consultation.  However, changes to legislation in 

England of the type contemplated in Wales would 
require the necessary levels of staffing and 

competency within the FRA to enable it to comply with 
a duty to provide a “substantive response” to the 
relevant planning authority. 

LEGAL IMPLICATIONS In England and Wales most building work, and certain 
changes of use involving buildings, are subject to the 

Building Regulations 2010. If a building’s intended 
purpose is that it is to be used other than a single 

dwelling it will also be subject to the Regulatory 
Reform (Fire Safety) Order 2005 once the work is 
completed and the building is occupied.  

Building control bodies (local councils’ building control 
departments and Approved Inspectors) are 

responsible for checking for compliance with the 
requirements of the Building Regulations. The 

Regulations are concerned with building work and with 
material changes of use (which may give rise to 
requirements for building work) and the requirements 

for fire safety will apply to most buildings. Fire safety 
requirements are set out in Part B of Schedule 1 to the 

Building Regulations. These cover means of escape, 
means of early warning, fire spread, and access and 
facilities for the fire and rescue service. Ways of 

meeting the requirements are given in statutory 
guidance issued in England and separately in Wales as 

‘Approved Document B (Fire safety)’. 

At present, FRAs are consulted on applications for 
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Building Regulations approval when required under 
Approved Document B.  

In a building to which of the Regulatory Reform (Fire 
Safety) Order 2005 applies, Article 45 of that Order 

provides for consultation between a local authority and 
the FRA if plans have been deposited with the local 

authority in accordance with the Building Regulations 
2010. In these circumstances the local authority must 
consult with the FRA. Regulation 13 of the Building 

(Approved Inspectors etc) Regulations 2000 (SI 
2000/2532) makes similar provision for consultation 

by Approved Inspectors. 

However, FRAs are not prescribed bodies to be 
consulted about applications for planning permission. 

Consultation by planning authorities prior to 
planning permission 

Articles 18 to 20, and Schedule 4, of the Town and 
Country Planning (Development Management 
Procedure (England) Order 2015 impose detailed 

requirements to consult specified authorities and 
bodies in respect of particular descriptions of 

development2. (The table from Schedule 4 listing the 
current consultees in England is reproduced in Annex 
B) The Secretary of State may also give directions 

requiring consultation with a named person or body.  

A period of 21 days must be allowed for a response 

from a statutory consultee although the authority may 
proceed earlier if it receives representations or notice 
that the consultee does not intend to make 

representations. The authority must take any 
representations received into account. 

Local planning authorities have a discretion to consult 
‘non statutory consultees’, ‘where there are planning 
policy reasons to engage other consultees who – 

whilst not designated in law – are likely to have an 
interest in a proposed development.’  

( National Planning Policy and Guidance, Published 6 
March 2014 Last updated 13 May 2020 )  This 
Guidance to English planning authorities also states as 

follows: 

“To help applicants develop their proposals, local 

planning authorities are encouraged to produce and 
publish a locally specific list of non-statutory 

consultees. […] 

Local planning authorities need to identify the 
particular types of development or areas in which non-

                                                           
2 In addition, in areas of two-tier authorities consultation by a district planning authority with 

the county planning authority for its area is required under circumstances set out under 

Paragraph 7 of Schedule 1 to the Town and Country Planning Act 1990, Article 21 

Development Management Procedure Order and Schedule 4(b)(c) Development Management 

Procedure Order 
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statutory consultees have an interest, so that any 
consultation can be directed appropriately, and 

unnecessary consultation avoided. 

To ensure consultations are received promptly it is 

helpful for applicants and local planning authorities to 
agree the most cost and time effective system of 

notification on individual applications.” 

A consultee may recommend that a planning 
application be refused but cannot in most cases direct 

that this happens3. 

Consultation by developers pre-application 

In England there is no general statutory requirement 
for developers to undertake consultation before 
submitting a planning application. Of the few 

exceptions, one is if the application is for development 
which is a nationally significant infrastructure project 

(NSIP). Applicants seeking NSIP consent are subject 
to pre-application publicity and consultation 
requirements. The statutory consultees are the 

prescribed persons listed in Schedule 1 to the 
Infrastructure Planning (Applications: Prescribed 

Forms and Procedure) Regulations 2009/2264 . FRAs 
are statutory consultees in England only where these 
regulations apply. 

CONSISTENCY  WITH 
THE PRINCIPLES OF 

THE DUTY TO  
COLLABORATE  

The Policing and Crime Act 2017 requires the 
Authority to keep opportunities for collaboration with 

the police and ambulance services under review. It is 
not engaged by the consultation under consideration. 

HEALTH AND SAFETY  None arising from the recommendations. 

EQUALITY AND 

DIVERSITY 

No implications arising from the recommendations. 

USE OF RESOURCES 

 

The formulation of any response to the consultation 

can be accommodated within existing resources. 
However, changes to legislation in England of the type 

contemplated in Wales would require the necessary 
levels of staffing and competency within the FRA to 
enable it to comply with a duty to provide a 

“substantive response” to the relevant planning 
authority  (as defined – i.e. a response which (a) 

states that the consultee has no comment to make; 

                                                           
3 ‘Town and Country Planning (Development Affecting Trunk Roads) Direction 2018 is that if 

Highways England, having been consulted on a planning application under Schedule 4 of the 

Development Management Order 2015, makes a recommendation which the local planning 

authority does not intend to follow, the local planning authority must consult the Secretary of 

State and must determine the application in accordance with any Direction given within 21 

days by the Secretary of State. In addition, article 6 of the Town and Country Planning (Mayor 

of London) Order 2008 sets out a power for the Mayor of London to direct refusal of a planning 

application in certain instances. Several combined authorities also have similar powers’. 
[Paragraph: 027 National Planning Policy and Guidance, Planning Practice Guidance 

:Consultation and pre-decision matters] 
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(b) states that, on the basis of the information 
available, the consultee is content with the 

development proposed;(c) refers the consultor to 
current standing advice by the consultee on the 

subject of the consultation; or (d)  provides advice to 
the consultor.)  

The substantive response would need to include 
reasons for the consultee’s views so that where these 
views have informed a subsequent decision made by a 

local planning authority the decision is transparent. A 
holding reply would not be acceptable as a substantive 

response. Statutory consultees who are under a duty 
to provide a substantive response must provide an 
annual report on their performance in providing such 

responses within the 21-day period or longer agreed 
period, and a summary of the reasons why they failed 

to comply with the duty to respond within the relevant 
timescale. 

These annual reports would need to be sent to the 

Ministry of Housing, Communities and Local 
Government each year; and published on the FRA’s 
website. 

PROVENANCE SECTION 

& 

BACKGROUND PAPERS 

Welsh Government Consultation Document Fire and 

Rescue Authorities becoming statutory consultees in 
the development management process 

The Welsh consultation proposals are separate from 

those proposed for England under the Building Safety 
Bill. 

On 20 July 2020 the Government published the draft 
Building Safety Bill. 

The stated intention of the Bill is to create a more 

stringent regulatory regime for ‘higher-risk’4 
residential buildings and is part of the Government’s 
response to the  Independent Review of Building 
Regulations and Fire Safety, led by Dame Judith 
Hackitt. Dame Judith’s final report, Building a Safer 

Future , was published on 17 May 2018. 

The Bill introduces a ‘Building Safety Regulator’ as a 

new role to be undertaken by the Health and Safety 
Executive and its functions in relation to buildings in 
England; and, inter alia, would amend the Building Act 

1984 to create a new ‘Gateway’ regime. 

                                                           
4 Left to be defined by secondary legislation. The Government has signalled its intention that it 

proposes to define a ‘higher-risk building’ as: A building 1) in which the floor surface of the 

building’s top storey is 18 metres or more above ground level (ignoring any storey which is a 

roof-top plant and machinery area or any storey consisting exclusively of plant and machinery 

rooms); or in which there are more than 6 storeys (ignoring any storey which is below 

ground level); and 2) contains: a) Two or more dwellings (i.e. house, flat or serviced 

apartment); b) Two or more rooms for residential purposes (e.g. supported accommodation), 

or c) Student accommodation. 
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Building Safety Regulator (England only) 

Clause 13 of the Bill enables the Building Safety 

Regulator to call on assistance from local authorities 
and FRAs when regulating higher-risk buildings. Its 

intention is that local authorities and FRAs have the 
legal power to provide assistance requested by the 

Building Safety Regulator.  

Clause 13 also enables the Building Safety Regulator 
to direct a local authority or FRA to provide support 

requested under clause 13, subject to the following 
provisos: 

• Before making a direction, the Building 
Safety Regulator must first make a formal, 
written request to the local authority or FRA 

setting out the reason why the assistance is 
being requested. The local authority or FRA 

must be given the opportunity to give reasons 
why it should not be required to provide the 
assistance. 

• If the local authority or FRA does not 
undertake the requested activity, the Building 

Safety Regulator may direct the relevant 
authority to do so. However, the Building 
Safety Regulator must have considered any 

reasons provided by the authority for not 
undertaking the activity; still consider it 

expedient for the authority to undertake the 
activity; and have secured the consent of the 
Secretary of State for the direction. 

Clause 14 makes further provisions in relation to the 
assistance to be provided by local authorities and 

FRAs. Including: 

 funding to be provided for the activity requested 
from local authorities and FRAs, and any activity 

necessary to support this, both through grants 
from the Secretary of State and enabling 

regulations to be made setting out how the 
Building Safety Regulator would reimburse local 
authorities and FRAs; and 

 a duty on FRAs and local authorities to only use 
staff with the ‘appropriate skills, knowledge, 

experience and behaviours’ when supporting 
the Building Safety Regulator. 

The Gateway Process for ‘higher risk buildings’5 
(England only) 

The Bill intends to introduce a Gateway process by 

inserting amendments into Schedule 1 of the Building 
Act 1984. The details of the Gateway regime will be 

left to secondary legislation however the first Gateway 

                                                           
5 See note 4 above 
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is the ‘Planning Gateway’  

This Gateway’s requirements would be fulfilled by 

those applying for planning permission for 
developments containing a ‘higher-risk building’. 

Information will need to be submitted to the Local 
Planning Authority with the planning application 

information that demonstrates fire safety 
requirements which impact on planning considerations 
have been considered at an early stage and 

incorporated into the proposals. 

This information will take the form of a Fire 

Statement. 

A new statutory consultee, in the form of the Building 
Safety Regulator, will be introduced for all planning 

applications containing a higher-risk building, this will 
provide specialist fire safety input on the proposals to 

assist the Local Planning Authority in their decision-
making process. (Note that the Regulator will be able 
to call upon an FRA for assistance - per clauses 13 and 

14 of the Bill, above) 

However, where a planning application is not currently 

required (i.e. it has been permitted by the General 
Permitted Development Order 2015), the 
requirements of the Planning Gateway will not apply, 

and development proposals will proceed straight to 
Gateway two. 

The Bill proposes that Gateway two occurs prior to 
construction work beginning. It is intended to bolster 
the current building control ‘deposit of full plans’. 

Gateway two is intended to provide a ‘hard stop’ 
where construction cannot begin until the Building 

Safety Regulator is satisfied that the building’s design 
meets the functional requirements of the building 
regulations and does not contain any unrealistic safety 

management expectations. 

Key information will need to have been submitted to 

the Building Safety Regulator to demonstrate how the 
building, once built, will comply with the requirements 
of building regulations. Design decisions in relation to 

fire and structural safety will have to have been well 
considered and justified, to ensure they will work 

effectively during occupation.  

APPENDICES Annex A: Welsh Government Consultation Document 

Fire and Rescue Authorities becoming statutory 
consultees in the development management process 

Date of issue: 28 July 2020.  

Annex B: Schedule 4 of the Town and Country 
Planning (Development Management Procedure 

(England) Order 2015 
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TIME REQUIRED  15 Minutes 

REPORT ORIGINATOR 
AND CONTACT 

Graham Britten 

gbritten@bucksfire.gov.uk  

01296 744441 
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Overview This consultation contains proposals to amend the 
Town and Country Planning (Development 
Management Procedure) (Wales) Order 2012 (as 
amended) and the Developments of National 
Significance (Procedure) (Wales) Order 2016 
(“DNSPO”) to include as statutory consultees, the Fire 
and Rescue Authorities in Wales.   

How to respond The consultation includes a set of specific questions to 
which the Welsh Government would welcome your 
response. 
 
Responses are welcome in either English or Welsh 
and should be sent by email or post to arrive no later 
than 23/10/2020. 
 
You can reply in any of the following ways. 
 
Online:  
 
Please complete the online consultation response 
form on the following link: gov.wales/consultations     
 
Email:  
 
Please complete the consultation response form at the 
end of this document and email to  
planconsultations-f@gov.wales 
 
(please include ‘Planning Statutory Consultees – Fire 
and Rescue Authorities’ in the subject line) 
 
Post: 
 
Please complete the consultation response form at the 
end of this document and post to: 
 
Planning Statutory Consultees – Fire and Rescue 
Authorities  
Planning Directorate 
Welsh Government 
Cathays Park 
Cardiff 
CF10 3NQ 
 
 

Further information 
and related 
documents 
 
 

Large print, Braille and alternative language 
versions of this document are available on 
request. 
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Contact details For further information: 
 
Email: planconsultations-f@gov.wales 
 
Tel: Amy Ravitz-Williams on 0300 025 5733  

Also available in 
Welsh at: 

https://llyw.cymru/ymgyngoriadau 
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General Data Protection Regulation (GDPR) 

The Welsh Government will be data controller for any personal data you provide as part of 
your response to the consultation. Welsh Ministers have statutory powers they will rely on to 
process this personal data which will enable them to make informed decisions about how 
they exercise their public functions. Any response you send us will be seen in full by Welsh 
Government staff dealing with the issues which this consultation is about or planning future 
consultations. Where the Welsh Government undertakes further analysis of consultation 
responses then this work may be commissioned to be carried out by an accredited third party 
(e.g. a research organisation or a consultancy company). Any such work will only be 
undertaken under contract. Welsh Government’s standard terms and conditions for such 
contracts set out strict requirements for the processing and safekeeping of personal data. 

In order to show that the consultation was carried out properly, the Welsh Government 
intends to publish a summary of the responses to this document. We may also publish 
responses in full. Normally, the name and address (or part of the address) of the person or 
organisation who sent the response are published with the response. If you do not want your 
name or address published, please tell us this in writing when you send your response. We 
will then redact them before publishing. 

You should also be aware of our responsibilities under Freedom of Information legislation. 

If your details are published as part of the consultation response then these published reports 
will be retained indefinitely. Any of your data held otherwise by Welsh Government will be 
kept for no more than three years. 

 

Your rights 

Under the data protection legislation, you have the right: 

• to be informed of the personal data held about you and to access it 

• to require us to rectify inaccuracies in that data 

• to (in certain circumstances) object to or restrict processing 

• for (in certain circumstances) your data to be ‘erased’ 
• to (in certain circumstances) data portability 

• to lodge a complaint with the Information Commissioner’s Office (ICO) who is our 
independent regulator for data protection. 

 
 
For further details about the 
information the Welsh Government 
holds and its use, or if you want to 
exercise your rights under the GDPR, 
please see contact details below: 
Data Protection Officer: 
Welsh Government 
Cathays Park 
CARDIFF 
CF10 3NQ 
 
e-mail: 
Data.ProtectionOfficer@gov.wales 

The contact details for the Information 
Commissioner’s Office are:  
Wycliffe House 
Water Lane 
Wilmslow 
Cheshire 
SK9 5AF 
 
Tel: 01625 545 745 or  
0303 123 1113 
Website: https://ico.org.uk/ 
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1.  Purpose of this consultation  
 
1.1 The Grenfell Tower tragedy of June 2017 has widespread and profound 

implications for the safety of residential buildings and how Fire and Rescue 
Services respond to fires in them.  Following the fire, the Welsh Government 
convened a Building Safety Expert Group, which included developers, architects, 
landlords, building inspectors and Fire Service representatives.  In its report of 
April 2019, the Group set out a number of recommendations on how Welsh 
policies and practices should change in light of the Grenfell fire. 
 

1.2 Among its recommendations was that the Fire and Rescue Services should be 
more closely involved in the planning, design and construction of high-rise 
residential buildings.  Involving the Fire and Rescue Services at an early stage 
would allow them to comment on changes in local fire risk and any aspects of 
proposed developments which gave rise to fire safety concerns. The 
recommendations included legislating for changes to both the planning and 
building control process, to make the Fire and Rescue Services statutory 
consultees in the planning approval process and enhancing their role in the 
building control approval process for high-rise residential buildings.  The Minister 
for Housing and Local Government accepted these recommendations in May 
2019, subject to further consultation. 
 

1.3 At present, Fire and Rescue Authorities (“FRAs”) must be consulted on 
applications for Building Regulations approval.  However, they are not required to 
be specifically consulted on applications for planning permission.   
 

1.4 This consultation proposes to change that, to make FRAs statutory consultees on 
planning applications relating to specified developments. In this document where 
we refer to “Fire and Rescue Services” we mean the service provided by the 
FRA. 

 
 

2.  The current position  
 

Fire and Rescue Authorities 
 

2.1 There are three FRAs in Wales, covering North Wales, Mid and West Wales, and 
South Wales.  Each is responsible under the Fire and Rescue Services Act 2004 
for promoting fire safety, and for responding to fires, road accidents, floods and 
certain other emergencies.  FRAs also have responsibility for regulating and 
enforcing fire safety in non-domestic premises, including the common areas of 
blocks of flats under the Regulatory Reform (Fire Safety) Order 2005.  

 
Statutory consultees at development management stage 
 

2.2 The Town and Country Planning (Development Management Procedure) (Wales) 
Order 2012 (“DMPWO”) and the Developments of National Significance 
(Procedure) (Wales) Order 2016 (“DNSPO”) (referred to collectively as “the 
Procedure Orders”) place a requirement on key public bodies to be consulted at 
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both the pre-application1 and post-application2 consultation stages of the 
planning application process.  
 

2.3 At the pre-application consultation stage, developers must consult those bodies 
listed3 in the Procedure Orders on development proposals that constitute major 
development or development of national significance and fall within the 
description listed. This is to ensure developers obtain representations of key 
bodies on specialist technical issues, or in relation to particular assets, to inform 
the design process of the development and the planning application.  
 

2.4 Where a planning application is to be determined by the Local Planning Authority 
(“LPA”) or the Welsh Ministers, the Procedure Orders require them to consult 
those bodies listed where the proposed development falls within a set 
description. The purpose of this post-application consultation stage is to ensure 
LPAs and the Welsh Ministers obtain representations of key bodies on specialist 
technical issues, or in relation to particular assets, where an authority may have 
limited expertise or knowledge. The specialist knowledge obtained through the 
representations received will assist LPAs in their determination of certain 
planning applications. 
 

2.5 There is also a duty on those listed bodies to respond where the LPA chooses to 
consult further on applications for approval, consent or agreement relating to a 
planning application on which they were initially consulted4. Given the nature of 
these types of applications, the legislation places a discretion and not a 
requirement on LPAs to consult these bodies on such applications.    

 
2.6 The statutory consultees set out in the Procedure Orders cover a wide range of 

public bodies and include:  
 

• Other LPAs  
• Community or Town Councils  
• The Health and Safety Executive  
• The Office for Nuclear Regulation  
• The Welsh Ministers  
• Railway Network Operators  
• The Local Highway Authorities  
• Road Concessionaires  
• The Coal Authority  
• Natural Resources Wales  
• The Theatres Trust  

                                                        
1 Section 61Z of the Town and Country Planning Act 1990, as amended, and Articles 2B and 2D of the 
Town and Country Planning (Development Management Procedure) (Wales) Order 2012, as amended, 
and Articles 7 and 9 of the Developments of National Significance (Procedure) (Wales) Order 2016.   
2 Articles 14, 15 and 15ZA of the Town and Country Planning (Development Management Procedure) 
(Wales) Order 2012, as amended, and Articles 22, 23 and 24 of the Developments of National 
Significance (Procedure) (Wales) Order 2016. 
3 Schedule 4 of the Town and Country Planning (Development Management Procedure) (Wales) Order 
2012, as amended, and Schedule 5 of the Developments of National Significance (Procedure) (Wales) 
Order 2016.   
4 Section 100A of the Town and Country Planning Act 1990, as amended and Article 15E of the Town 
and Country Planning (Development Management Procedure) (Wales) Order 2012, as amended. 
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• Sport Wales; and  
• The Canal and Rivers Trust 

 
 

3.  Why are we proposing change?  
 
3.1 We are aware that several LPAs already consult FRAs on planning applications 

on a voluntary and non-statutory basis.  We are proposing to formalise that 
process, for two reasons. 

 
3.2 Firstly, it will allow FRAs to comment on proposed developments which give rise 

to concern from a fire safety perspective.  Such concerns could, for instance, 
relate to the siting of the development relative to other premises at known risk of 
fire; proximity to land which is known to be at risk of wildfire; or access for fire 
appliances and availability of water supplies once the development is complete.   

 
3.3 Secondly, and even if there are no such concerns, effective firefighting depends 

on FRAs having detailed knowledge of the premises in the areas they serve, and 
of their estimated risk of fire. That will help in establishing and maintaining the 
local capacity and capability to address those risks.  Engagement at this stage 
will allow FRAs to update that knowledge, and to begin planning for any changes 
in operational capability which might be necessary in light of the development.   

 
3.4 The direct stimulus for change was the Grenfell Tower fire; and high-rise 

residential blocks will always present particular risks and challenges to the Fire 
and Rescue Services.  However, similar considerations apply to other large-scale 
developments.  A major new low-rise housing estate might, for instance, be some 
distance from the nearest current fire station, or may be built adjacent to land 
which is at known risk of wildfire.  Our proposals are therefore not confined to 
proposals for development of high-rise buildings.   

 
 

4.  What are the main changes we are proposing?  
 
4.1 We are proposing to make FRAs a statutory consultee on planning applications 

for certain types of development (as proposed in paragraphs 4.12 – 4.16 below) 
at both the pre-application and post-application consultation stages of the 
process. It would not only apply to applications submitted to the LPA but also to 
applications for Developments of National Significance for determination by the 
Welsh Ministers5. This will mean that for certain types of development, 
developers will be required to consult the FRAs prior to submitting their 
application and require LPAs and the Welsh Ministers to consult them to inform 
their consideration and determination of the application. 
  

4.2 As is the case with existing statutory consultees, it is also proposed that the 
FRAs will be required to respond where the LPA chooses to consult further on 
applications for approval, consent or agreement relating to a planning application 
on which it was initially consulted. This would include: 

                                                        
5 Section 62D of the Town and Country Planning Act 1990, as amended.   
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- applications for approval of reserved matters made under section 92 of the 
TCPA 1990; 

- applications for non-material changes to planning permission made under 
section 96A of the TCPA 1990; 

- applications for any other consent, agreement or approval required by any 
condition or limitation subject to which planning permission has been granted 
e.g. applications to discharge planning conditions. 

 
Principle and duties of becoming a statutory consultee 
 

4.3 We are interested in hearing your views about the principle of whether FRAs 
should be a statutory consultee in light of the potential burden this creates for 
them. We wish to avoid FRAs being overwhelmed by consultation requests, 
thereby slowing down the determination of planning applications through slow 
responses or unnecessarily diverting FRA staff resources away from front line 
tasks. 
 

4.4 As with exiting statutory consultees, the FRA will have to comply with certain 
legal duties: 

 
Duty to provide a ‘substantive response’ 

 
4.5 All statutory consultees are required to provide a ‘substantive response’ to 

consultation requests from developers at the pre-application consultation stage 
and to LPAs and the Welsh Ministers at the post application consultation stages 
of the planning application process. They also need to do so where the LPA 
chooses to consult further on applications for approval, consent or agreement 
relating to a planning application on which the statutory consultee was initially 
consulted. 

 
4.6 In line with the requirements in the Procedure Orders, a ‘substantive response’ to 

be required by the FRAs would be one which: 
- confirms that they have no comment to make; 
- confirms that they have no objection to the proposed development and 

refers the person consulting to the FRA’s current standing advice on the 
subject of consultation; 

- advises the person consulting of any concerns and how they can be 
addressed; or 

- advises the person consulting that they object and sets out the reason for 
the objection.  
 

4.7 However, at the post application consultation stage the ‘substantive response’ set 
out above may need to differ depending on whether the development proposal 
was subject to pre-application consultation requirements with the FRAs.   
  

4.8 Where pre-application consultation has taken place and the FRA has given a 
response at that stage, a ‘substantive response’ to be provided in line with the 
Procedure Orders would be one which: 
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- confirms that the FRA has no further comment to make in respect of the 
proposed development and confirms that any comments provided at the pre-
application consultation stage remain relevant; 

- advises of any new concerns identified in relation to the proposed 
development, why the concerns were not identified in the response provided 
at the pre-application consultation stage and: 

(i) how the concerns can be addressed by the applicant; or  
(ii) that objections to the proposed development remain and the 

reasons for them. 
  

Duty to provide a substantive response within a specified timeframe 
 

4.9 In line with the requirements in the Procedure Orders for existing statutory 
consultees, we propose that: 
- responses from the FRAs to developers in relation to the pre-application 

consultation stage are to be provided within a 28 day period (42 days in the 
case of DNS planning applications);  

- responses from FRAs to LPAs and the Welsh Ministers at the post 
application consultation stage and where consulted on applications for 
approval, consent or agreement relating to a planning application, they are to 
be submitted within a 21 day period, or 30 days in the case of EIA 
development; and 

- either period may be extended by agreement with the applicant in relation to 
pre-application consultation or the LPA or Welsh Ministers in relation to 
consultation on an application. 

 
Duty to provide an annual performance report to the Welsh Ministers 
 

4.10 We also propose that in line with requirements for other statutory consultees, 
FRAs will also be required to prepare an annual report on their performance to be 
submitted to the Welsh Ministers. This will need to cover compliance with their 
legal duty at both consultation stages of the planning application process and in 
responding to consultation requests by LPAs and the Welsh Ministers on 
applications for approval, consent or agreement relating to a planning application.  
 

4.11 As required by the Procedure Orders6, the report will need to include for the 
reporting period the number of occasions when a ‘substantive response’ was 
required, the number provided and the time taken to provide the response in 
relation to the timeframes set out above. The reporting period will cover 12 
months, beginning on 1 April in each year, with the report submitted to the Welsh 
Ministers by 1 July for the proceeding reporting period.  
 

Q1 

Do you agree with our proposal to amend the Town and Country Planning 
(Development Management Procedure) (Wales) Order 2012 and the 
Developments of National Significance (Procedure) (Wales) Order 2016 to 
make Fire and Rescue Authorities statutory consultees? If not, why not? 

 

                                                        
6 Article 15F of the Town and Country Planning (Development Management Procedure) (Wales) Order 
2012, as amended, and Article 24 of the Developments of National Significance (Procedure) (Wales) 
Order 2016. 
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Type of development subject to consultation 
 

4.12 We explained in paragraph 3.4 that we are proposing consultation not just in 
relation to high-rise residential premises in respect to which the Building Safety 
Expert Group focussed on.  We consider that FRAs should be consulted on all 
residential proposals where significant numbers of people are involved to ensure 
the design is appropriate and the resources available by the FRA are adequate to 
the fire risk presented by the new development.   
 

4.13 In respect of non-residential proposals we consider the FRAs should be given the 
opportunity to comment on all larger scale proposals to ensure the design and 
availability of fire-fighting capability is appropriate.  
 

4.14 All waste development proposals should be included for consultation with the 
FRAs. Waste site development can create a significant fire risk, often due to the 
large quantity of flammable materials (such as wood, plastic, cardboard and 
tyres) stored at these sites.  It is therefore important that the FRA is made aware 
of such developments at the earliest stage. 
 

4.15 The type of development that LPAs, the Welsh Ministers and developers must 
notify to statutory consultees greatly affects the volume of consultations. Our 
ongoing discussions with FRAs highlighted this as a concern to them.  We wish 
to avoid FRAs being overwhelmed with unnecessary consultations. We therefore 
propose that the developments in relation to which the relevant FRA should be 
consulted involve any one or more of the following— 

(a) waste development;  
(b) the provision of residential units where 

(i) the number of residential units to be provided (including as a 
result of a change of use) is 10 or more; or  
(ii) the development is to be carried out on a site having an area of 
0.5 hectares or more and it is not known whether the development 
falls within sub-paragraph (b)(i)7;  

(c) the provision of a building or buildings where the floor space to be 
created by the development is 1,000 square metres or more; or  
(d) development carried out on a site having an area of 1 hectare or more. 
 

4.16 These descriptions of development are similar to paragraphs (b) to (e) of 
the definition of “major development” in Article 2 of the DMPWO. We consider 
that 10 dwellings was an appropriate threshold where the concerns of FRAs 
about design and resource availability became significant.  We have extended 
this to flats and HMOs so a similar number of households at risk are subject to 
consultation. Therefore, in light of our discussions, when we say “residential 
units” in paragraph 4.15 (b) above we propose to capture:  

(a) a dwellinghouse; 
(b) a flat within a building; 
(c) a bedroom in a house or flat in multiple occupation 
(d) a bedroom in other residential accommodation, for example for 

students and the elderly. 

                                                        
7 Subparagraph (b) shall not apply in relation to a DNS planning application as housing is not specifically 
prescribed as DNS.   
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Q2 
Do you agree that the type of development proposed to be notified to Fire and 
Rescue Authorities is appropriate, and if not how should it change? 

 

Q3 
Should the number of bedrooms where premises are in multiple occupation be 
used as a trigger for a consultation requirement? If not, why not? 

 

Q4 
What impact do you think the proposed changes may have on resources within 
Local Planning Authorities? 

 

Q5 
What impact do you think the proposed changes may have on resources within 
Fire and Rescue Authorities? 

 

Q6 

We would like to know your views on the effects that the proposals would have 
on the Welsh language, specifically on opportunities for people to use Welsh 
and on treating the Welsh language no less favourably than English. 
What effects do you think there would be? How could positive effects be 
increased, or negative effects be mitigated? 

 

Q7 

Please also explain how you believe the proposals could be formulated or 
changed so as to have positive effects or increased positive effects on 
opportunities for people to use the Welsh language and on treating the Welsh 
language no less favourably than the English language, and no adverse effects 
on opportunities for people to use the Welsh language and on treating the 
Welsh language no less favourably than the English language. 

 

Q8 
We have asked a number of specific questions. If you have any related issues 
which we have not specifically addressed, please report them. 
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Table of Statutory Consultees: Schedule 4 of the Town and Country 

Planning (Development Management Procedure (England) Order 2015 
 

Description of Development Consultee 

(a) Development likely to affect land in 

a National Park 

The National Park authority 

concerned 

(b) Development likely to affect land in 

Greater London or in a metropolitan 

county other than land in a National 

Park 

The local planning authority 

concerned 

(c) Development likely to affect land in 

a non-metropolitan county other 

than land in a National Park 

The district planning authority 

concerned or, where there is no 

district planning authority in 

relation to the land, the county 

planning authority concerned 

(d) Development, in relation to which 

an application for planning 

permission has been made to the 

Secretary of State under section 

293A of the 1990 Act (urgent 

Crown Development: application), 

where that development is likely to 

affect land in the area of a parish 

council[ or a neighbourhood area 

for which a neighbourhood forum 

has been designated]  

The parish council [ or the 

neighbourhood forum (as the 

case may be)]  

(e) Development within an area which 

has been notified to the local 

planning authority by the Health 

and Safety Executive for the 

purpose of this provision because of 

the presence within the vicinity of 

toxic, highly reactive, explosive or 

inflammable substances (otherwise 

than on a relevant nuclear site) and 

which involves the provision of— 

(i) residential accommodation; 

(ii) more than 250 square metres of 

retail floor space; 

(iii) more than 500 square metres 

of office floor space; or 

The Health and Safety Executive 
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(iv) more than 750 square metres 

of floor space to be used for an 

industrial process, 

or which is otherwise likely to result 

in a material increase in the 

number of persons working within 

or visiting the notified area 

(f) Development within an area which 

has been notified to the local 

planning authority by the Office for 

Nuclear Regulation for the purpose 

of this provision because of the 

presence within the vicinity of toxic, 

highly reactive, explosive or 

inflammable substances on a 

relevant nuclear site and which 

involves the provision of— 

(i) residential accommodation; 

(ii) more than 250 square metres of 

retail floor space; or 

(iii) more than 500 square metres 

of office floor space; or 

(iv) more than 750 square metres 

of floor space to be used for an 

industrial process. 

or which is otherwise likely to result 

in a material increase in the 

number of persons working within 

or visiting the notified area. 

The Office for Nuclear Regulation 

(g) Development other than minor 

development, likely to result in an 

adverse impact on the safety of, or 

queuing, on a trunk road 

The highway authority for the 

trunk road 

(h) Development likely to prejudice the 

improvement or construction of a 

trunk road 

The highway authority for the 

trunk road 

(i) Development which consists of or 

includes the construction, formation 

or laying out of access to or from a 

trunk road 

The highway authority for the 

trunk road 
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(j) Development which is likely to 

result in a material increase in the 

volume or a material change in the 

character of traffic using a level 

crossing over a railway 

The operator of the network 

which includes or consists of the 

railway in question, and the 

Secretary of State for Transport 

(k) Development likely to result in a 

material increase in the volume or 

a material change in the character 

of traffic entering or leaving a 

classified road or proposed highway 

The local highway authority 

concerned 

(l) Development likely to prejudice the 

improvement or construction of a 

classified road or proposed highway 

The local highway authority 

concerned 

(m) Development involving— 
 

 
(i) the formation, laying out or 

alteration of any means of access 

to a highway (other than a trunk 

road); or 

The local highway authority 

concerned 

 
(ii) the construction of a highway or 

private means of access to 

premises affording access to a road 

in relation to which a toll order is in 

force 

The local highway authority 

concerned, and in the case of a 

road subject to a concession, the 

concessionaire 

(n) Development which consists of or 

includes the laying out or 

construction of a new street 

The local highway authority 

(o) Development which involves the 

provision of a building or pipeline in 

an area of coal working notified by 

the Coal Authority to the local 

planning authority 

The Coal Authority 

(P) Development involving or including 

mining operations 

The Environment Agency 

(q) Development of land involving the 

demolition, in whole or in part, or 

the material alteration of a listed 

building which is classified as Grade 

I or Grade II* 

Historic England 

(r) Development likely to affect the 

site of a scheduled monument 

Historic England 
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(s) Development likely to affect any 

battlefield, garden or park of 

special historic interest which is 

registered in accordance 

with section 8C of the Historic 

Buildings and Ancient Monuments 

Act 1953 (register of gardens)  

(a) Historic England in relation to 

any battlefield, and any garden 

or park which is classified as 

Grade I or Grade II*; and 

(b) the Garden History Society in 

relation to all registered gardens 

or parks 

(t) Development involving the carrying 

out of works or operations in the 

bed of, or within 20 metres of the 

top of a bank of, a main river which 

has been notified to the local 

planning authority by the 

Environment Agency as a main 

river for the purposes of this 

provision 

The Environment Agency 

(u) Development for the purpose of 

refining or storing mineral oils and 

their derivatives 

The Environment Agency 

(v) Development relating to the use of 

land as a cemetery 

The Environment Agency 

(w) Development in or likely to affect a 

site of special scientific interest 

Natural England 

(x) Development involving any land on 

which there is a theatre 

The Theatres Trust 

(y) Development which is not for 

agricultural purposes and is not in 

accordance with the provisions of a 

development plan and involves— 

(i) the loss of not less than 20 

hectares of grades 1, 2 or 3a 

agricultural land which is for the 

time being used (or was last used) 

for agricultural purposes; or 

(ii) the loss of less than 20 hectares 

of grades 1. 2 or 3a agricultural 

land which is for the time being 

used (or was last used) for 

agricultural purposes, in 

circumstances in which the 

development is likely to lead to a 

further loss of agricultural land 

Natural England 
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amounting cumulatively to 20 

hectares or more 

(z) Development which— 

(i) is likely to prejudice the use, or 

lead to the loss of use, of land 

being used as a playing field; or 

(ii) is on land which has been— 

(aa) used as a playing field at any 

time in the 5 years before the 

making of the relevant application 

and which remains undeveloped; or 

(bb) allocated for use as a playing 

field in a development plan or in 

proposals for such a plan or its 

alteration or replacement; or 

(iii) involves the replacement of the 

grass surface of a playing pitch on 

a playing field with an artificial, 

man-made or composite surface 

Sport England 

(za) Development likely to affect— 

(i) any inland waterway (whether 

natural or artificial) or reservoir 

owned or managed by the Canal & 

River Trust; or 

(ii) any canal feeder channel, 

watercourse, let off or culvert, 

which is within an area which has 

been notified for the purposes of 

this provision to the local planning 

authority by the Canal & River Trust 

The Canal & River Trust 

(zb) Development falling within any of 

the following descriptions— 

(i) development involving the siting 

of new establishments; 

(ii) development consisting of 

modifications to existing 

establishments covered by Article 

11 of Directive 2012/18EU of the 

European Parliament and of the 

Council on the control of major-

(a) The COMAH competent 

authority; 

(b) where it appears to the local 

planning authority that an area of 

particular natural sensitivity or 

interest may be affected. Natural 

England; and 

(c) in the case of development 

falling within paragraph (iii), any 

person who according to— 

69



Annex B 

accident hazards involving 

dangerous substances; or 

(iii) new developments including 

transport routes, locations of public 

use and residential areas in the 

vicinity of establishments, where 

the siting or development may be 

the source of or increase the risk or 

consequences of a major accident. 

(i) the register held by the 

hazardous substances authority 

under regulation 20 of 

the Planning (Hazardous) 

Substances) Regulations 2015, or 

(ii) a notice submitted 

under regulation 32(1)(b) of 

those Regulations where the local 

authority has been notified 

under regulation 32(3) of those 

Regulations, 

is the person in control of the 

land on which any establishment 

is located. 

(zc) Development, other than minor 

development, which is to be carried 

out on land— 

(i) in an area within Flood Zone 2 

or Flood Zone 3; or 

(ii) in an area within Flood Zone 1 

which has critical drainage 

problems and which has been 

notified for the purpose of this 

provision to the local planning 

authority by the Environment 

Agency 

The Environment Agency 

(zd) Major development which does not 

use the services of a sewerage 

undertaker for the disposal of 

sewage 

The Environment Agency 

(ze) Major development with surface 

water drainage 

The Lead local flood authority 

(zf) Development involving the boring 

for or getting of oil and natural gas 

from shale 

Any water or sewerage 

undertaker in whose area of 

appointment the development is 

proposed and, in the case where 

the development is likely to 

affect water resources in the area 

of appointment of another water 

or sewerage undertaker, that 

undertaker 
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This paper details the Authority’s response to two 

consultations, both relating to public service pension 
schemes: 

i. Public service pension schemes: changes to the 

transitional arrangements to the 2015 schemes 
Consultation (which includes the Firefighters’ 
Pension Scheme) 

ii. Local Government Pension Scheme (LGPS) 
(England and Wales) Amendments to the 

statutory underpin 

When reforms to the main public service schemes 

were introduced in 2015 they had several objectives, 
including greater fairness between lower and higher 

earners, future sustainability and affordability. 

In negotiations with trade unions and staff 
associations, the Coalition Government agreed to 

exclude those closest to their retirement age from the 
reforms, as they had least time to prepare. This 

difference in treatment for certain members was later 
found to unlawfully discriminate, in particular against 
younger members. Since the Court’s judgment, the 
government has been considering how best to address 
this discrimination. These consultations are the next 

phase of that work. 

In relation to the Firefighters’ Pension Scheme, the 
consultation explains how two proposed options for 

removing the discrimination between scheme 
members would work. Under either option, the 

government would give eligible members a choice of 
which set of scheme benefits is better for them for the 
period 1 April 2015 to 31 March 2022.  The two 

possible approaches are: 

1. an immediate choice 

2. a deferred choice underpin (DCU) 

In relation to the LGPS, the primary proposal is to 
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 remove the age requirements from the underpin 
qualification criteria.  Underpin protection means 

additional checks are undertaken for protected 
members with the intent of ensuring that the career 

average pension payable under the reformed LGPS is 
at least at high as the member would have been due 

under the final salary scheme. 

In accordance with the Scheme of Delegation to 
Officers, the response was discussed with the 

Chairman before submission.  This paper details the 
content of the submissions for the attention of the 

Authority. 

The Author of this paper has declared a personal 
interest in this item as he is an active member of the 

LGPS. 

ACTION Noting. 

RECOMMENDATIONS That the responses to the consultations be noted. 

RISK MANAGEMENT  No direct impact. 

FINANCIAL 

IMPLICATIONS 

The outcomes of the consultation are likely to have an 

adverse impact on the Authority in terms of additional 
employer pension contributions and administration 
costs.  The response to the consultation encourages 

the Government to ensure that fire and rescue 
services receive additional funding to cover these 

anticipated cost increases. 

LEGAL IMPLICATIONS The Chief Fire Officer may make a formal response on 

behalf of the Authority to a Government Consultation 
Paper provided that such a response is subsequently 
referred to the appropriate committee for their 

attention. 

CONSISTENCY WITH 

THE PRINCIPLES OF 
THE DUTY TO 

COLLABORATE  

The response to the consultation has been jointly 

formulated with Royal Berkshire Fire and Rescue 
Service, as both services share the same pension 

administrator, West Yorkshire Pension Fund (WYPF). 

HEALTH AND SAFETY  No direct impact. 

EQUALITY AND 
DIVERSITY 

The aim of the amendments that are being consulted 
upon is to remove aspects of the respective schemes 

that were found to be discriminatory. 

USE OF RESOURCES 

 

No direct impact. 

PROVENANCE SECTION 

& 

BACKGROUND PAPERS 

None. 
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APPENDICES Appendix A – Public service pension schemes: changes 
to the transitional arrangements to the 2015 schemes 

Consultation 

Appendix B – Response to the Public service pension 

schemes: changes to the transitional arrangements to 
the 2015 schemes Consultation 

Appendix C – Local Government Pension Scheme 
(England and Wales) Amendments to the statutory 
underpin consultation 

Appendix D – Response to the Local Government 
Pension Scheme (England and Wales) Amendments to 

the statutory underpin consultation 

TIME REQUIRED  15 Minutes 

REPORT ORIGINATOR 
AND CONTACT 

Mark Hemming 

mhemming@bucksfire.gov.uk 
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Foreword 
Public service pensions are some of the most generous pension schemes available in 

the UK, ensuring those who dedicate their working lives to public service are 

rewarded appropriately in retirement. When reforms to the main public service 

schemes were introduced in 2015 they had several objectives, including greater 

fairness between lower and higher earners, future sustainability and affordability. 

These objectives are just as important today as they were then.  

In negotiations with trade unions and staff associations, the Coalition Government 

agreed to exclude those closest to their retirement age from the reforms, as they 

had least time to prepare. This difference in treatment for certain members was later 

found to unlawfully discriminate, in particular against younger members. Since the 

Court’s judgment, the government has been considering how best to address this 

discrimination. This consultation is the next phase of that work.  

The reforms that were introduced in 2015 were progressive reforms and were in 

part intended to even out the value of pensions between some of the highest and 

lowest earners, resulting in some lower and middle earners being better off in the 

reformed schemes. Rather than just returning all members to the legacy schemes, I 

want to ensure that people who are better off in the reformed schemes can choose 

to keep those benefits. I also want to ensure that those who were closest to 

retirement age, and so were prevented from moving to the reformed schemes, will 

now have that choice.  

The consultation explains how our two proposed options for removing the 

discrimination between scheme members would work. Under either option, the 

government would give eligible members a choice of which set of scheme benefits is 

better for them for the period 1 April 2015 to 31 March 2022.  

This consultation also sets out proposals for moving all active members into the 

reformed schemes after this period. This government is committed to ensuring 

public service pension schemes reward public servants appropriately and are 

sustainable and affordable for taxpayers in the long term.  

The issues we are facing here are complex and affect large numbers of people in 

different ways, so final decisions will need to take full and careful account of the 

views of all stakeholders. I therefore welcome views on the proposals in this 

document and, in particular, on the approaches outlined to give members a choice.  

 

RT HON STEVE BARCLAY MP 

Chief Secretary to the Treasury
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Executive summary 
 

 

Removing discrimination arising from transitional 
protection 
In April 2015 the public service pension schemes were reformed; the cost of the 

legacy schemes had significantly increased over the previous decades, with most of 

those costs falling to the taxpayer. The introduction of new schemes, with career 

average design and increased Normal Pension Ages and the introduction of a cost 

control mechanism, were important steps to protect against unsustainable increases 

in cost. They were also progressive, providing greater benefits to some lower paid 

workers. Even with these reforms, public service pensions continue to be among the 

very best available, rewarding those who dedicate their working lives to public 

service. 

As part of the 2015 reforms, those within 10 years of retirement remained in their 

legacy pension schemes. This transitional protection was provided following 

negotiations with member representatives and was intended to protect and give 

certainty to people who were close to retirement. In December 2018 the Court of 

Appeal found that this part of the reforms unlawfully discriminated against younger 

members of the judicial and firefighters’ pension schemes in particular, as 
transitional protection was only offered to older scheme members1. The Courts 

required that this unlawful discrimination be remedied by the government. This 

document sets out the government’s proposals for doing so. 

The proposals set out within this consultation will apply to all members who were in 

service on or before 31 March 2012 and on or after 1 April 2015, including those 

with a qualifying break in service of less than 5 years, across all affected public 

service schemes2. This is irrespective of whether they have submitted a legal claim or 

not, or whether they are currently an active, deferred or pensioner member. 

Depending on a person’s circumstances, many scheme members are likely to be 
better off in the reformed schemes rather than the legacy schemes. The government 

believes it is therefore not fair to simply move everyone back into the legacy 

schemes, even though this would be sufficient to remove the unlawful 

discrimination identified by the Court of Appeal. The government therefore proposes 

to provide members with the option to choose between receiving legacy or 

reformed scheme benefits in respect of their service during the period between 1 

April 2015 and 31 March 2022. This is referred to as the remedy period. This 

consultation seeks views on that proposal and especially on which of two possible 

                                                
1 The Court also made findings as to equal pay and indirect race discrimination. 

2 This includes the schemes covering the NHS in England and Wales, NHS Scotland, Teachers in England and Wales, Teachers in 

Scotland, Fire in England, Fire in Wales, Fire in Scotland, Police in England and Wales, Police in Scotland, Civil Service in Great 

Britain, UK Armed Forces, and the Civil Service (Others) scheme. Changes to the judicial pension schemes, the Local Government 

Pension Scheme in England and Wales, and the equivalent scheme in Scotland, as well as the public service pension schemes in 

Northern Ireland will be consulted on separately. 
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approaches should be taken to making this choice, and how each of these 

approaches might work. The two possible approaches are: 

1. an immediate choice  

2. a deferred choice underpin (DCU) 

Both approaches would give members a choice whether to receive benefits from the 

legacy or reformed pension schemes in respect of their service during the period 

between 1 April 2015 and 31 March 2022. But they differ in the point in time at 

which the decision is made by the member.  

Under the immediate choice exercise, members would make this decision in the year 

or two after the point of implementation in 2022. For many members, this will be 

some years prior to retirement, and at a time when there is still some uncertainty 

over the precise benefits that would accrue to them in the alternative schemes.   

In contrast, under DCU, this decision would be deferred until the point at which a 

member retires (or when they take their pension benefits). Until that deferred choice 

is made, all members would be deemed to have accrued benefits in the legacy 

scheme, rather than the reformed scheme, for the remedy period.  

Under either approach, those who have already retired and/or received a pension 

award will be asked to make their choice as soon as practicable after the changes 

are implemented. The position they choose would be applied retrospectively back to 

the date the award was made. 

Both of these approaches would remove the discrimination that the court has 

identified. They have both been proposed in technical discussions that have been 

conducted with some scheme administrators and employer and member 

representatives. These have been helpful in identifying the relative advantages and 

disadvantages of each approach. There are extensive pros and cons to each option, 

with different impacts on different members. As set out in this consultation, there 

might in some cases be a need to adjust benefit payments, contributions and tax 

assessments with retrospective effect. 

It is important to emphasise that all members will ultimately be treated as if they 

had belonged either to the relevant legacy scheme, or to the relevant reformed 

scheme, throughout the period between 1 April 2015 and 31 March 2022. There 

will be no obligation or entitlement to have the benefits or pay the contributions 

associated with one scheme in some respects, but with the other scheme in other 

respects. Nor will there be any provision for a "tapered" system under which some 

members might be entitled or required to treat part of that period as service in one 

scheme, and part of it as service in another. 

Through this consultation, the government is seeking to explore and understand 

those differing impacts, potential mitigations, and other relevant issues, in order to 

ensure that the final policy solution has taken account of these matters. More details 

are set out in this consultation, through which the government is seeking 

stakeholders’ views on the viability and desirability of both approaches.    
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Future pension provision 
The options proposed to address the discrimination will enable members to choose 

between the legacy and reformed scheme benefits for the period between 1 April 

2015 and 31 March 2022. The government is also seeking views in this consultation 

on the provision for public sector pension benefits after 31 March 2022.  

The move in 2015 from (mostly) final salary to career average pension scheme 

design created a fairer system. Under a career average design, those public servants 

who see considerable increases in earnings over their career – and particularly 

towards the end of their career – are no longer likely to be relatively favoured 

compared with their colleagues who did not. Instead, the career average pension 

schemes ensure members accrue their pension at a typically higher annual rate 

based on their average salary. Although some members are likely to be better off in 

their legacy scheme, others, particularly lower paid members, are likely to be better 

off in the reformed schemes.  

Normal Pension Age in most of the reformed schemes is linked to the State Pension 

age. Increases in life expectancy have led to increases in the cost of pensions of all 

kinds. Aligning Normal Pension Age with the point at which members receive their 

State Pension reflects the fact that we are living longer and achieves a fairer balance 

between time spent in work and in retirement. Nobody is required to work longer if 

they do not wish to do so, but where pensions are accessed before Normal Pension 

Age, they are adjusted to reflect the fact that they are likely to be paid for longer. 

For Great Britain, the total annual cost of paying out unfunded public service 

pension scheme benefits stood at £41.8 billion in 2018-19. Most of this cost is met 

by taxpayers. It is important that these costs are kept under control, to ensure the 

schemes are affordable and sustainable for the long-term. The introduction of the 

reformed schemes, with career average design and increased Normal Pension Ages, 

were important steps to protect against unsustainable increases in costs. The 

reformed schemes remain amongst the most generous schemes available in the UK. 

The government therefore believes that the reformed schemes initially introduced in 

2015 provide an appropriate level of public service pension provision. All public 

servants in scope of this consultation will be placed in these pension schemes in 

respect of employment from 1 April 2022 onwards. This consultation seeks views on 

that proposal.
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Chapter 1 

Introduction 

Public service pension reform 
1.1 In June 2010 the Coalition Government established the Independent Public 

Service Pensions Commission, chaired by Lord Hutton of Furness. The 

Commission was asked to undertake a fundamental structural review of 

public service pension provision.  

1.2 The cost of providing public service pension schemes had increased 

significantly over the previous decades, with most of this increase falling to 

the taxpayer. At the same time, occupational pension provision in the private 

sector had changed significantly; employers were increasingly moving away 

from offering defined benefit pension schemes. 

1.3 The Commission1 found that the existing structure had been unable to 

respond flexibly to workforce and demographic changes that had occurred 

over the previous few decades. The Commission concluded that this had led 

to: 

• rising value of benefits due to increasing longevity 

• unequal treatment of members within the same profession 

• unfair sharing of costs between members, employers and taxpayers 

• barriers to increasing the range of providers of public services 

1.4 The final salary design of schemes was criticised for creating unequal 

treatment of members within the same employment. The Commission 

argued that final salary schemes unfairly benefitted those receiving very 

significant career progression, often referred to as “highflyers”, as well as 
exposing taxpayers to a risk from higher than expected salary rises. 

1.5 Lord Hutton considered that public service workers should be entitled to 

good quality, sustainable and fair defined benefit pension schemes. The 

Commission’s final report in March 2011 recommended moving public 
service scheme members to reformed schemes with benefits calculated on a 

CARE (Career Average Revalued Earnings) rather than final salary basis. To 

control against the risk of rising longevity, the Commission recommended 

                                                
1 Final Report: 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/207720/hutton_final_100311.p

df  

Interim Report: https://webarchive.nationalarchives.gov.uk/20130102175838/http:/www.hm-

treasury.gov.uk/d/hutton_pensionsinterim_071010.pdf 
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increasing the Normal Pension Age (NPA) to 60 for the uniformed services 

and to State Pension age for all other schemes. 

1.6 As part of the reforms, the Commission recommended setting a cost ceiling. 

This would keep future costs under control by triggering steps to reduce 

generosity should the costs increase significantly. The intention was to 

increase schemes’ resilience and ability to absorb shocks, as seen in the past 

few decades, and provide reassurance to taxpayers by imposing firm limits 

on the taxpayer cost of public service pensions. 

1.7 The Coalition Government agreed that the Commission’s recommendations 
would form the basis for consultation with member representatives and 

other interested parties. In November 2011 the Coalition Government set 

out its proposals for the scheme design and costs of the four largest public 

service schemes: the NHS Pension Scheme (England and Wales), the GB Civil 

Service Pension Scheme, the Teachers’ Pension Scheme (England and Wales) 
and the Local Government Pension Scheme in England and Wales (Cm 8214, 

Public service pension schemes: good pensions that last). During 

negotiations with unions, the Coalition Government agreed to transitional 

protection for those closest to retirement, and a symmetrical cost control 

mechanism: i.e. that as well as protecting taxpayers where costs increased, 

members would see improvements to their benefits where costs decreased. 

In April 2015 reformed pension schemes were introduced under the Public 

Service Pensions Act 2013.  

1.8 In line with wider changes to the use of price indexation in government, 

changes had also been made to the measure of inflation used to uprate 

pensions, from the Retail Prices Index to the Consumer Prices Index. Member 

contribution rates were also increased across the schemes (other than the 

armed forces2) by an average of 3.2% of pay.  

1.9 The combined effect of all these changes was to reduce the forecast cost of 

public service pensions to the taxpayer by approximately £400 billion over 50 

years. The change from final salary to career average design made schemes 

fairer for most workers on low and middle incomes. The change to NPA 

reflected improvements in life expectancy and the need to rebalance working 

lives with the average number of years spent in retirement. Higher NPAs act 

as an incentive to retire later than before, though the reformed schemes 

allow members to choose to retire earlier than their NPA. If they do, a fair 

adjustment is made to the benefits they receive to reflect the fact that they 

will be paid for longer. 

1.10 The schemes were designed to ensure that members would have good 

pensions, which, at a minimum, met the target levels identified by Lord 

Turner’s Pension Commission3 on the levels of income needed in retirement. 

Although some employee representatives campaigned against the reforms, 

the changes were beneficial to many members. Moving away from final 

salary-based pensions removed an inherent unfairness in scheme design 

where those receiving very considerable increases in pay could receive twice 

                                                
2 The Armed Forces Pension Schemes are non-contributory for members. If the pensionable pay of members of armed forces 

pension schemes is included, the average increase across all the main schemes was approximately 3% of overall pensionable pay. 

3 Pensions: Challenges and Choices – The First Report of the Pensions Commission, 2004 
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as much from the schemes for each £1 they contributed than those with 

flatter careers. The reformed designs should provide many low and middle 

earners working a full career with pension benefits at least as good, if not 

better than under the previous arrangements. 

1.11 The reformed schemes remain among the most generous available in the UK, 

and an important part of the remuneration of public service workers. Public 

service pension provision compares favourably with pension provision in the 

private sector, with typical employer pension contributions rates significantly 

higher in public service schemes than in private sector schemes.  

 

Transitional arrangements litigation 
1.12 Following negotiations with member representatives, the government 

agreed to exempt older members from the pension scheme changes. In most 

schemes this meant that members within 10 years of Normal Pension Age 

stayed in their existing schemes (known as “transitional protection”) and 
members between 10 and 13.5 or 14 years of Normal Pension Age could 

stay in their existing schemes for a period ranging from a few months to 

several years after 2015 (known as “tapered protection”4). 

1.13 Several judges and firefighters made claims (known as the McCloud and 

Sargeant cases5) in the Employment Tribunals on the grounds that the 

transitional protection offered to older members constituted unjustified 

direct age discrimination and indirect race and sex discrimination. In 

particular, they argued that younger members were treated less favourably 

than older members who were given transitional protection. The Court of 

Appeal ruled in December 2018 that transitional protection in the judges’ 
and firefighters’ pension schemes gave rise to unlawful discrimination. 

1.14 The government sought permission to appeal to the Supreme Court. This 

application was refused on 27 June 2019. In a written ministerial statement 

on 15 July 2019, the government confirmed that it accepted that the Court 

of Appeal’s judgment had implications for all schemes established under the 
Public Service Pensions Act 2013, as all those schemes had provided 

transitional protection arrangements for older members. The government 

confirmed that it would take steps to address the difference in treatment 

across all those schemes and in a subsequent written ministerial statement 

on 25 March 2020, that it would do this for all members with relevant 

service, not just those who had lodged a legal claim.  

1.15 The judges’ and firefighters’ cases have been remitted to the Employment 
Tribunals to determine a remedy for claimants. Cases involving other 

schemes have also been brought. The government has agreed in a number 

of Employment Tribunal cases that claimants should be entitled to 

                                                
4 All schemes have tapered protection except the Armed Forces Pension Scheme and Local Government Pension Scheme (which is 

outside of the scope of this consultation, apart from the issue of transfer between the LGPS and the other schemes (see paragraph 

A.57 below)). Tapered protection was usually for members who were from 10 to 13.5 years of their NPA on 1 April 2012, but for 

police and firefighters the period was between 10 and 14 years. 

5 Lord Chancellor and another v McCloud and others, Secretary of State for the Home Department v Sargeant and others [2018] 

EWCA Civ 2844 
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membership of the appropriate legacy scheme. Claimants and non-claimants 

will be treated equally by having access to the same pension changes. This 

consultation sets out proposals to remove the discrimination for all affected 

members across the majority of the affected public service schemes. 

 

Purpose of this consultation 
1.16 The government proposes to introduce legislation: (a) to make changes to 

the schemes to remove the discrimination identified by the Courts for the 

period 1 April 2015 to 31 March 2022 (the remedy period); and, (b) to 

address future service beyond the remedy period.  

1.17 In relation to the remedy period, simply extending the transitional 

arrangements to all eligible members - effectively placing them all back in 

their legacy schemes - could make many members worse off.  

1.18 The government is therefore consulting on further changes that would 

ensure members can keep or choose benefits in the reformed schemes if 

they wish. This would mean those who did not have transitional protection 

(and so moved to the reformed schemes in 2015) could choose to keep 

those benefits they have accrued in the reformed schemes, and those who 

did have transitional protection (and so did not originally have access to the 

reformed schemes) can now choose to have such access. 

1.19 Changes could require retrospective adjustments to individuals’ pensions and 
to their member contributions. Where pension entitlements change this may 

also have tax consequences – these are outlined in the relevant sections of 

the consultation document, and explained in more detail in Annex B.  

1.20 This consultation also sets out proposals for future service beyond the 

remedy period. The government remains of the view that the schemes 

established in 2015 currently represent an appropriate level of pension 

provision. To ensure that schemes remain appropriate and affordable while 

treating members equally for future service, all active members will be placed 

in the reformed schemes in respect of employment from 1 April 2022. At 

that point the transitional protection provisions would be removed, but the 

final salary link for members with service in the legacy schemes will be 

retained. 
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Figure 1: Diagram of the choice and pension reform process:  

 

 

1.21 Earlier this year the government conducted technical discussions with 

scheme administrators and employer and member representatives to inform 

its proposals. These discussions were extremely helpful in informing the 

proposals contained in this document. The constructive engagement of all 

who participated is appreciated.  

 

Scope 
1.22 Around 3 million individuals are in scope of the changes relating to the 

removal of discrimination back to 2015. Of those, approximately 2 million 

will also be in scope of the changes to pension provision from 1 April 2022 

onwards.  

1.23 Under the proposed approach to removing the discrimination, all individuals 

in scope will be able to receive the benefits to which they are entitled, 

whether they have lodged a legal claim or not. It is important that changes 

are carefully considered, designed and implemented. It will take time to 

ensure this is done correctly. Most members will not draw benefits for some 

time and there is therefore time to implement changes before payments are 

due. The government will also ensure that the discrimination is addressed for 

those who receive a pension award before the changes are implemented, 

more details of which are set out in paragraphs 2.23-2.27. All relevant 

payments will be backdated where necessary.  

1.24 This consultation relates to the main public service pension schemes the UK 

Government is responsible for (the Civil Service Pension Scheme for England, 

Wales, Scotland and home civil servants in Northern Ireland, the Teachers’ 
Pension Schemes in England and Wales, the National Health Service Pension 

Schemes in England and Wales, the UK Armed Forces Pension Schemes, the 

Police Pension Schemes in England and Wales, and the Firefighters Pension 

Schemes in England). The Welsh Government is the responsible authority for 

the Firefighters Pension Scheme in Wales and the Scottish Government is the 
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responsible authority for the Teachers’ Pension Schemes, the National Health 
Service Pension Schemes, the Police Pension Schemes and the Firefighters 

Pension Schemes in Scotland.  

1.25 This consultation relates to the public service pension schemes in Scotland 

and Wales listed above in so far as there is a general need to address the 

discrimination identified by the Courts and in relation to pension provision 

from 1 April 2022 onwards. However, decisions regarding the details of how 

the discrimination identified by the Courts is addressed in those schemes are 

matters for Scottish and Welsh ministers.  

1.26 Due to differences in the way transitional protection was provided in the 

Local Government Pension Scheme in England and Wales, and the 

equivalent scheme in Scotland6, there will be a separate consultation on 

changes for those schemes. The Ministry of Justice will also take forward a 

separate consultation on changes to the pension schemes for the judiciary, 

reflecting the unique situation of those schemes.  

1.27 Public service pension schemes managed by the Northern Ireland Executive 

are established under separate legislation to those in Great Britain. They will 

therefore be subject to separate consultation.  

1.28 It is envisaged that all schemes in scope will adopt broadly the same solution 

for removing the unlawful discrimination arising from transitional protection. 

However, it is likely that some elements will need to vary across schemes, 

reflecting differences in existing scheme design and characteristics. Details of 

these scheme specific elements will be subject to further public consultation 

on a scheme by scheme basis.  

 

Legislation, implementation and timeline 
1.29 It is the government’s intention to bring forward new primary legislation as 

soon as practicable. This will provide for powers to make the necessary 

changes to schemes, to end the discrimination identified by the Courts, and 

to do so in a fair and non-discriminatory manner. By legislating in this way, 

the government's intention is to avoid any uncertainty or other problems 

which might otherwise result from relying simply upon whatever automatic 

effect the Equality Act 2010 may have, or from leaving it to courts or 

tribunals to make orders in particular cases. The new legislation is intended 

generally to take effect from April 2022, but will make provision for the 

whole of the period from 31 March 2015 onwards. This consultation 

explains how members would be treated at different times, in terms of their 

scheme membership. 

1.30 The specific elements of future legislation, including the timelines for these, 

will be developed following the responses to proposals set out in this paper. 

                                                
6 The equivalent local government scheme in Northern Ireland is subject to separate legislation and consideration from the schemes 

in Great Britain.  
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1.31 As set out above, amendments required to scheme regulations, in order to 

implement these proposals, will be the subject of further public consultation 

on a scheme by scheme basis.  

 

Equalities impacts 
1.32 When formulating policy proposals, the government is required to comply 

with the Public Sector Equality Duty in the Equality Act 20107. The duty 

requires public bodies to have due regard to the need to eliminate 

discrimination, advance equality of opportunity and foster good relations 

between people with different protected characteristics when carrying out 

their activities. 

1.33 We would like to know your views as to whether any of the measures 

envisaged by this consultation might have any negative impacts relevant to 

the Public Sector Equality Duty8, or cause any other discrimination between 

different groups which ought to be avoided. There is evidence that some of 

the proposals may have differential impacts, but the government’s current 
view is that these will not have a disproportionate or otherwise unjustified 

impact on individuals. These are set out in more detail in the Equalities 

Impact Assessment published alongside this document. We welcome your 

views on this, and on ways to mitigate any such impacts. 

 

Question 1: Do you have any views about the implications of the proposals 
set out in this consultation for people with protected characteristics as defined 
in section 149 of the Equality Act 20109? What evidence do you have on 
these matters? Is there anything that could be done to mitigate any impacts 
identified? 

 

Question 2: Is there anything else you would like to add regarding the 
equalities impacts of the proposals set out in this consultation? 
 

 

Interaction with Employment Tribunal proceedings 
1.34 There are ongoing Employment Tribunal proceedings that concern a number 

of pension schemes and are to determine the remedy for the discrimination 

suffered by the claimants in these cases. The government’s intention is that 

any action it takes to make changes to public service pension schemes will 

be consistent with any declaration of claimants’ rights made by the 
Tribunals, although that will be kept under review as those proceedings 

progress. As set out in paragraph 2.3, the government believes that it is 

appropriate to allow all affected members to choose to access either legacy 

                                                
7 https://www.gov.uk/guidance/equality-act-2010-guidance 

8 https://www.equalityhumanrights.com/sites/default/files/meeting_the_duty_in_policy_and_decision-making.pdf 

9 https://www.legislation.gov.uk/ukpga/2010/15/section/149 
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or reformed scheme benefits for the relevant period, and such a choice will 

go beyond any remedy that the Courts or Tribunals would be able to order.  

1.35 The government’s intention is therefore that the proposals in this 
consultation will apply both to those who have lodged legal claims and to 

those who have not, to ensure that they are treated in the same way. 

Members do not need to submit a legal claim to be covered by the proposals 

in this consultation. Both claimants and non-claimants will be given the 

opportunity to receive the pension benefits for the period 1 April 2015 to 31 

March 2022 that they consider most valuable.  

 

How to respond 
1.36 This consultation will run for 12 weeks and will close at midnight on Sunday 

11 October. Responses can be submitted by email to: 

PensionsRemedyProjectConsultation@hmtreasury.gov.uk  

1.37 Alternatively, please send responses by post to: 

Pensions Remedy Project Team  

HM Treasury 

2/Red 

1 Horse Guards Road 

London 

SW1A 2HQ 

 

1.38 When you are responding, please make it clear which questions you are 

responding to. Additionally, please indicate whether you are replying as an 

individual or submitting an official response on behalf of an organisation. 

 

Processing of personal data and confidentiality 
1.39 This notice sets out how HM Treasury will use your personal data for the 

purposes of the consultation on Public Service Pension Schemes: changes to 

the transitional arrangements in the 2015 schemes and explains your rights 

under the General Data Protection Regulation (GDPR) and the Data 

Protection Act 2018 (DPA).  

 

Your data (Data Subject Categories)  

1.40 The personal information relates to you as either a member of the public, 

parliamentarians, and representatives of organisations or companies. 

 

The data we collect  

1.41 Information may include your name, address, email address, job title, and 

employer, as well as your opinions. It is possible that you will volunteer 

additional identifying information about yourself or third parties. 
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Legal basis of processing  

1.42 The processing is necessary for the performance of a task carried out in the 

public interest or in the exercise of official authority vested in HM Treasury. 

For the purpose of this consultation the task is consulting on departmental 

policies or proposals or obtaining opinion data in order to develop good, 

effective government policies.  

 

Special categories data 

1.43 Any of the categories of special category data may be processed if such data 

is volunteered by the respondent.  

 

Legal basis for processing special category data  

1.44 Where special category data is volunteered by you (the data subject), the 

legal basis relied upon for processing it is: the processing is necessary for 

reasons of substantial public interest for the exercise of a function of the 

Crown, a Minister of the Crown, or a government department.  

1.45 This function is consulting on departmental policies or proposals, or 

obtaining opinion data, to develop good effective policies.  

 

Purpose 

1.46 The personal information is processed for the purpose of obtaining the 

opinions of members of the public and representatives of organisations and 

companies, about departmental policies, proposals, or generally to obtain 

public opinion data on an issue of public interest.  

 

Who we share your responses with  

1.47 Information provided in response to a consultation may be published or 

disclosed in accordance with the access to information regimes. These are 

primarily the Freedom of Information Act 2000 (FOIA), the Data Protection 

Act 2018 (DPA) and the Environmental Information Regulations 2004 (EIR). 

1.48 If you want the information that you provide to be treated as confidential, 

please be aware that, under the FOIA, there is a statutory Code of Practice 

with which public authorities must comply and which deals with, amongst 

other things, obligations of confidence.  

1.49 In view of this it would be helpful if you could explain to us why you regard 

the information you have provided as confidential. If we receive a request for 

disclosure of the information, we will take full account of your explanation, 

but we cannot give an assurance that confidentiality can be maintained in all 

circumstances. An automatic confidentiality disclaimer generated by your IT 

system will not, of itself, be regarded as binding on HM Treasury. 

1.50 Where someone submits special category personal data or personal data 

about third parties, we will endeavour to delete that data before publication 

takes place.  

92



  

 15 

 

1.51 Where information about respondents is not published, it may be shared 

with officials within other public bodies involved in this consultation process 

to assist us in developing the policies to which it relates. Examples of these 

public bodies appear at: https://www.gov.uk/government/organisations.  

1.52 As the personal information is stored on our IT infrastructure, it will be 

accessible to our IT contractor, NTT. NTT will only process this data for our 

purposes and in fulfilment with the contractual obligations they have with 

us. 

 

How long we will hold your data (Retention)  

1.53 Personal information in responses to consultations will generally be 

published and therefore retained indefinitely as a historic record under the 

Public Records Act 1958.  

1.54 Personal information in responses that is not published will be retained for 

three calendar years after the consultation has concluded. 

 

Your Rights 

• you have the right to request information about how your personal data 

are processed and to request a copy of that personal data  

• you have the right to request that any inaccuracies in your personal data 

are rectified without delay 

• you have the right to request that your personal data are erased if there is 

no longer a justification for them to be processed 

• you have the right, in certain circumstances (for example, where accuracy 

is contested), to request that the processing of your personal data is 

restricted 

• you have the right to object to the processing of your personal data 

where it is processed for direct marketing purposes  

• you have the right to data portability, which allows your data to be 

copied or transferred from one IT environment to another 

 

How to submit a Data Subject Access Request (DSAR) 

1.55 To request access to personal data that HM Treasury holds about you, 

contact: 

 
HM Treasury Data Protection Unit 
G11 Orange  
1 Horse Guards Road  
London  
SW1A 2HQ 
dsar@hmtreasury.gov.uk  
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Complaints 

1.56 If you have any concerns about the use of your personal data, please contact 

us via this mailbox: privacy@hmtreasury.gov.uk  

1.57 If we are unable to address your concerns to your satisfaction, you can make 

a complaint to the Information Commissioner, the UK’s independent 

regulator for data protection.  The Information Commissioner can be 

contacted at:  

 
Information Commissioner's Office 
Wycliffe House 
Water Lane 
Wilmslow 
Cheshire 
SK9 5AF 
0303 123 1113 
casework@ico.org.uk  

 

1.58 Any complaint to the Information Commissioner is without prejudice to your 

right to seek redress through the Courts.  

 

Contact details 

1.59 The data controller for any personal data collected as part of this 

consultation is HM Treasury, the contact details for which are:  

 
HM Treasury  
1 Horse Guards Road 
London  
SW1A 2HQ 
London 
020 7270 5000  
public.enquiries@hmtreasury.gov.uk  

 

1.60 The contact details for HM Treasury’s Data Protection Officer (DPO) are:  

 
The Data Protection Officer 
Corporate Governance and Risk Assurance Team 
Area 2/15 
1 Horse Guards Road 
London  
SW1A 2HQ 
London 
privacy@hmtreasury.gov.uk 
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Chapter 2 

Removing discrimination arising 
from transitional protection 

Case for change 
2.1 The legal cases that ruled that transitional protection was unlawful are 

known as the McCloud and Sargeant cases. Through these cases, the Courts 

identified unjustified age discrimination, in that entitlement to transitional 

protection was dependent on age. The Courts also identified indirect race 

and sex discrimination arising on the particular facts of those cases. 

2.2 In order to remove this discrimination, the government must ensure equal 

treatment retrospectively back to 1 April 2015 and prospectively for the 

period until a fully equalised system takes effect.  

2.3 The simplest way to achieve this would be to extend transitional protection 

to all members who were in service on or before 31 March 2012 and on or 

after 1 April 2015, including those with a qualifying break in service of less 

than 5 years. This would mean retrospectively moving all those who were 

originally ineligible for transitional protection back to their legacy schemes. 

While returning protected members to their legacy schemes would be 

consistent with the declarations issued by the Tribunals to date, it would be 

detrimental for a significant number of members who are likely to be better 

off in the reformed schemes. The government has therefore decided instead 

to ensure equal treatment by offering the relevant members a choice of 

which scheme benefits they want to have in respect of their service between 

2015 and 2022. 

2.4 While the legacy schemes are mainly based on final salary, and mostly have 

lower Normal Pension Ages (NPAs), the accrual rates are generally lower 

than in the equivalent reformed schemes. This means that pensions in the 

reformed schemes build up quicker than in the legacy schemes, despite 

being paid on an unreduced basis at later ages. Depending on the specifics 

of each scheme and individual circumstances, many members can therefore 

be better off in the reformed schemes, while others may be better off in the 

legacy schemes.  

2.5 The government is clear that scheme members will be able to choose 

between reformed or legacy scheme benefits for the remedy period. Simply 

moving all unprotected members back to the legacy schemes for this period 

would not deliver this commitment and would be detrimental to those 

members who would be better off in the reformed schemes.  
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2.6 Similarly, there will be members who were originally protected and so 

remained in the legacy schemes, who will in fact be likely to be better off in 

the reformed schemes. Accordingly, those who were originally protected will 

also be offered the chance to be treated as if they had been in the reformed 

schemes in respect of their service between 2015 and 2022.  

2.7 The below examples illustrate some situations whereby members may be 

better off in the reformed schemes. This is particularly the case for members 

without significant earnings growth in their career from 2015 onwards, or 

who choose to retire after their legacy scheme’s NPA. Annex C contains 

further information on these examples and additional examples of alternative 

scenarios, including where some members may be better off in the legacy 

schemes. Ultimately, however, members will need to consider for themselves 

whether, having regard to their own personal circumstances and priorities, 

they would prefer to be in their legacy or reformed schemes in respect of 

their service between 2015 and 2022. 

 

 

 

 

 

 

 

 

 

Example 1 
A nurse who is a member of the NHS Pension Scheme (2015 scheme and 2008 section). 

In 2012 they were 45, and so did not receive transitional protection. However, they will now be 
given a choice of pension for their service over the remedy period, of either: 

 

or 

 

 

If they had a salary of £30,000 in 2015, experience future annual salary increases of 1% above 
inflation and retire at 65, their choice with respect to the remedy period will be between the 
following pension amounts at retirement: 

 

  

Assuming they choose to not give up any pension for a lump sum and allowing for the reformed 
scheme benefits being reduced for early retirement. 

This means they would likely be better off receiving reformed scheme benefits. 

1/54th of revalued salary each year 

Optional lump sum 

Payable unreduced from State Pension age 

(age 67)  

1/60th of final salary each year 

Optional lump sum 

Payable unreduced from age 65 

Legacy scheme (2008 section) 

 

Reformed scheme 
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2.8 Aside from the value of the core member pension, there are other 

differences between the reformed and legacy schemes. These differ between 

schemes but may, for example, include some of the following:  

• whether there is an automatic cash lump sum in addition to regular 

pension payments 

• the age at which members can choose to retire with an unreduced 

pension (Normal Pension Age) 

• member contribution rates 

• qualification for ill health retirement 

• entitlement to survivor benefits 

2.9 Members will place different values on these differences in scheme design, 

depending on their personal circumstances. Some members are likely to 

attach greatest importance to the value of the core member pension, but 

others may favour particular elements of one of the schemes. For example, 

an individual with dependants may place more weight on survivor benefits 

than an individual with no immediate family. For some individuals there will 

also be differences in tax liabilities arising from membership of reformed or 

legacy schemes, which may impact those individuals’ preferences.  

2.10 For these reasons, it is not practicable or appropriate for scheme managers 

to decide on behalf of individual members which scheme they should be 

treated as having been in between 2015 and 2022. Only individual members 

Example 2 
A teacher who is a member of the Teachers’ Pension Scheme (Normal Pension Age 60 section). 

In 2012 they were 50, and so received transitional protection. However, they will now be given a 
choice of pension for their service over the remedy period, of either: 

 

or 

 

 
If they had a salary of £40,000 in 2015, experience future annual salary increases of 2% above 
inflation and retire at their State Pension age (67), their choice with respect to the remedy period 
will be between the following pension amounts at retirement: 

 

  

 

Assuming, for ease of comparison, that under the reformed scheme benefits, they would choose to 
give up pension for a lump sum equivalent to that they would have automatically received under 
the legacy scheme. 

This means they would likely be better off receiving reformed scheme benefits. 

1/57th of revalued salary each year 

Optional lump sum 

Payable unreduced from State Pension age 

(age 67) 

1/80th of final salary each year 

Automatic lump sum (3x pension) 

Payable unreduced from age 60 

Legacy scheme (NPA 60) Reformed scheme 
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will be able to decide which benefits they value most. Both options set out in 

this consultation therefore give affected members a choice of which set of 

scheme benefits they want to receive for the period from 2015 to 2022: the 

set of benefits they had before 1 April 2015 (the legacy scheme), or the set 

of benefits as provided since 1 April 2015 by the reformed scheme 

established under the Public Service Pensions Act 2013. 

2.11 The government is aware that some stakeholders have reservations about 

expecting members to make such a decision, rather than schemes making it 

on members’ behalf. However, given the extent to which choices may 
depend on personal circumstances, future intentions and expectations and 

personal priorities, the government does not consider it would be right to 

make this decision for members. However, the government recognises the 

importance of ensuring that members are given appropriate information 

about the different options, the ways in which choosing one option rather 

than another may (at any rate at a general level) make a difference to 

members' positions, and how further advice might be obtained if required. 

 

Remedy period 
2.12 The issues being expressed by these proposals have existed since the 

reformed schemes were introduced on 1 April 2015. Under the proposals in 

this consultation document, the period for which members would be offered 

the choice of accruing benefits in the legacy or reformed schemes will start 

from 1 April 2015 and it is proposed that it will continue until 31 March 

2022.  

2.13 It is separately proposed that from 1 April 2022 all active members will be 

moved into the relevant reformed schemes, as set out in Chapter 3 below. 1 

April is the first day of the new ‘scheme year’ and is when pensions changes 
are normally introduced. If, ultimately, the government decides to adopt the 

proposals set out in this consultation paper, the scheme year starting on 1 

April 2022 is the earliest date by which the relevant legislation and 

administrative arrangements necessary to implement the present proposals 

(including the proposal that all active members would be moved into their 

relevant reformed scheme, as set out in Chapter 3) is expected to be in place. 

 

Members in scope 
2.14 The unlawful discrimination identified by the Courts was between those who 

were in service on 31 March 2012 and received full transitional protection 

and those who were in service then but did not receive full transitional 

protection because they were more than ten years from NPA. It is these 

groups that the government must now equalise treatment between. This 

applies equally to all those members, whether they are currently active, 

deferred or pensioner members. 

2.15 As members who first joined their scheme after 31 March 2012 were 

ineligible for transitional protection regardless of their age, they were not 

subject to the discrimination identified by the court.  
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2.16 The purpose of the original transitional protection was to protect those 

closest to retirement and already in public service, and so with least time to 

prepare, from the changes (although the Courts decided that this did not 

justify the resulting discrimination).  

2.17 This rationale did not apply to those who joined the schemes in the year 

commencing 1 April 2012 or in subsequent years after the Coalition 

Government's proposals had been made known in November 2011 (as set 

out in paragraph 3.10 below, there are practical reasons why significant 

changes to pension arrangements are generally made with effect from a 

date of 1 April). The proposed introduction of the reformed schemes was 

well publicised at the time and was the subject of widespread media 

coverage. Anyone joining after 31 March 2012 would, therefore, reasonably 

be expected to have known that they would join or be moved to the 

reformed schemes. They could not reasonably have expected to remain in, or 

join, the legacy schemes, and nor were they subject to the unlawful 

discrimination identified by the Court of Appeal because transitional 

protection was not available to anyone who joined after 31 March 2012. 

Therefore, it is not appropriate to extend to them the same choice of scheme 

membership in respect of their service between 2015 and 2022 as will apply 

to those who were already in service at 31 March 2012. To do so would also 

increase the administrative workload and financial cost of these proposals. 

Consequently, such persons are not within scope of the proposals set out in 

this document. 

2.18 Individuals who were in service on or before 31 March 2012 but 

subsequently left and re-joined will be in scope of these proposals, provided 

their break in service meets the criteria for continuous service set out in their 

scheme regulations and was less than five years. 

 

Taper protected members 
2.19 In addition to full transitional protection, a number of schemes included 

tapered protection. In most schemes this applied to those between ten and 

either thirteen and a half or fourteen years from NPA on 31 March 2012, 

depending on scheme. These individuals were able to remain in the legacy 

schemes for longer than those who were completely unprotected, before 

moving to the reformed schemes. This was on a sliding scale; those taper 

protected members closest to NPA in 2012 stayed in the legacy schemes 

longer than those further from NPA.  

2.20 The effect of the judgment in the McCloud case is that this tapered 

protection was discriminatory, and that this discrimination was unlawful. 

Maintaining an age-based system of tapered protection, or extending it to all 

members in scope of this consultation, would therefore be perpetuating or 

indeed extending such discrimination. It would also be extremely complex to 

administer in the context of a choice-based system. As a result, under either 

of the main options set out here for consultation, all members, whether 

originally fully protected, taper protected or unprotected, will be able to 

choose legacy scheme benefits or reformed scheme benefits for the whole 

remedy period. They will not be given the choice to have legacy benefits for 
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some of the period and reformed benefits for the rest. The choice now to be 

made available will be beneficial for the majority of taper protected 

members. Requiring that choice to be exercised for the entirety of the 

remedy period is necessary to ensure that the remedy is implemented fairly 

for all members. 

2.21 It is possible that for a small number of individuals tapered protection may, 

have been more advantageous than the choice of receiving either reformed 

or legacy scheme benefits for the entire remedy period.  

2.22 However, any such advantage will have arisen by chance, in the sense that it 

is not something which the system of tapered protection deliberately set out 

to produce, and it would have been as a result of a policy that has been 

identified by the Courts as giving rise to unjustified discrimination. 

Alternative options have been considered to test whether it would be 

possible to construct a system of tapered protection that was not age based. 

However, even if this was possible, any such system would be extremely 

complex both for members and administrators and would likely involve 

members having to make a much more convoluted choice than that required 

either by the immediate choice exercise or by the DCU. Further, since it 

would by definition be a different system, it would not necessarily leave 

members in the same position as under the original age-based taper in any 

case. 

 

Members who retire or receive pension benefits 
before the consultation changes are implemented  
2.23 Generally speaking, members in scope will not be asked to make their choice 

between benefits until some point in the period after 1 April 2022 (under 

the immediate choice option), or at a later date when they come to retire 

and receive benefits (under the DCU option). Some affected members have 

already retired with a pension in payment, or will do before the changes in 

this consultation are implemented. Everyone in this position will ultimately 

receive a choice of service in their legacy or reformed scheme for the period 

between 1 April 2015 and the date of their pension award.  

2.24 Members who have already retired and received a pension award, from 

either their legacy or reformed scheme, will be given this choice as soon as 

practicable once the legislative changes are implemented. Any revised award 

will be backdated to the date their pension award was made. Members of 

the legacy schemes who retire between now and the implementation of the 

changes will be treated in the same way.   

Question 3: Please set out any comments on our proposed treatment of 

members who originally received tapered protection. In particular, please 

comment on any potential adverse impacts. Is there anything that could be 

done to mitigate any such impacts identified? 
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2.25 The government accepts that members of the reformed schemes affected by 

the unlawful discrimination identified by the Courts, have an entitlement to 

be treated as a member of their legacy scheme for the remedy period if they 

wish. In recognition of this, the government will work with schemes to seek 

to give these members of the reformed schemes who were not originally 

protected and who retire between now and 2022 that choice at retirement, 

where this is administratively possible. In particular, the government will 

work with schemes to seek to offer reformed scheme members undergoing 

ill health retirement a choice of legacy or reformed scheme benefits at 

retirement, subject to them meeting the criteria for payment of benefits 

under each scheme. However, this is administratively complex and will 

require systems changes. Where it is not possible to offer this choice to 

members at the point their award is made they will be given this choice as 

soon as practicable once the legislative changes are implemented and again 

any revised award will be backdated to the date the member’s pension 

award was made. 

2.26 As set out in more detail in Annex A, it is important to note that, where 

members choose to change scheme, they may in some cases have to repay 

benefits that they have already received. Where this is so, or payment of 

additional contributions will be required, this will be made clear to members 

when making their choice. 

2.27 If the benefits a member has received change, then tax adjustments may be 

required. The tax rules will apply to the facts of an individual’s updated 

situation. 

 

Options 
2.28 The government is in particular seeking views on two options through this 

consultation: an immediate choice exercise and a deferred choice underpin 

(DCU). 

2.29 Both options would involve members having the choice between their legacy 

and reformed scheme benefits for their service in the remedy period, but for 

the majority of members the choice would be made at different times under 

the two options.  

2.30 Under the immediate choice option, most members would decide which 

benefits to take in the years after the point of implementation (i.e. 2022).  

2.31 In contrast, under DCU for the majority of members the decision about 

which benefits to take would be deferred until the point at which they take 

their pension benefits1.  

2.32 As set out in paragraph 2.25, under either option, some members who take 

pensions benefits before 1 April 2022 may be asked to make their decision 

sooner. 

                                                
1 For Armed Forces Pension Scheme members, a payment under the Early Departure Payments scheme, and entitlement to a 

redundancy payment under the MOD’s armed forces redundancy compensation schemes would trigger the choice.  
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2.33 Under both options, the choice would be between accruing service in the 

legacy scheme and accruing service in the reformed scheme. Members 

would therefore have to choose between all the benefits in the legacy 

scheme or all of the benefits in the reformed scheme; they could not seek to 

be a member of both schemes, or to have a combination of legacy and 

reformed scheme benefits with respect to the remedy period.  

2.34 An immediate choice would satisfy the need to give members the choice 

between legacy and reformed scheme benefits. It would provide relative 

certainty for the majority of members at a much earlier stage. However, 

members would have to make a decision based on assumptions around 

factors such as their future earnings and career paths, their family 

circumstances now and in future, and when they expect to retire. For some, 

this would involve making assumptions over what might happen over a 

period of many decades. There is therefore a chance that some members 

would choose to accrue service in a scheme which does not ultimately turn 

out to be the most beneficial for them. Members already make assumptions 

about their futures when making decisions about existing elements of their 

pensions. For example, when deciding when to retire and whether or not to 

take a lump sum in return for reduced annual pensions, or how much lump 

sum to take, members may make assumptions around future life expectancy, 

which may prove incorrect.  

2.35 The deferred choice underpin would also give members the choice between 

legacy and reformed scheme benefits. By delaying the decision until the 

point at which benefits are awarded, the DCU would reduce the reliance on 

forecasts and assumptions, and therefore the possibility of members making 

what might turn out to be the wrong choice. Making the decision when 

benefits are awarded (for most members, the point of retirement) would 

mean they could be based on known benefit entitlements late in, or at the 

end of, a career rather than assumptions about their future career. This 

option does, however, mean the majority of members would have less 

certainty about the benefits they would ultimately receive until they take 

those benefits (although they would know their benefits would be at least as 

good for them personally as they already expect). DCU would also be more 

challenging than immediate choice to design and administer longer term.  

2.36 The next two sections set out in more detail how the immediate choice and 

DCU options might work. 

 

Immediate choice 
2.37 Under this option members would make an irrevocable decision as to 

whether to accrue benefits in their legacy or reformed pension scheme for 

the remedy period. For most members this choice would be made in the 

period after the end of the remedy period. It may be made earlier for some 

of those who take a pension award before 2022. 

2.38 Members would be given a reasonable amount of time to make the relevant 

choice – probably 12 months from the date they are first contacted. 

Throughout that period, schemes would make multiple efforts to contact 
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members who had not yet responded, for example at 3, 6, 9 and 12 

months. Any member who did not respond in this timeframe would be 

deemed to have chosen to accrue benefits in their existing scheme. For 

members who were originally transitionally protected this would be the 

legacy scheme. For those who did not receive transitional protection, this 

would be the reformed scheme. This “default” position would avoid the 

possibility of changing the benefits that members are currently entitled to 

without their express consent.   

2.39 As set out in paragraph 2.20 above, members who originally had tapered 

protection would be required to choose between their legacy scheme 

benefits and the reformed scheme benefits. They could not have a 

combination of the two. There is a question as to what the default option 

should be for members who originally received tapered protection but did 

not respond to the immediate choice exercise. An option would be to deem 

them to have accrued benefits in their reformed scheme for the whole 

remedy period, as that is the scheme they would currently be in (all having 

tapered by the point of implementation after 2022). Alternatively, however, 

they could be deemed to have accrued benefits in their legacy scheme for 

the remedy period. Under either option, it is possible that some members 

who do not respond may be placed in the scheme that is not the most 

beneficial for them for the remedy period. This will be dependent on 

individual circumstances. 

2.40 It may be clearer in some schemes that a large proportion of members who 

did not have transitional protection would be financially better off moving 

back to the relevant legacy scheme. It is therefore possible that a different 

“default” option could be chosen for the members of those schemes, 
including taper protected members, where no response to the choice 

exercise was received. This is something relevant schemes could consult on 

directly with their stakeholders following the government’s response to this 
consultation. 

 

2.41 While scheme managers could not provide forecasts of exactly what each 

member would receive in the future from either scheme, and could not 

advise members on which was the “best” choice for them, they would be 
able to provide some information on the different benefits available under 

each scheme and to make available tools such as online calculators and 

models for members to use. These tools could allow members to input 

assumptions for variables such as future earnings, prices or earnings 

indexation, expected retirement age, their longevity and possible survivor 

benefits, to see what benefits they might expect to receive from the different 

schemes in each scenario on the basis of those assumptions. Ultimately 

though, these could only be projections based on particular assumptions. 

Question 4: Please set out any comments on our proposed treatment of 

anyone who did not respond to an immediate choice exercise, including those 

who originally had tapered protection. 
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Members would need to take their own decision as to which scheme best 

reflects their personal circumstance and priorities.  

2.42 The examples below show some of the ways in which assumptions an 

individual makes could affect which scheme is ultimately better for them. 

  

2.43 Because legacy and reformed schemes have different accrual rates, for a 

small minority of members their decision to take different benefits for the 

remedy period than they have accrued hitherto could have tax implications. 

This is set out in more detail at Annex B. There is a usual 4-year statutory 

time limit for reassessing tax for previous years. Therefore in cases where a 

Example 1 revisited 
Example 1 considered a nurse who is a member of the NHS Pension Scheme (2015 scheme and 
2008 section), who if they were to retire at age 65 would choose between the following pension 
amounts with respect to the remedy period at retirement: 

 

If the same nurse as set out in example 1, gets promoted twice, receiving an additional 10% salary 
increase at the end of the remedy period and an additional 5% salary increase five years later, their 
choice if retiring at age 65 now becomes, either: 

       or 

 

This means they would likely be better off receiving legacy scheme benefits. Therefore, for this 
hypothetical member a change in future career progression has changed which scheme is expected 
to be more beneficial. 

Reformed scheme: 

£6,040 pa 

Legacy scheme: 

£6,270 pa  

Example 2 revisited 
Example 2 considered a teacher who is a member of the Teachers’ Pension Scheme (Normal 
Pension Age 60 section), who if they were to retire at their State Pension age (67) would choose 
between the following pension amounts with respect to the remedy period at retirement: 

 

 

 

If the same teacher as set out in example 2 chose to retire aged 60 instead, then their final salary 
would be lower and the reformed scheme benefits would be reduced for early retirement. Their 
choice is now: 

 

       or 

 

This means they would likely be better off receiving legacy scheme benefits. Therefore, for this 
hypothetical member a change in retirement age has changed which scheme is expected to be 
more beneficial. 

Reformed scheme: 

£3,490 pa 

(+ £13,020 lump sum) 

Legacy scheme: 

£4,340 pa 

(+ £13,020 lump sum) 
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change in benefits means an individual owes more in tax, they must pay this 

additional tax to HMRC for any years of the remedy period within the current 

tax year and the 4 full tax years preceding the point at which the choice is 

made. But where a change in benefits means an individual is owed money 

because their tax liability is lower, the government will refund the equivalent 

of the excess tax paid with respect to all years of the remedy period. 

Individuals affected will need to reassess their tax positions for each 

individual year of the remedy period. Any changes that impact an 

individual’s tax position within the statutory time limit will need to be 
reported to HMRC. Individuals may also need evidence of their tax position 

for earlier years to help them access the appropriate compensation. 

2.44 The main advantage of an immediate choice is that it should resolve the 

issue within a few years and thereby gives all members clarity over scheme 

membership for the remedy period relatively quickly. Although the choice 

exercise would take some years to implement, members would be clear 

about which scheme they were accruing benefits in during the remedy 

period as soon as their choice was received by the scheme administrator. 

 

Deferred choice underpin (DCU) 
2.45 Under the DCU, eligible members would, in the first instance, be deemed to 

have been accruing benefits in their legacy scheme for the remedy period, 

regardless of whether they originally had transitional protection or not. 

When those members are entitled to receive pension benefits under either 

their legacy or reformed scheme design (e.g. on retirement), they would 

then be offered a choice of which set of benefits they wished to receive for 

the remedy period2. In technical terms, individuals would remain members of 

the legacy scheme, but if they opted for reformed scheme benefits, they 

would be paid those benefits within the legacy scheme, by means of a 

‘statutory underpin’. Because this would be done at the point benefits would 
be payable, the choice would be based on known benefit entitlements 

provided by the two schemes, rather than assumptions about what those 

entitlements might be. This would mean that members should be clearer as 

to what they would get under each option and so could more easily choose 

whichever is better for them. 

2.46 This option would mean that in 2022 eligible members would be returned to 

their legacy scheme for the remedy period in the first instance. It would also 

ensure that those who ultimately are better off in the reformed schemes 

could still access their reformed scheme benefits at the point they are 

entitled to receive those benefits. Asking members to make their decision 

knowing what they could receive from each scheme at the point benefits are 

taken may make their decision easier. However, there would still be some 

uncertainties. For example, it would not be known how long payments will 

be made for, which will be relevant where one scheme provides a higher 

member pension but the other provides a higher survivor pension. 

                                                
2 Although benefits could not be brought into payment under a particular scheme design unless the member had reached the 

Minimum Pension Age for taking benefits under that particular scheme design. 
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2.47 Delaying the decision until the point benefits are payable or awarded in 

other ways does mean that some members would not have certainty over 

which scheme benefits they would receive in relation to service during the 

remedy period, potentially for a considerable period of time. This could be 

mitigated to some extent by the fact that their annual benefit statements 

would reflect both legacy and reformed scheme benefits. However, it would 

also be more complicated for schemes to administer the DCU. They would 

need to capture and retain additional data on entitlements under both 

options and operate this solution over a much longer timeframe, until all 

members in scope (or their dependants) were receiving pensions. These 

administrative and practical complexities are set out in the section on 

“Administration” below and in more detail in Annex A. 

2.48 For annual allowance tax liabilities, only the small minority of individuals with 

sufficient income and/or pension accrual to generate an annual allowance 

charge could be affected. Under the DCU option, there are two points at 

which an individual’s scheme benefits could change. This may trigger an 

adjustment in their annual allowance tax charge, if the individual has 

sufficient pension accrual. More details on this and other potential tax 

charges are set out in Annex B. 

2.49 First, at the end of the remedy period, pension accrual may change when 

members will be deemed to have been members of their legacy scheme for 

the remedy years. For those individuals who were originally protected in 

2015, and consequently have accrued legacy scheme benefits since then, 

their pension benefits are unchanged and therefore no annual allowance 

adjustment will be required. But for unprotected members, being deemed to 

have been members of their legacy scheme will retrospectively alter the 

pension benefits they have accrued over the remedy period.  

2.50 In line with the usual 4-year statutory time limit for reassessing tax, where 

this change in scheme membership means an individual owes more in tax, 

they must pay it for accrual increases arising in the current tax year and the 

previous 4 full tax years. So if scheme members are moved back into their 

legacy schemes on 1 April 2022, they must pay tax owed on accrual 

increases arising since 6 April 2017. But where a decrease in benefits accrued 

means an individual is owed money because their tax liability is lower, the 

government will refund the equivalent of the excess tax paid with respect to 

all years of the remedy period. Individuals affected will need to reassess their 

tax positions for each individual year of the remedy period, and any changes 

within the statutory time limit will need to be reported to HMRC. Individuals 

may also need evidence of their tax position for earlier years to help them 

access the appropriate compensation. 

2.51 Second, at the point when an individual draws their benefits (usually at 

retirement), if they choose to receive reformed scheme benefits rather than 

legacy scheme benefits for the remedy period, this could trigger an annual 

allowance charge. Because of the sudden change in pension accrual at that 

point, the charge triggered is likely to be greater than the annual allowance 

charges that individual would have faced had they accrued the same 

reformed scheme benefits for the remedy period throughout their career. As 

the higher charge is a direct consequence of the way the DCU option has 
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been designed, the government considers that it would be unfair to expect 

individuals to pay the full charge. The government will therefore compensate 

individuals for the difference in their annual allowance charge liability arising 

from the decision to take reformed rather than legacy scheme benefits for 

the remedy period. This will apply to the year in which individuals take their 

pension benefits. 

2.52 While members would have more uncertainty over their scheme 

arrangements for longer, the main advantage of the DCU is that members 

would be able to make their decision with fuller information about what 

they would receive under each scheme. They are therefore less likely to 

choose the scheme that ultimately is not the best one for them. 

 

Administration 
2.53 Both options represent an administrative challenge given the size of 

membership and the number of members who could change schemes. The 

administration of immediate choice would be resource intensive and time 

pressured in the shorter term. For the DCU, considerable work would be 

required in the short term to move many members of the reformed schemes 

back to their legacy schemes; and although the rest of the administrative 

impact of the DCU would be smoothed over decades, that would also mean 

maintaining the new systems for much longer. Therefore, a number of issues 

associated with both options need to be carefully considered. 

2.54 During the period when these changes would have to be implemented, 

schemes will also be dealing with a number of other tasks going beyond the 

more routine but nevertheless important aspects of pensions administration. 

These include preparing for and completing scheme valuations; 

implementation of a long-term solution to Guaranteed Minimum Pension 

equalisation; and the introduction of the pensions dashboard.  

2.55 To deliver the immediate choice option, schemes would have to develop 

online resources including benefit calculators for members to use to inform 

their decision. They would also have to contact around 3 million people and 

process their decisions in a relatively short period of time after 1 April 2022. 

That would include a considerable number of deferred members or members 

who have been awarded pensions in payment since April 2015, most of 

whom will no longer be employed by scheme employers and some of whom 

may be difficult to trace. The requirement to change IT systems, including 

developing software quickly, could increase the risk of error and impact 

delivery. This option is also likely to incur greater administrative costs in the 

short term. 

2.56 The DCU proposal presents slightly different issues; the volume of changes 

needing to be made would be spread over a much greater time period 

(although there would be a need under either option to resolve cases of 

members who have retired or died since April 2015). This means schemes 

would have longer to process the majority of cases and could build software 

to do it for them, minimising the amount of manual work required before 

an automated solution was in place.  
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2.57 The complexities of the DCU, however, are greater. Scheme administrators 

would probably need to run two sets of benefit designs alongside one 

another for over 30 years. Scheme administrators already run several legacy 

schemes alongside the reformed schemes and most members in reformed 

schemes at present also have rights in a legacy scheme that are still linked to 

their current and future earnings. However, under DCU, schemes would be 

calculating benefit accrual over the period from 2015 to 2022 on the basis 

of two benefit designs instead of one. While the overall risk of error might 

be slightly reduced due to the longer timeframe for implementation, it could 

increase in the long term if there were problems in retaining knowledge of 

the special features of benefit design for the 2015-2022 period in future 

decades. 

 

Table 2.A: High level summary of immediate choice & DCU 

The following is a high-level summary of the main features of the two remedy options, but 
which is preferable might also depend on other features as set out in the remainder of the 
consultation document. 

 

 Immediate choice Deferred choice underpin 

Remedy Period • 1 April 2015 – 31 March 2022 • 1 April 2015 – 31 March 2022 

When would members 

make their choice? 

• Irrevocable choice made as 

soon as practicable after 31 

March 2022. 

 

• Irrevocable choice made when 

a pension award becomes 

payable (usually when the 

member retires). 

• Until then, members would be 

deemed to have been in their 

legacy scheme for the remedy 

period. 

What information 

would be provided? 

• Decision based on 

assumptions, for most.  

• Schemes would provide 

information and online 

calculators to assist members 

in forecasting their pension 

entitlement under both 

schemes. 

• Decision based on known 

member entitlements.  

• Schemes would provide direct 

comparisons of actual 

entitlements under both 

schemes. 

Benefits to members • Addresses the issue relatively 

promptly, giving certainty to 

members as to their pension 

arrangements for the remedy 

period. 

• Ensures members can make 

their decision based on actual 

entitlement to benefits rather 

than having to do it based on 

assumptions. 

Potential downsides for 

members 

• Decision based on 

assumptions, so some may 

choose the scheme that does 

not turn out to be most 

beneficial for them. 

• Takes longer to resolve the 

issue so relative uncertainty 

over pension arrangements 

until members retire.  

• Some technical elements may 

be more complex to explain 
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 and resolve – see Annexes A 

and B. 

Tax treatment and 

compensation, where 

relevant 

• A member’s tax position 
would be corrected within the 

statutory time limit to reflect 

their choice of benefits.  

• Where they owe tax, this 

would be recouped for the 4 

tax years before their decision 

point. Where they have 

overpaid tax, the government 

will repay this without a time 

limit. 

• Non-transitionally protected 

members’ tax will be 
corrected, within the statutory 

time limits, in 2022 when they 

are deemed to have been in 

the legacy scheme.  

• Where tax is owed, this would 

be recouped for the 4 tax 

years before an individual’s 
scheme benefits 

change. Where members have 

overpaid tax, the government 

will repay this without a time 

limit.  

• Where a member chooses 

reformed scheme benefits at 

the point of retirement, their 

tax position will be reassessed 

again. Where an AA tax 

charge arises from the choice, 

the scheme will compensate 

members for the charge. 

 

 

Costs 
2.58 The government currently estimates that removing unlawful discrimination 

back to 2015 will cost on average around £2.5 billion for each year of the 

remedy period in additional future pension payments to members of those 

schemes in scope of this consultation. This equates to approximately £17 

billion for the remedy period. This reflects the expected cost of members 

receiving benefits from whichever scheme provides the highest value to them 

for the remedy period. These costs are in addition to those already arising 

from members receiving benefits from the scheme they are currently in. 

These cost estimates are based on 2016 valuation data and assumptions and 

Question 5: Please set out any comments on the proposals set out above for an 

immediate choice exercise. 

Question 6: Please set out any comments on the proposals set out above for a 

deferred choice underpin. 

Question 7: Please set out any comments on the administrative impacts of 
both options 

Question 8: Which option, immediate choice or DCU, is preferable for 
removing the discrimination identified by the Courts, and why? 
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are provided to give a broad indication of the financial impact. Some of the 

methodology and assumptions needed to estimate the costs have been 

refined and updated since previous published estimates. When the costs are 

measured in the valuation and financial accounting processes, they may 

differ from the costs set out above as they are highly dependent on the 

approach and assumptions adopted. 

2.59 The costs of removing the discrimination will feed into future employer 

contribution rates once the 2020 scheme valuations are completed. This 

measure of the costs will be based on the data and assumptions used in the 

2020 valuations and is therefore likely to differ from the costs above. It is 

only one of many factors that could impact employer contribution rates in 

the next valuations.  

2.60 The cost control mechanism introduced as part of the 2015 reforms was 

paused in February 2019 given the uncertainty arising from the Court’s 
judgment. The government has also made announcements on the cost 

control mechanism, and published a separate update.
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Chapter 3 

Future pension provision 

The 2015 schemes 
3.1 The schemes established under the Public Service Pensions Act 2013 and 

introduced on 1 April 2015 were based on the recommendations of the 

Independent Public Service Pensions Commission. They were accepted by the 

majority of trade unions and other member representatives at the time. 

Whilst the Courts have found that transitional protection arrangements 

negotiated as part of their implementation gave rise to unlawful 

discrimination, the objectives and validity of the reformed schemes 

themselves have not changed or been affected. 

3.2 These pension schemes are among the best available in the workplace: 

backed by the taxpayer; index-linked; and offering guaranteed benefits on 

retirement. They compare very favourably to the typical scheme in the private 

sector. The government believes that these schemes represent appropriate 

pension provision for public service workers.  

 

Scheme design 
3.3 The move from final salary to career average design – a key recommendation 

of the Commission – has created a fairer system. Those with very 

considerable increases in their earnings over their career are no longer likely 

to be relatively favoured compared with their colleagues who did not enjoy 

such advantages. Indeed, as has become clear in the Tribunal process, many 

hundreds of thousands of members are likely to be better off in the 

reformed schemes than they would have been in the legacy schemes. 

Reversing the reforms for the future would make these members worse off. 

 

Longer working lives 
3.4 As life expectancy has increased since the introduction of the legacy 

schemes, people should expect to have longer working lives. Most of the 

reformed schemes have a Normal Pension Age (NPA) linked to the member’s 
State Pension age (the age at which a State Pension can be received). There 

are exceptions for the armed forces, the police and firefighters, where the 

NPA is set at 60 for those retiring from active service. Scheme members can 

choose to retire at a younger age than their NPA, as long as they have 

reached their Minimum Pension Age and their pension is adjusted to allow 
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for payment before NPA. They can also choose to work beyond their NPA 

and receive a bigger pension. 

 

Controlling costs 
3.5 For Great Britain, the total annual cost of paying out unfunded public service 

pension scheme benefits stood at £41.8 billion in 2018-19. Most of this cost 

is met by the taxpayer.  

3.6 It is important that these costs are kept under control, to ensure the schemes 

are affordable and sustainable for the long-term. The introduction of 

reformed schemes with career average design, and Normal Pension Ages 

linked to State Pension age for most schemes, were important steps to 

protect against unsustainable increases in costs. 

 

Closing the legacy schemes for all members and 
equalising future treatment  
3.7 The government believes that the reformed schemes introduced in 2015 

provide an appropriate level of pension provision. Public servants who first 

joined after 31 March 2012 are already members of such schemes. The 

government proposes to place all active members who joined before 1 April 

2012, who are not already members of reformed schemes, into their 

respective reformed schemes from 1 April 2022, ensuring the equal 

treatment of all members. This means bringing forward primary legislation 

to remove the transitional protection provisions and close legacy schemes 

completely for future service, for all members, from 1 April 2022. This would 

ensure that all active members are treated equally in respect of the pension 

scheme designs offered for future service and are all in the reformed 

schemes from this date. It would be unfair for some members, and not 

others, to be in the legacy scheme beyond this date. 

3.8 The final salary link for members with prior service in final salary schemes 

would be retained; meaning for these members, benefits relating to 

membership of legacy final salary schemes would be based on pensionable 

pay on or near their retirement and not at the point they move to a 

reformed scheme. 

3.9 The government proposes to close the legacy schemes on 31 March 2022, 

and from 1 April 2022, all those in service would become members of the 

reformed schemes. 2022 is the earliest point at which the necessary primary 

legislation and administrative arrangements to implement these changes are 

likely to be in place. 1 April is the normal date on which pensions changes 

are implemented. 

3.10 Changes to public service pension schemes have been introduced on the first 

day of the financial year for many decades. Introducing changes at the start 

of the financial year means that pension benefits are aligned with scheme 

accounting years and actuarial valuation periods. Taking 1 April 2022 as the 

date allows sufficient time for government to consult on the proposals and, 

subject to decisions taken following the consultation, introduce the 
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necessary legislation. Members of the legacy schemes will have more than 

20 months' notice of the government’s plans and will be able to participate 
in the reformed schemes in relation to any eligible employment from 1 April 

2022 onwards.   

3.11 In introducing the reformed schemes in 2015, it was never the intention that 

the legacy schemes would continue for a long period of time. Parliament 

passed legislation such that no benefits would be provided under the legacy 

schemes in relation to employment after 1 April 2015, but allowed for 

exceptions to be made. The government intended for the exceptions made in 

scheme regulations to be short term in their nature, because they were 

applied only to members who were within 10 years of their NPA under the 

legacy schemes, and the majority of these members are expected to have 

retired already or to do so in the coming years. The Courts found that these 

exceptions gave rise to unlawful discrimination and this consultation sets out 

proposals to address this by allowing all members who were in service on 31 

March 2012 and have relevant service after 1 April 2015 (around 3 million 

individuals), to choose to be members of the legacy schemes for the remedy 

period. Some of this group could be expected to remain in pensionable 

employment for decades, long after it was envisaged that the legacy 

schemes would be closed and at additional cost to the taxpayer. 

3.12 By 1 April 2022, all members who were offered transitional protection from 

2015 will in fact have reached their NPA in their legacy scheme. However, if 

such members decided to work beyond their legacy scheme NPA, they would 

then accrue benefits in their respective reformed scheme from 1 April 2022. 

To the extent that this change has an impact on such a member’s pension it 
may be beneficial, for example due to higher accrual rates in the reformed 

schemes.  

 

Question 9: Does the proposal to close legacy schemes and move all active 
members who are not already in the reformed schemes into their respective 
reformed scheme from 1 April 2022 ensure equal treatment from that date 
onwards?   
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Annex A 

Technical details 

Revisiting past cases  
A.1 Many members who were in service for a part of the remedy period will have 

since retired and currently be in receipt of a pension. Such members would 

also be given a choice of benefits between the legacy and reformed schemes 

with respect to the remedy period. The member would make a retrospective 

choice whether to receive benefits from the legacy or reformed scheme with 

respect to their service after 1 April 2015. This would mean that: 

• a member who was originally eligible for transitional protection could 

instead choose to receive reformed scheme benefits 

• a member originally eligible for tapered protection would be required 

to make a choice between legacy scheme and reformed scheme 

benefits 

• a member who was originally not eligible for any form of protection 

could instead choose to receive legacy scheme benefits 

A.2 If an actuarial adjustment was required with regards to the pension that a 

member could alternatively choose, then the actuarial factors in force at the 

date of their retirement would be used. This would ensure that the pension 

was retrospectively corrected to the same level it would have been if the 

member had had access to it at retirement. Such an adjustment might reflect 

a reduction if the member retired before the relevant Normal Pension Age, 

or an uplift if they retired after. 

A.3 There are various issues and options that apply to the potential changes to 

pension commencement lump sums: 

• for example, where a member’s benefits retrospectively change, they 

could be permitted to revisit the lump sum commutation decision they 

made at retirement. This would allow members to commute some of 

the additional pension they were now receiving; or in the event that 

they received an increased automatic lump sum under a legacy scheme 

design, they might wish to reduce the level of any optional 

commutation. This would be subject to any limits required by schemes’ 
rules and pensions tax law regarding the maximum allowance, and 

time allowed for payment, for pension commencement lump sum 

• alternatively, where a member’s benefits retrospectively changed, they 

could be prevented from reducing the cash lump sum already received 

at retirement. For members in this position the reformed scheme 
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pension, if chosen, would be adjusted to allow for an amount of 

commutation (on the usual terms) at least equal to any automatic 

lump sum given up on account of the change to a previous legacy 

scheme award (plus any previous optional commutation) 

A.4 Any decision made by an existing pensioner would retrospectively apply back 

to the date of retirement and the member would forego the right to the 

benefits payable from the member’s original scheme with respect to the 
remedy period, where relevant. Any back-payments now owed to the 

member would be paid in a single cash payment with interest applied. 

A.5 There might be situations in which a member chose a lower level of benefit 

than originally received. For example, they might have foregone their 

reformed scheme benefits for legacy scheme benefits in order to receive a 

higher lump sum, despite receiving a lower level of ongoing pension. Or, 

alternatively, the reverse situation might occur, whereby a member opted for 

a higher level of ongoing pension and a lower lump sum. Where a member 

made a choice that resulted in a lower level of benefit, then any 

overpayments would need to be repaid by the member in order to access 

their revised benefits. If such a member received an increased pension 

commencement lump sum, then it is proposed that this would be reduced 

by any pension overpayments owed. In other cases, the member would be 

given the opportunity to repay any overpayments upfront, or over time. This 

will be made clear to the member when they are making their choice. 

Interest would apply in all these scenarios. 

A.6 If the benefits a member has received change, then tax adjustments may be 

required. In these cases, the tax rules will apply to the facts of an individual’s 
updated situation. In broad terms this means if income goes up, more tax 

may be owed, but if income goes down, then the individual may be owed a 

tax refund. Where tax is owed by the member, it would not be collected for 

periods beyond the usual statutory 4-year time limit. 

 

Question 10: Please set out any comments on our proposed method of 

revisiting past cases. 

 

Member contributions 
A.7 Some schemes, primarily the police and firefighters’ schemes, have different 

levels of member contributions, or different ways of calculating member 

contributions, between the legacy and reformed schemes. This means that if 

members choose to move from one scheme to another in accordance with 

the proposals set out above, there would need to be a ‘balancing payment’ 
(or ‘balancing refund’) in respect of their contributions to ensure the right 

level of contributions have been paid for the scheme benefits the member 

chose.  
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A.8 Under the immediate choice option, information in relation to such 

payments/refunds would be provided to the member when making their 

decision shortly after 2022. Where a member owed contributions, they 

would be given the option to pay these upfront or over time. If the member 

had overpaid for the scheme they chose to be in, they would receive a 

taxable cash refund. Interest could be applied in both scenarios (see 

paragraphs A.63– A.65 below for more on interest). 

A.9 Under the DCU option, differences in employee contribution rates across 

schemes might be more complicated to rectify than under immediate choice, 

as it may not be known in the short term which set of benefits will ultimately 

be chosen. To address this, the government would propose to adopt a two-

stage approach. The first stage would occur shortly after the end of the 

remedy period and would involve retrospectively imposing a charge on all 

members by reference to their legacy scheme contributions. The second 

stage would then be at the point a member made their deferred choice (e.g. 

at retirement), where if reformed scheme benefits are chosen, the 

contributions that would have been due under the reformed scheme in the 

remedy period would be charged, again retrospectively. 

A.10 Whilst such an approach may result in some members’ contributions being 
amended twice, it ensures the correct level of contributions are ultimately 

charged for the set of benefits received, while treating members consistently 

at the earliest opportunity. 

A.11 Due to the nature of the employee contribution rates in the schemes for 

police and firefighters, either refunds or additional payments might be due 

at either stage, depending on the relevant legacy scheme. Stage one would 

only affect members who did not receive full transitional protection. 

Typically, it would result in refunds where the member joined the legacy 

scheme after 6 April 20061,  with additional contributions being due if they 

joined before this date. Stage two would then impact members who chose 

reformed scheme benefits, and would generally result in additional 

contributions being due where the member joined the legacy scheme after 6 

April 2006 and refunds if they joined before this date. 

A.12 At both stages, where a member owed contributions, they would be given 

the opportunity to pay these upfront, or over time through a repayment plan 

agreed with the scheme. If the member was due a refund this would be 

provided as cash. Interest could be applied in both scenarios (see paragraphs 

A.63 – A.65 below for more on interest).  

A.13 Adjustments to contributions, both at the end of the remedy period and at 

the point at which an individual receives their pension benefits, may result in 

tax adjustments. Further details are set out in Annex B.  

 

                                                
1 6 April 2006 being the date on which new police and firefighters’ schemes were introduced, replacing the 1987 and 1992 

schemes respectively. 
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Question 11: Please provide any comments on the proposals set out above to 

ensure that correct member contributions are paid, in schemes where they 

differ between legacy and reformed schemes. 

 

Voluntary member contributions 
A.14 All legacy and reformed schemes contain provisions, often differing, 

allowing members to make additional contributions to enhance their 

pension benefits. In older legacy schemes these had been added years (AY), 

but from around 2007 onwards this gradually changed to added pension 

(AP)2. The main difference between AY and AP is that the former provides a 

pension amount that increases in line with the member’s salary whilst in 
active service, whereas AP increases in line with inflation. In the reformed 

schemes covered by this consultation, AP is a feature of these schemes, as is 

faster accrual. All of these additional benefits increase a member’s pension 
and the government’s general approach means that it would be necessary to 

ensure the value of these benefits are reflected in the choice given to the 

member. 

A.15 Under both immediate choice and deferred choice underpin options all 

additional benefits purchased via voluntary member contributions in the 

remedy period could be converted to an equivalent value of AP in the 

scheme that the member is not currently in. This equivalent value of AP 

would only be added to the member’s pension where they chose to join the 
alternative scheme design for the remedy period. If a member’s original 
scheme design was chosen, then they would keep the additional benefit 

originally purchased. Some legacy schemes’ regulations and administrative 
processes may need to be updated in order to provide for an AP facility.  

A.16 There is an overall limit on the total amount of AP that can be purchased per 

member. This varies between schemes and between scheme designs. Where 

the relevant limit was exceeded (possibly retrospectively) solely as a result of 

proposals to remedy the discrimination found in McCloud, then the 

government proposes that such breaches would be ignored.  

A.17 Some of the reformed schemes also include an option to buy-out some or all 

of the reduction to pension if benefits are taken before NPA. This is known 

as Effective Pension Age (EPA) in the reformed scheme for civil servants 

(Alpha), Early Retirement Reduction Buy Out (ERRBO) in the reformed NHS 

pension scheme and Buy Out in the reformed Teachers’ pension scheme.  

A.18 Because of the nature of EPA and ERRBO-type arrangements, which are 

clearly related to the reformed scheme benefit design with a higher NPA, it 

would not be possible to convert it into an equivalent value of AP in the 

legacy scheme. Members who are returned to the legacy scheme for the 

remedy period (under either IC or DCU) would therefore receive a refund of 

their contributions to such arrangements. A refund would void the EPA or 

                                                
2 The schemes for health service workers and teachers describe added pension as additional pension – the terms are 

interchangeable. 
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ERRBO benefit even if reformed scheme benefits were ultimately chosen. 

Some workforces have agreements in place with employers to share the cost 

of EPA and ERRBO. In such situations, when receiving a refund, members 

would only be offered the full value of their own contributions, as they 

would no longer be providing for the early pension age for which they were 

specifically intended. Any refund of EPA or ERRBO voluntary member 

contributions would be taxable in the usual way. A refund would not be 

available for any other forms of voluntary member contribution. If a member 

later returns to the reformed scheme, the option to make additional 

contributions towards ERRBO/EPA will be open to them.   

A.19 It is the government’s intention that the tax position in general for voluntary 

contributions, which will have usually received tax relief, should reflect an 

individual’s updated situation in the usual way. 

A.20 Most public service schemes3 also have separate money purchase (additional 

voluntary contribution) (MPAVC) schemes alongside the main scheme. 

MPAVC schemes permit members to pay additional contributions to build up 

a separate defined contribution pension pot with an external provider. These 

schemes are outside the scope of this consultation as they are unaffected by 

the litigation. 

 

Question 12: Please provide any comments on the proposed treatment of 

voluntary member contributions that individuals have already made. 

 

 

Annual benefit statements 
A.21 Section 14 of the Public Service Pensions Act 2013 introduced a requirement 

for schemes to provide benefit information statements to active scheme 

members annually from 2015. These are more commonly known as “annual 
benefit statements” (ABSs). The detail of what an ABS must include are set 
out in Treasury directions (including information about legacy and reformed 

scheme benefits). ABSs also include other information provided for in 

legislation introduced by the Department for Work and Pensions (DWP)4 

which applies to all pension schemes. 

A.22 ABSs currently include details of two sets of benefits for members who 

moved from the legacy to the reformed schemes5 (covering the periods to 

31 March 2015 and from 1 April 2015 respectively). If the government 

decides, as a result of this consultation, to pursue the immediate choice 

option then no changes to ABS contents would be required until after a 

                                                
3 With the exception of schemes for firefighters and armed forces personnel. 

4 The Occupational and Personal Pensions (Disclosure of Information) Regulations 2013 

http://www.legislation.gov.uk/uksi/2013/2734/contents/made 

5 This is to reflect the final salary link for the benefits earned under legacy schemes for those members moved to the reformed 

schemes in April 2015. 
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member had exercised their choice. That would avoid any confusion for the 

member ahead of making their immediate choice. 

A.23 Under the DCU option, scheme administrators would be required to produce 

ABSs containing information on remedy period benefits under both the 

reformed and legacy scheme designs (as well as legacy scheme benefits for 

years of service before 2015; and reformed scheme benefits after 2022). This 

may require significant system changes and take some years to implement 

and test. It would also be complex for members, so careful consideration 

would be needed to ensure the content was as clear as possible.  

A.24 Members who are or may be subject to an annual allowance charge would 

require an accurate pension savings statement, setting out the value of their 

pension growth under the legacy and reformed scheme designs for the 

remedy period from an early stage. Schemes currently write each year to 

members who may be subject to an annual allowance charge based on their 

accrual in the scheme in question, to prompt them to consider their tax 

affairs. There are complexities related to a deferred choice underpin for this 

group of scheme members; these are set out more fully in Annex B. 

 

Question 13: Please set out any comments on our proposed treatment of 
annual benefit statements. 

 

Ill health retirement (IHR) 
A.25 There are several categories of IHR cases, which include: 

• members who had transitional protection and were accepted for IHR 

pension under their legacy scheme during the remedy period  

• members who had transitional protection and were rejected or not 

considered for IHR pension under their legacy scheme during the 

remedy period, including because they were over their legacy scheme 

NPA 

• members who did not have transitional protection and were accepted 

for IHR pension under their reformed scheme – these cases may need 

to be reconsidered under legacy scheme IHR rules which are likely to 

differ 

• members who did not have transitional protection and were rejected 

for IHR pension under their reformed scheme – these cases may need 

to be reconsidered under legacy scheme IHR rules which are likely to 

differ  

A.26 Any member who was refused an IHR pension in one scheme may be eligible 

for IHR in their alternative scheme. This is a result of differing scheme rules 

and eligibility requirements. In particular, the later pension age in the 

reformed schemes may have led to some members being refused IHR 
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because medical advisers deemed the member able to recover and return to 

work in the extended time period to the later pension age. Conversely, the 

later pension age also means that IHR – where granted under the reformed 

scheme – can be more valuable because the enhancements in respect of 

potential lost service are calculated to a later age in the reformed schemes. 

IHR cases involve members, employers, medical assessors and scheme 

administrators. Therefore, in order to reconsider a case, member consent 

would be required because of the likely need to share medical records and 

evidence.  

A.27 A member in scope who had already retired on ill health grounds would be 

able to retrospectively choose the benefits in the alternative scheme if they 

wished. However, whether their alternative choice of benefit would also be 

an IHR benefit would depend on whether they would be accepted for IHR 

pension in the alternative scheme. For example, a member who was 

accepted for IHR pension in the legacy scheme would not automatically be 

accepted under the reformed scheme due to the later NPA, as mentioned 

above. If such a member was refused retirement on ill health grounds in the 

alternative scheme, their choice would be between their existing ill health 

benefit and the other pension benefit that would have been payable (at the 

age they retired) from the alternative scheme. This could be an actuarially 

reduced pension, or a deferred pension if the member is below their 

minimum pension age. Member consent might also be required in this 

situation, if medical advisers needed to revisit their assessment. 

A.28 As with any cases involving post-award adjustments to benefits, there may 

be tax implications. In these cases, the tax rules will apply to the facts of an 

individual’s updated situation. In broad terms this means if income goes up, 

more tax may be owed, but if income goes down, then the individual may 

be owed a tax refund. Where tax is owed by the member, it would not be 

collected for periods beyond the usual statutory 4-year time limit.  

A.29 There may also need to be consideration of how state income-related 

welfare benefits should be treated when these have already been assessed 

and paid on the basis of the previous pension award already in payment. 

However, this applies to revised benefit awards of all types, not just those 

paid in relation to IHR. 

A.30 As set out in paragraph 2.24 above, the government will work with schemes 

to seek to offer reformed scheme members undergoing IHR a choice of 

legacy or reformed scheme benefits at retirement, where this is 

administratively possible.   

 

Question 14: Please set out any comments on our proposed treatment of 

cases involving ill-health retirement. 
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Cases where members have died since 1 April 2015 
A.31 There will be a number of different circumstances in which members within 

scope of the remedy may have died since 1 April 2015. These will include 

members in active service; deferred members and pensioners, including 

those who had received payments related to serious ill health conditions (life 

limiting illnesses) or who retired due to ill health. 

A.32 Such cases will need to be handled sensitively. Cases will need to be revisited 

to ensure that any increase to benefits arising from these changes due either 

to the member before their death, or their survivors, or to the member or 

their survivors’ estates, can be paid. Where possible, these cases would be 
prioritised given the obvious need for grieving families to resolve financial 

matters relating to their loved one in as timely a manner as possible. 

A.33 There are options around how these cases could be dealt with, which largely 

would not differ under DCU or immediate choice. Where any increase in 

benefits was due, schemes could notify the individual who received any 

death lump sum payment (if that were a nominee, rather than the member’s 
estate), survivors in receipt of ongoing pension payments, or a late member’s 
legal personal representative (where no survivor pensions were in payment), 

and arrange to make the higher payment(s). These payments could relate to 

a pension the member was in receipt of before their death, to a death lump 

sum, or to any survivor pensions in payment. Alternatively, schemes could 

adopt a more complex approach and present survivors with the choice 

between two packages of benefits. This would be similar to the choice that 

the member would have been given had they still been alive; setting out the 

consequences of such a choice on payments already made to the member 

and/or their estate/survivors. The rationale behind offering such a choice 

stems from the fact that the reformed scheme may offer benefits not 

available in the legacy scheme; such as survivor pensions for unmarried 

partners. 

A.34 There are potential complications in cases where dependent children are in 

receipt of survivor pensions, but there is no adult survivor’s pension in 
payment to the person responsible for the child or children. This could 

include situations in which there was an adult survivor’s pension in payment 
to someone who was not the guardian of the dependent children.  

A.35 Legacy schemes generally include provision for spouses and civil partner’s 
pensions, but some did not provide for unmarried partner’s pensions (and 
even when they did, they might not cover all past service). This means that 

the choice between a legacy and reformed scheme could have significant 

implications for the pensions of any dependent children, as well as any 

surviving unmarried partner. Where a member of a legacy scheme was 

unmarried but had a partner who would qualify for a survivor pension under 

the reformed scheme, and that adult survivor pension was put into payment, 

it could impact the value of the pension or pensions paid to the dependent 

child or children.  
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A.36 In such a situation, where the child and the adult newly receiving a survivor 

pension (or receiving an altered survivor pension which could also affect the 

child’s pension) were not part of the same household, we would not 

propose to reduce any dependent child’s pension. This is because of the 

potential financial impact of doing so on the child – and their parent or 

guardian’s lack of control over the decision affecting the child’s pension 
payment. 

A.37 If, however, dependent children were part of the same household as the 

person receiving the survivor’s pension then the usual rules limiting the 

combined total of survivor and children’s pensions would apply. 

A.38 An argument against permitting this kind of choice between a legacy 

scheme without unmarried partner benefits and a reformed scheme with 

such benefits could potentially be made in some schemes, where members 

have previously been given the option to move from a legacy scheme to 

another pre-2015 scheme which did offer survivor benefits to unmarried 

partners. Where a member has previously chosen to remain a member of a 

specific legacy scheme, there may be a question as to whether that choice 

should be respected and retained, particularly where the member had been 

with the unmarried partner at the time the earlier option was exercised. 

A.39 In cases where a deceased member (with no dependent children) was not in 

receipt of transitional protection there may be an unmarried partner pension 

in payment from the reformed scheme, which would not be payable from 

the legacy scheme. Presenting the surviving partner with a “choice” would 
seem pointless, since they may be choosing between continuing to receive a 

pension and receiving nothing. In such cases, it is therefore proposed that 

where no higher pension payment would be due to the survivor or to the 

deceased’s estate, no contact should be made with the relevant parties. 

A.40 It is acknowledged that any reopening of a late member’s estate once 
probate has been sought and granted in applicable cases, and any 

inheritance or other tax charges paid, is likely to be unwelcome and 

potentially distressing. Also, discretionary death lump sums paid to a 

nominee generally do not count towards the value of an estate, and 

discretionary death lump sums paid to an estate generally do not count for 

inheritance tax purposes. However, if there were arrears of continuing 

pension payable in respect of the deceased member those would be part of 

the estate. Any increase to a lump sum paid to a nominee, or to a survivor 

pension in payment might impact the individual’s personal tax position; or 
their entitlement to any income-related state benefits in payment. 

A.41 Any tax charges triggered solely as a result of payments related to McCloud 

remedy would not fall to the member or their survivors. Also, any additional 

out of pocket expenses incurred (for example, as a result of the reopening of 

a probate application) would be reimbursed where evidence of these was 

provided to the relevant scheme. 

A.42 The government is working with schemes to consider how to prioritise cases 

where there is a need to do so. 
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Question 15: Please set out any comments on our proposed treatment of 

cases where members have died since 1 April 2015. 

 

Contingent decisions 
A.43 These include decisions that individuals took as a result of the (actual or 

perceived) implications of the introduction of the reformed schemes. These 

could include members choosing to opt out of the reformed schemes for 

various reasons, which will differ between individuals.  

A.44 Where members wished to argue that they would have taken a different 

course of action had they known that continued membership of their legacy 

scheme during the remedy period was an option, then schemes would 

consider representations on a case-by-case basis. Unwinding some of these 

contingent decisions would involve complex calculations, would be likely to 

require evidence from the member and possibly also their employer, and tax 

adjustments may also need to be made. 

A.45 If, under either IC or DCU, members wished to be treated as accruing 

benefits in their legacy scheme in relation to service in the remedy period, 

then payment of the correct employee and employer contributions would be 

required retrospectively, with appropriate interest, before the individual 

would be deemed to be eligible for remedy. Tax adjustments may also need 

to be made (see Annex B for more detail). 

A.46 Where a period of more than 5 years had elapsed since a member opted out 

of a final salary legacy scheme, they would usually lose their right to the 

“final salary link” (FSL) provided for by section 20 of the Public Service 
Pensions Act 2013. The FSL allows members in the reformed schemes with 

final salary legacy scheme service to have those benefits calculated in line 

with their final salary when they retire (or otherwise leave the reformed 

scheme), rather than when they left the legacy scheme. 

A.47 Where a member, and their employer, paid contributions owed for the 

relevant period then any FSL would be restored.  

 

Question 16: Please set out any comments on our proposed treatment of 

individuals who would have acted differently had it not been for the 

discrimination identified by the Court. 
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Voluntary pension transfers (public sector transfer 
club and non-club) 
A.48 All the schemes covered by this consultation are members of the Public 

Sector Transfer Club. The Club is an arrangement that facilitates the mobility 

of employment within the public sector by enabling employees to avoid the 

reduction in the value of their accrued pension that could otherwise occur as 

a result of changing employment. Final salary pension transferees are 

awarded a service credit that maintains the member’s final salary link for the 
pension accrued in their previous service. CARE transferees are awarded a 

pension credit that continues the rate of in-service revaluation that was 

provided in the member’s legacy scheme. 

A.49 The intention of the Club is that a member should not lose out as a result of 

changing employment within the public sector.  Equally, the member should 

not receive benefits that are higher in value than if they had not changed 

employment. 

A.50 If a member transferred under the Club before having made a choice 

between legacy and reformed benefits (as would be the case under DCU, or 

under IC where the member transferred before that was implemented), then 

one option would be to bring forward that choice to the date of transfer so 

that only one set of scheme benefits for the remedy period needs to be 

considered for the transfer. This would simplify the Club administration as 

the scheme receiving the transfer would avoid having to maintain dual 

records of two transfer credits. However, this effectively means that the 

transferring member, even under the DCU option, is required to make an 

immediate choice at the point of transfer.  

A.51 There would, however, still need to be some retrospective application of this 

approach to cover transfers that had already been made. This would be 

more complex where a member had moved schemes multiple times.  

A.52 In addition, if the transfer took place before the end of the remedy period, 

the member would potentially have a further choice of benefits in their new 

employment if the scheme to which they had transferred was also covered 

by remedy. This could increase the complexity of the transfer administration 

and the choice that the member faced.   

A.53 This would be simplified by giving the member a single choice that covered 

their pension accrued in their old and new employment. A single choice is 

also closer to the situation of a member who did not change employment.   

A.54 In certain situations, a transferring member might be at an advantage if they 

could make two choices. For example, if they received a pay rise on 

promotion when they changed employment, they might be able to receive a 

higher pension than if they had not changed employment, by selecting final 

salary benefits for their old employment and CARE for their new 

employment. 

A.55 When transferring to a scheme within the Club, which is not affected by the 

McCloud and Sargeant judgment then members would be required to make 
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their choice at point of transfer in any case. Such schemes do not generally 

offer CARE benefits6, therefore this choice is likely to be between either final 

salary benefits within the Club or transferring CARE benefits outside of the 

Club (or retaining them as a deferred benefit if the scheme doesn't accept 

non-Club transfers). 

A.56 Under the DCU, or before an immediate choice was implemented, if a 

member opted to transfer their benefits outside of the Public Sector Transfer 

Club it is not expected that they would by then have made a choice between 

legacy and reformed scheme benefits for the remedy period. In such a 

situation the scheme would calculate two Cash Equivalent Transfer Values, 

one on each set of benefits, and pay across the highest of the two values.  

 

Question 17: If the DCU is taken forward, should the deferred choice be 

brought forward to the date of transfer for Club transfers? 

Question 18: Where the receiving Club scheme is one of those schemes in 

scope, should members then receive a choice in each scheme or a single 

choice that covers both schemes? 

 

How should transfers to and from the LGPS be 
treated? 
A.57 The Local Government Pension Scheme in England and Wales is not in the 

scope of this consultation document. Its transitional protection takes the 

form of an underpin7. The difference between the LGPS underpin and the 

choice being considered for other schemes in scope means that options for 

transfers between the LGPS and other schemes would be administered 

differently. This could be more complex for transfers taking place during the 

remedy period if the benefit type awarded in old and new employment were 

to be linked. This would be exacerbated if members did not make their 

choice at the point of transfer. The Ministry of Housing, Communities and 

Local Government will consult on more detailed proposals on the LGPS 

underpin, and the proposed approach to transfers to/from the LGPS, in due 

course. 

 

Divorce cases 
A.58 Usually schemes calculate a cash equivalent transfer value (CETV) when 

requested for court proceedings in cases of divorce (marriage) or dissolution 

(civil partnership). Depending on the outcome of the divorce proceedings, 

schemes may create a pension account for the member’s ex-spouse (who 

                                                
6 Except for public service schemes based in the Channel Islands. 

7 The underpin provides for a calculation of better of Final Salary or CARE terms for service before the date the new scheme began 

(depending on meeting certain criteria).  
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becomes a “pension credit member” of the scheme; the scheme member 

becomes a “pension debit member”).  

A.59 Alternatively, if an “earmarking order8” or “attachment order” is in place, the 
ex-spouse or civil partner does not become a member of the scheme but is 

instead entitled to a proportion of the pension when it comes into payment. 

In such cases, the ex-spouse or civil partner’s pension amount will result 
from the choice exercised by the scheme member as to which scheme they 

would prefer for the remedy period. 

A.60 Any cases where a CETV has already been issued or which need a CETV 

before government decides which remedy option to implement, and before 

that remedy is legally effective, might well be subject to change. It is 

acknowledged that this is undesirable, and that it might affect decisions 

about the sharing and proportioning of assets in cases not yet settled.  

A.61 However, Pension Sharing Orders specifying a percentage rather than a cash 

amount9 to be awarded to the member’s ex-spouse or civil partner would 

permit adjustments to the pension credit (and debit) member’s pension 
amount to reflect remedy, at the relevant point in time.  

A.62 Any immediate or deferred choice would be exercised by the scheme 

member (pension debit member), not the ex-spouse or civil partner (pension 

credit member), on the basis that the scheme member has been subjected to 

the discrimination so far identified by the Court. This is subject to any Order 

from the courts directing otherwise. The pension credit member will be 

awarded the percentage (as specified by the courts) of the higher CETV due 

under remedy; this will not be changed to reflect any choice the scheme 

member (pension debit member) makes, which would result in a lower 

pension amount.  

Question 19: Please set out any comments on our proposed treatment of 

divorce cases. 

 

Interest of under- or over-payments and refunds 
A.63 There is no consistent approach to interest across public service schemes. 

Some scheme regulations contain provisions relating to interest, some do 

not. In the latter schemes, interest is decided on a case-by-case basis. Across 

all schemes interest is sometimes provided for in decisions from the Pensions 

Ombudsman or higher courts. Given the likely need (under both immediate 

choice or DCU) for retrospective adjustments to pensions in payment (or 

formerly in payment), to lump sums, to employee contributions and because 

members might be able to choose refunds of contributions – sometimes 

many years after a payment was originally made – it is acknowledged that it 

                                                
8 Earmarking orders are now only available in Scotland. In England, Wales and Northern Ireland earmarking orders were replaced by 

Pension Sharing Orders or pension attachment orders from the late 1990s. 

9 PSOs in England and Wales usually specify percentages; whereas in Scotland they can either specify a percentage or a cash 

amount. 
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would be necessary to pay interest where the scheme was paying amounts 

of money to the member. 

A.64 The government will need to decide whether it is appropriate to charge 

interest where the member owed a debt to the scheme. In a case where 

employee contribution rates differ between legacy and reformed schemes, 

and a choice made under the DCU perhaps 30 years from now means that a 

member paid employee contributions at the ‘wrong’ (lower) rate during the 
remedy period, there is a question as to whether the member should be 

charged a rate of interest on the contributions owed. Theoretically the 

member who owed employee contributions could have invested the 

additional money needed for those contributions over time and earned 

interest on that investment; or spent it on items that they might otherwise 

not have been able to afford. 

A.65 In relation to appropriate rates of interest, one option is to set consistent 

rates across all schemes. These could be contained in scheme regulations to 

ensure consistency and transparency. As an example, in the Teachers’ 
Pension Scheme (TPS) the regulations set out that interest paid on late 

payment of benefits is based on the Bank of England base rate at the time 

the late payment is made. Where the member has been overpaid benefits, 

and therefore owes the scheme, the TPS charges interest at the discount rate 

used for the scheme’s actuarial valuation plus CPI.  

 

Question 20: Should interest be charged on amounts owed to schemes (such 

as member contributions) by members? If so, what rate would be 

appropriate? 

Question 21: Should interest be paid on amounts owed to members by 

schemes? If so, what rate would be appropriate? 

Question 22: If interest is applied, should existing scheme interest rates be 

used (where they exist), or would a single, consistent rate across schemes be 

more appropriate?  

 

Abatement  
A.66 Abatement is the reduction or suspension of a pension in payment in the 

event of re-employment. Where abatement applies, and the post-retirement 

pension plus relevant earnings on re-employment exceed pre-retirement 

salary, any excess will usually be deducted (abated) from the pension in 

payment.  

A.67 Provisions providing for abatement of pensions on re-employment exist in 

some older legacy schemes, but do not always apply to all pensions in 

payment; and in some legacy schemes usually only to some of those taken 

before Normal Pension Age. Abatement usually only applies to pensioners 

re-employed in the same sector (intra-service abatement). However, where 
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there isn’t fair and open competition before a pensioner is re-employed in 

another area of the public sector (inter-service abatement), pension or pay 

might be abated. 

A.68 Where the DCU or immediate choice resulted in a retrospective increase to a 

pension, which might mean that a pensioner’s income from pension plus 
their earnings exceeded their pre-retirement earnings for the first time or by 

a greater amount, then abatement would not apply or would not be 

increased retrospectively. 

A.69 Where abatement applies in the legacy scheme, and a pension award 

already taken had been abated, but the member chose to move to the 

reformed scheme for the remedy period, the abatement calculation would 

need to be reviewed and adjusted as necessary from 1 April 2015 or the 

date the pension was awarded, if later. In some other cases, a reduction in 

legacy scheme pension (because service during the remedy period was 

instead treated as earned under the reformed scheme) might mean that a 

remaining legacy benefit entitlement was no longer abated.  

A.70 Benefits earned in reformed schemes are not subject to abatement. 

 

Question 23: Please set out any comments on our proposed treatment of 

abatement. 
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Annex B 

Pensions tax relief: implications of 
the options to remove unlawful 
discrimination 

 

B.1 Most active members will not experience any changes to their tax liability as 

a result of the measures to remove the discrimination outlined in Chapter 2. 

However, a small minority may experience tax impacts, either as a result of 

changes to employee pension contribution rates, or changes to pension 

accrual causing them to exceed limits on pensions tax relief. These impacts 

could be either positive (individuals will be able to reclaim any overpaid tax) 

or negative (for example where higher pension accrual means higher tax 

charges for exceeding pensions tax relief limits). 

B.2 This annex sets out how different aspects of the pensions tax regime 

operate, and what the implications may be for the small minority of 

members who are affected. Those implications differ under the immediate 

choice and deferred choice underpin (DCU) options, so this annex sets out 

how the tax system will apply to each option separately, after a brief 

overview of the key elements of pensions tax relief.  

 

Pensions tax relief: tax relief on contributions, the 
annual allowance and the lifetime allowance 
B.3 Contributions to registered pension schemes receive tax relief at an 

individual’s marginal rate. The majority of public service pension schemes are 
registered for tax purposes1. This tax relief is limited in some circumstances, 

through the annual allowance and the lifetime allowance, so that it is more 

effectively targeted to encourage pension saving – see paragraphs B.5-B.8 

below. 

B.4 For most public service pension schemes, the amounts of member 

contributions required under the legacy and the reformed schemes do not 

differ. This means that most members will have received the correct amount 

of tax relief on their member contributions. However, for some schemes, 

member contributions owed may differ between legacy and reformed 

                                                
1 Exceptions are the legacy judicial schemes including JUPRA, FPJPS and JPS 1981 schemes for judges, which are not tax registered 

and to which members make contributions after tax. These schemes are outside of the scope of this consultation.  
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schemes. In the main, this is the case for the police and firefighters’ 
schemes, as highlighted in paragraph A.11 above. In these cases, if a 

member’s pension benefits change for the remedy period, then their 
contributions will change, along with the tax relief on those contributions.  

B.5 The amount of tax-relieved pension savings that can be accrued in a year is 

limited by the annual allowance (AA). The standard AA is currently £40,000, 

but for those on the highest incomes, it tapers down to a minimum level of 

£10,000 from April 2016 to April 2020 and £4,000 from April 2020 

onwards.  

B.6 For defined benefit pension schemes, liability for tax charges above the 

annual allowance is calculated using the value of pension accrued in a 

particular year. Where an individual’s pension accrual in a single year exceeds 
the AA, then a tax charge may be due on the amount accrued above the 

AA2. Therefore, for the small minority of individuals who may be liable for 

AA tax charges, a retrospective change in the value of pension benefits 

accrued for remedy period years could trigger an AA payment or adjustment. 

B.7 The amount someone can accrue in a registered pension scheme in a tax-

efficient manner over their lifetime is limited by the pensions lifetime 

allowance. The lifetime allowance is £1,073,100 for 2020-21. 

B.8 If the value of an individual’s pension accrued for the remedy period 
changes, then the total value of their pension over their lifetime will also 

change. This could have lifetime allowance charge implications, where the 

total value of their pension benefits is greater than the allowance.  

 

Statutory time limit for reassessing tax in previous 
years 
B.9 There is a usual 4-year statutory time limit for reassessing tax for previous 

years. This means that where an individual’s pension benefits change for 

past years, altering their tax position, HMRC can only collect tax where it is 

owed for the current tax year and the 4 full tax years immediately preceding 

the point at which the individual’s benefits change.  

B.10 So, where an individual’s benefits change so that additional tax is due for a 

tax year that ended more than 4 full tax years previously, HMRC cannot 

collect that additional tax.  

B.11 However, where an individual’s change of benefits decreases their tax 

liabilities, then the government will compensate them for all years of the 

remedy period, regardless of the tax year the change in benefits relates to. 

 

                                                
2 Any excess over the annual allowance can be offset against unused allowances from the previous three years, so a tax charge will 

not always occur. 
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Tax implications of immediate choice 
B.12 Under immediate choice, an individual will be required to make an 

irrevocable choice about which pension benefits they have accrued during 

the remedy period. The government expects that most people will make this 

choice probably within a year or two of the end of the remedy period. 

However, some of those retiring sooner may make it earlier. 

B.13 If the individual selects the benefits they have already been accruing during 

the remedy period, then there will be no tax changes – that member will 

already have received the right amount of tax relief. This means there would 

be no tax impacts for transitionally protected members who choose legacy 

scheme benefits, or for non-protected members who choose reformed 

scheme benefits.  

B.14 If the individual selects the benefits from the other scheme (so a protected 

member selects benefits from their reformed scheme or a non-protected 

member selects benefits from their legacy scheme), their pension benefits 

will change and there could therefore be changes to their tax position. 

B.15 The usual 4-year statutory time limit for reassessing tax will operate from the 

point at which an individual communicates their choice of benefits to their 

pension scheme. So, for example, an individual who elects in June 2023 to 

accrue legacy scheme benefits during the remedy period would need to pay 

any additional tax arising from an increase in pension accrual after 6 April 

2019. They would not need to pay additional tax related to any increases in 

pension accrual before that date. However, they would be eligible for 

compensation for any tax they were owed as a result of lower pension 

accrual at any point in the remedy period.  

Tax relief on contributions 

B.16 For members of schemes where contributions differ between legacy and 

reformed schemes, an adjustment will be made at the point at which the 

member makes their immediate choice3. Contributions to these schemes are 

made tax-free, so this adjustment will have implications for an individual’s 
tax position.  

B.17 Where individuals are owed a refund of contributions, the relevant amount 

will be returned to them and taxed as income with respect to the relevant 

past tax year. In line with the usual 4-year statutory time limit, tax will not be 

collected on returned contributions which relate to any years of the remedy 

period more than 4 full tax years before the point at which the choice is 

irrevocably made between pension benefits.  

B.18 Where individuals owe more in contributions, the additional contributions 

will benefit from tax relief at an individual’s marginal rate in the year the 
contributions are paid, subject to the usual tax relief rules.  

                                                
3 As set out in Annex A, where a member owes contributions they will be given the option to pay these upfront or over time. If a 

member has overpaid for the scheme they choose to be in, they will receive a cash refund. 
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Annual allowance 

B.19 For a small minority of individuals with sufficiently high income and/or 

pension accrual, choosing different benefits to those already accrued for the 

remedy period will result in an adjustment in annual allowance charges. This 

adjustment will be made at the point the individual makes their choice 

between pension benefits for the remedy period years.  

B.20 This reassessment will examine these individuals’ AA positions for specific 
years of the remedy period. Individuals whose pension accrual has exceeded 

their AA or risks exceeding it will need to recalculate their annual allowance 

position for each year of the remedy period based on their new pension 

benefits for that year, using the relevant tax rate for that year and taking into 

account their carry forward position from previous years4. They will then 

need to compare this revised charge to any annual allowance charge they 

have already paid for that year. This will establish whether, for each past 

year, they are owed a tax refund, or whether they could owe more tax. 

Individuals affected will need to report any changes within the statutory time 

limit to HMRC. Individuals may also need evidence of their tax position for 

earlier years to help them access the appropriate compensation. 

B.21 For some individuals who decide to receive legacy rather than reformed 

scheme benefits for the remedy period, or vice versa, their annual allowance 

charge liability might be greater under the benefits they now choose to 

receive. In these cases, the government will not collect additional tax relating 

to any years of the remedy period more than 4 full tax years before the point 

at which the choice is made between benefits. This is in line with the usual 

4-year statutory time limit. But for individuals whose choice of different 

benefits for the remedy period reduces their AA liability, the government will 

refund the difference in charges due for every year of the remedy period – 

including the earlier years.   

B.22 Where additional tax is owed by the individual, they will have the 

opportunity to utilise Scheme Pays if they do not want to pay the tax charge 

upfront. If the individual is owed a tax refund or its equivalent and originally 

used Scheme Pays to meet the tax charge, then the associated pension debit 

will be amended as appropriate, and schemes will receive the refund.   

B.23 For members who may be subject to an annual allowance charge on the 

basis of their accrual in a particular public service pension scheme, that 

scheme will provide updated pension input amounts under the two sets of 

benefits, before members make their immediate choice. Individuals will need 

to consider this and may wish to consider taking advice on the tax 

implications, before making their decision. 

B.24 Once the choice of pension benefits for the remedy period has been made, 

any future changes in the value of those benefits (for example the 

revaluation of CARE benefits or earnings growth on final salary benefits) will 

                                                
4 Individuals’ carry forward positions will alter as a result of choosing different pension benefits for the remedy period. For remedy 

period years before the 4-year limit, individuals’ carry forward positions will be unchanged, as these tax years are closed. However, 

where an individual would have had more unused carry forward based on the benefits they ultimately choose, the government 

will compensate them for any higher AA charges resulting from leaving their carry forward unchanged from before the 4-year 

limit. This also applies under the DCU.  
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be included in future annual pension accrual for tax calculations in the 

normal way. 

Lifetime allowance  

B.25 Under immediate choice, the scheme benefits which contribute to 

calculating the lifetime allowance position will be those benefits which the 

individual has chosen to receive for the remedy period. This calculation will 

be done in the usual way when the individual receives their pension benefits, 

for example when they retire. Any tax owed by those with significant 

amounts of lifetime pensions savings will be paid at that point. 

 

Tax implications of deferred choice underpin (DCU) 
B.26 Under the DCU, members will be deemed in 2022 to have been members of 

their legacy scheme for the remedy period. When the member takes their 

benefits, for example when they retire, they will have a choice about which 

set of benefits to take for the remedy period – either those from their legacy 

scheme or those from the reformed scheme.  

B.27 Where tax adjustments flow from individuals being deemed to have been 

members of their legacy scheme for the remedy period, the usual statutory 

4-year time limit for reassessing tax will operate from 2022. For the minority 

of individuals for whom this change in accrual means more tax is owed, they 

will need to pay the additional tax due on increases to pension accrual 

arising in the current tax year and previous 4 full tax years. So, if scheme 

members are moved back into their legacy schemes on 1 April 2022, they 

must pay tax owed on accrual increases arising since 6 April 2017. They 

would not need to pay additional tax related to any increases in pension 

accrual before that date. For individuals for whom this change in pension 

accrual means lower tax charges, they will be eligible for compensation for 

any tax they are owed as a result of lower pension accrual at any point in the 

remedy period.  

B.28 Where tax adjustments are triggered by a member taking their benefits, the 

statutory 4-year time limit will operate from the point at which they 

communicate their choice of benefits to their pension scheme. 

Tax relief on contributions 

B.29 For schemes where contributions differ between legacy and reformed 

schemes, the DCU option could result in an adjustment in contributions, and 

in tax relief owed on them, either at the end of the remedy period and/or at 

the point an individual receives their pension benefits.  

B.30 Where an individual’s remedy period pension contributions change in 2022, 
as a result of being deemed to have been in their legacy scheme since 2015, 

then a tax adjustment will be required at this point. This will operate in the 

same way as under immediate choice. Tax relief will apply at an individual’s 
marginal rate, subject to the usual tax relief rules, when they pay 

contributions to make up for any amount they owe. However, tax owed on 

any contributions repaid to the individual will only be collected for the 
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current tax year and preceding 4 full tax years, in line with the usual 

statutory limit. It will be collected at the individual’s marginal rate with 
respect to the year in which contributions are being corrected.  

B.31 When an individual retires or otherwise takes their pension benefits, a 

second adjustment may be required. If the individual opts to receive legacy 

scheme benefits no further adjustment to contributions will be required, and 

therefore no tax adjustment. But if the individual chooses reformed scheme 

benefits then a further adjustment of contributions owed will be necessary, 

with the corresponding adjustment in tax relief or tax owed. Tax relief will be 

given at an individual’s marginal rate when they pay additional 
contributions. Where tax is owed due to a reduction in contributions, it will 

be collected for any remedy period years within the current tax year and the 

preceding 4 full tax years of an individual receiving their pension benefits, as 

under the usual statutory time limit. 

Annual allowance 

B.32 Under the DCU, changes to pension accrued over the remedy period either 

in 2022 or at the point an individual receives their pension benefits might 

trigger an AA charge or adjustment for some individuals. 

Adjustments in 2022 

B.33 For a minority of individuals there may be an annual allowance charge 

adjustment when the remedy period ends. At that point, all eligible 

members will be deemed to have been members of their legacy scheme for 

the remedy period, regardless of whether they had originally been 

transitionally protected or not. For those individuals who were protected in 

2015, and consequently have accrued legacy scheme benefits since 2015, 

their pension benefits will remain unchanged and no annual allowance 

charge adjustment will be required. But for unprotected members, being 

deemed to have been members of their legacy scheme will retrospectively 

alter the pension benefits they have accrued over the remedy period.  

B.34 As under immediate choice, for a small minority with sufficient levels of 

income and/or pension accrual, this change could trigger an adjustment in 

liability for the AA charge. Where an individual’s AA charge liability for 
remedy period years is reduced by being deemed to be in their legacy 

scheme, the government will refund the difference. If the individual originally 

used Scheme Pays to meet the tax charge, then the associated pension debit 

will be amended as appropriate, and schemes will receive the refund. In a 

very small number of cases an individual’s AA charge liability may be higher 
following the change. In this case, their tax position for the current tax year 

and the previous 4 full tax years will need to be corrected, and they will need 

to pay the tax owed for those years to HMRC. Such members will have the 

opportunity to utilise Scheme Pays if they do not want to pay the tax charge 

upfront. 

B.35 As under immediate choice, in order to establish whether individuals owe tax 

or are owed a refund or compensation, the small minority paying or at risk 

of paying AA charges will need to recalculate their annual allowance position 

for each individual year of the remedy period, taking into account their tax 
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rate and carry forward position for each year5. Any changes within the 

statutory time limit will need to be reported to HMRC. Individuals may also 

need evidence of their tax position for earlier years to help them access the 

appropriate compensation.   

B.36 From 2022 onwards, under the DCU, the member’s annual allowance 
position will be calculated on the basis of their entitlement to legacy scheme 

benefits for the remedy period, until the member takes their pension 

benefits.  

Adjustments when an individual receives their pension benefits 

B.37 When the member takes their benefits, for example when they retire, if they 

decide to take legacy scheme benefits for the remedy period years their 

pension benefits will remain unchanged, and there will be no further 

adjustment for annual allowance purposes. However, if they choose at that 

point to receive reformed scheme benefits for the remedy period years, then 

the value of their pension accrual for the remedy years could change 

significantly. Any increase resulting from their choice would all occur in the 

single tax year at the point the member chooses which benefits to take. This 

could trigger an AA liability in that year. That liability could be significant, 

and, because it is concentrated in one year, it could be greater than the total 

AA liability that individual might have faced had their pension benefits for 

the remedy period always been the reformed scheme benefits. This is 

because many of these members would either not have faced an AA charge, 

or their AA liabilities would have been smaller, had they always been 

considered to accrue benefits in the reformed scheme. In that case, the 

increase in pension value would have been more evenly spread over the 

whole remedy period rather than in just one year, and greater use could 

have been made of the annual allowance itself and the 3 year carry forward 

rule. 

B.38 As these effects are a direct consequence of the design of the DCU option, 

the government considers that it would not be fair to expect individuals to 

pay a potentially significant annual allowance charge that could result. The 

government will therefore compensate individuals for the difference in their 

annual allowance charge liability for reformed scheme benefits above legacy 

scheme benefits for the remedy period years, for the year in which 

individuals take their pension benefits. The government is developing a 

process whereby the public service pension scheme can declare and pay the 

relevant AA charge relating to the choice of reformed scheme benefits in the 

remedy period on the member’s behalf. Therefore, while the member’s 
choice of pension benefits could generate this specific AA charge, they 

would not need to do anything. However, members would still be liable to 

report and pay AA charges incurred for any other reason.  

                                                
5 For remedy period years before the 4-year limit, individuals’ carry forward positions will be unchanged, as these tax years are 

closed. However, where an individual would otherwise have had more unused carry forward on the basis of receiving legacy 

benefits since 2015, the government will compensate them for any higher AA charges which result from leaving their carry 

forward unchanged from before the 4-year limit 
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Lifetime allowance  

B.39 An individual’s lifetime allowance position is calculated when they receive 

their pension benefits, for example when they retire. Under the DCU, the 

lifetime allowance calculation will be based on the benefits the member has 

selected for the remedy period, either legacy scheme or reformed scheme 

benefits. 

 

Understanding the likely AA impacts on members 
B.40 An individual’s AA position depends on a range of factors that are specific to 

them. These include, for example, their salary and length of service. Their AA 

liability also depends on whether they have any other pension besides their 

public service pension, and their total income including any income separate 

to their public service salary. Consequently, it is not possible to give firm 

assessments of which, and how many, scheme members will be affected by 

AA adjustments resulting from immediate choice or the DCU. Circumstances 

also differ between workforces, given each workforce’s legacy and reformed 
schemes have their own particular characteristics. In the broadest terms, it 

might be expected that those with high but fairly steady public service 

salaries might see lower AA liability in the legacy compared to reformed 

schemes. But individuals who experience very significant pay rises could pay 

higher AA charges under legacy schemes, although this requires very 

particular circumstances around length of service and salary levels to be the 

case. Workforces whose legacy schemes involve double accrual may also, at 

higher salary levels, see higher AA liabilities for legacy rather than reformed 

schemes.   

B.41 Overall, the government does not expect the AA, or adjustments to the AA 

tax liability, to be a relevant factor for the vast majority of scheme members 

who are within the scope of this consultation. However, those scheme 

members who think they may be liable for AA charges given their levels of 

income or pension accrual may want to take the taxation of immediate 

choice and DCU into account when responding to this consultation with 

their preferences between the two options. 

 

Question 24: Please set out any comments on the interaction of the proposals 
in this consultation with the tax system 
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Annex C 

Member examples 

This annex provides further examples, which have been provided by the Government 

Actuary’s Department, to illustrate the choice of benefits available to members. 

These examples highlight some (but not all) factors which may impact which 

scheme is better for certain members. 

These examples are: 

1 A nurse in the NHS Pension Scheme (2015 scheme and 2008 section) 

2 A teacher in the Teachers’ Pension Scheme (NPA 60 section) 

3 A teacher in the Teachers’ Pension Scheme (2015 scheme and NPA 65 

section) 

4 A civil servant Administrative Officer in the civil service pension scheme 

(Alpha and Premium section of PCSPS) 

5 A police constable in the Police Scheme (2015 scheme and 1987 section) 

All examples rely on the following assumptions: 

• the pension calculated is the pension accrued over the remedy period 

(1 April 2015 to 31 March 2022), as payable at retirement. In practice, 

such members will also have pension relating to pre-2015 and post-

2022 periods, which is not considered here  

• after the remedy period, the member continues in active service until 

they retire 

• inflation reflects actual experience up to 2020, with 2% per year 

assumed thereafter 

• for simplicity, the salary increase in each of the examples is the same 

rate for every year since 2015, in practice this will not be the case 

• salary increases, promotions and retirements occur on 31 March in the 

relevant year  

• the current State Pension age timetable is followed 

• the pension amounts are in nominal terms at retirement 

• the amounts are shown rounded to the nearest £10 

Please note that these examples are for illustrative purposes only. Generally, they 
only consider one of the key variables which may impact the choice the member 
faces, in practice other variables may also be significant. The choice of benefits will 
depend on individual circumstances and these examples should not be used to 
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inform that choice. The comparisons are based on the pension payable at 
retirement, however in practice there are also other differences in benefits, such as 
survivor’s pension, which may influence a members decision. 

 

 

 

 

 

 

 

 

 

Example 1 
A nurse who is a member of the NHS Pension Scheme (2015 scheme and 2008 section). 

In 2012 they were 45, and so did not receive transitional protection. However, they will now be 
given a choice of pension for their service over the remedy period, of either: 

 

or 

 

 
If they had a salary of £30,000 in 2015, experience future annual salary increases of 1% above 
inflation and retire at 65, their choice with respect to the remedy period will be between the 
following pension amounts at retirement: 

 

  

Assuming they choose to not give up any pension for a lump sum and allowing for the reformed 
scheme benefits being reduced for early retirement. 

This means they would likely be better off receiving reformed scheme benefits. 

Alternatively, 

If the member was promoted twice, receiving an additional 10% salary increase at the end of the 
remedy period and an additional 5% salary increase five years later, their choice if retiring at age 65 
now becomes, either: 

 

 

This means they would likely be better off receiving legacy scheme benefits. Therefore, in this 
example, a change in future career progression has changed which scheme is expected to be more 
beneficial. 

Reformed scheme: 

£6,040 pa 

1/54th of revalued salary each year 

Optional lump sum 

Payable unreduced from State Pension age 

(age 67)  

1/60th of final salary each year 

Optional lump sum 

Payable unreduced from age 65 

Legacy scheme (2008 section) 

 

Reformed scheme 

 

or 
Legacy scheme: 

£6,270 pa  
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Example 2 
A teacher who is a member of the Teachers’ Pension Scheme (Normal Pension Age 60 section). 

In 2012 they were 50, and so received transitional protection. However, they will now be given a 
choice of pension for their service over the remedy period, of either: 

 

or 

 

 
If they had a salary of £40,000 in 2015, experience future annual salary increases of 2% above 
inflation and retire at their State Pension age (67), their choice with respect to the remedy period 
will be between the following pension amounts at retirement: 

 

  

 

Assuming, for ease of comparison, that under the reformed scheme benefits, they would choose to 
give up pension for a lump sum equivalent to that they would have automatically received under 
the legacy scheme. 

This means they would likely be better off receiving reformed scheme benefits. 

Alternatively, 

if the member chose to retire aged 60, then their final salary would be lower and the reformed 
scheme benefits would be reduced for early retirement. Their choice is now: 

 

       or 

 

This means they would likely be better off receiving legacy scheme benefits. Therefore, in this 
example, a change in retirement age has changed which scheme is expected to be more beneficial. 

Reformed scheme: 

£3,490 pa 

(+ £13,020 lump sum) 

Legacy scheme: 

£4,340 pa 

(+ £13,020 lump sum) 

1/57th of revalued salary each year 

Optional lump sum 

Payable unreduced from State Pension age 

(age 67) 

1/80th of final salary each year 

Automatic lump sum (3x pension) 

Payable unreduced from age 60 

Legacy scheme (NPA 60) Reformed scheme 
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Example 3 
A teacher who is a member of the Teachers’ Pension Scheme (2015 scheme and Normal Pension 
Age 65 section). 

In 2012 they were 50, and so did not receive transitional protection1. However, they will now be 
given a choice of pension for their service over the remedy period, of either: 

 

or 

 

 

If they had a salary of £40,000 in 2015, experience future annual salary increases of 2% above 
inflation and retire at their State Pension age (67), their choice with respect to the remedy period 
will be between the following pension amounts at retirement: 

 

  

Assuming they choose to not give up any pension for a lump sum and allowing for the legacy 
scheme benefits being increased for late retirement. 

This means they would likely be better off receiving legacy scheme benefits, although the outcomes 
are quite similar. This differs from the equivalent member in the NPA 60 section (Example 2), 
primarily because pensions are increased for late payment in the NPA 65 section but not in the NPA 
60 section. 

Alternatively, 

if the member chose to retire aged 65, then their final salary would be lower, reformed scheme 
benefits would be reduced for the earlier retirement and legacy scheme benefits would not be 
increased for late payment. Their choice is now: 

        

This means again that they would likely be marginally better off receiving legacy scheme benefits. 
Unlike the NPA 60 section (as set out in Example 2), expected retirement age for the NPA 65 section 
has minimal impact on the relative difference in pension amounts between schemes.  

                                                
1 Despite being the same age, this member did not receive transitional protection like the member in Example 2 did, 

due to their later normal pension age of 65. 

Reformed scheme: 

£7,010 pa 

1/57th of revalued salary each year 

Optional lump sum 

Payable unreduced from State Pension age 

(age 67) 

1/60th of final salary each year 

Optional lump sum 

Payable unreduced from age 65 

Legacy scheme (NPA 65) 

 

Reformed scheme 

 

or 
Legacy scheme: 

£7,050 pa  

140



  

 63 

 

 

 

 

 

 

 

 

Example 4 
A civil servant Administrative Officer who is a member of the civil service pension scheme (Alpha 
and Premium section of PCSPS). 

In 2012 they were 25, and so did not receive transitional protection. However, they will now be 
given a choice of pension for their service over the remedy period, of either: 

 

or 

 

 

If they had a salary of £20,000 in 2015, experience future annual salary increases of 2% above 
inflation and retire at their State Pension age (68), their choice with respect to the remedy period 
will be between the following pension amounts at retirement: 

 

  

Assuming they choose to not give up any pension for a lump sum. 

This means they would likely be better off receiving legacy scheme benefits. 

Alternatively, 

If the member experienced future annual salary increases of 0.75% above inflation, then their 
choice if retiring at age 68 now becomes, either: 

        

 

This means they would likely be better off receiving reformed scheme benefits.  

However, if they instead retire aged 60, they would likely be better off instead receiving legacy 
scheme benefits as the reformed scheme pension would be reduced for early payment. 

This demonstrates that a change in future salary increases and/or retirement age can change which 
scheme is expected to be more beneficial. 

Reformed scheme: 

£7,190 pa 

2.32% of revalued salary each year 

Optional lump sum 

Payable unreduced from State Pension age 

(age 68) 

1/60th of final salary each year 

Optional lump sum 

Payable unreduced from age 60 

Legacy scheme (Premium section) 

 

Reformed scheme (Alpha) 

 

or 
Legacy scheme: 

£6,590 pa 
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Example 5 
A police constable who is a member of the Police scheme (2015 scheme and 1987 section). 

In 2012 they were 35, and so did not receive transitional protection. However, they will now be 
given a choice of pension for their service over the remedy period, of either: 

 

or 

 

 

 

† In practice, a member who has 30 years service (including in the reformed scheme) will have 
earned 1/45th of final salary for each year under the legacy scheme. 

If they had a salary of £30,000 in 2015, experience future annual salary increases of 2% above 
inflation and retire at 55, their choice with respect to the remedy period will be between the 
following pension amounts at retirement: 

 

  

Assuming they choose to not give up any pension for a lump sum and allowing for the reformed 
scheme benefits being reduced for early retirement.  

This means they would likely be better off receiving legacy scheme benefits. 

Alternatively, 

if the member experienced future annual salary increases of 1% above inflation. Their choice now 
becomes, either: 

        

 

This means again they would likely be better off receiving legacy scheme benefits.  

Even at lower levels of future salary increases the legacy scheme pension is still comfortably higher 
than the reformed scheme pension.  

Reformed scheme: 

£5,040 pa 

1/55.3 of revalued salary each year 

Optional lump sum 

Payable unreduced from age 60 

1/60th of final salary each year for first 20 

years, then 2/60th for next 10 years† 

Optional lump sum 

Payable unreduced from age 55 or earlier 

depending on service  

Legacy scheme (1987 section) 

 

Reformed scheme 

 

or 
Legacy scheme: 

£7,340 pa  

142



  

 65 

 

 

Annex D 

Glossary of terms 

Abatement - The reduction or suspension of a pension in payment. Where 

abatement applies and post-retirement pension plus relevant earnings exceed pre-

retirement salary, any excess will be deducted (abated) from the pension in 

payment. 

Accrual rate – This rate is set out in a pension scheme’s regulations and determines 
how quickly a member’s pension grows. Most are written in the form of 1/n (where 
n is a figure such as 50 or 60) multiplied by pensionable pay and in those cases the 

smaller the rate, the more valuable it is. However, some are expressed as 

percentages of pensionable pay, such as 1.6% or 2.0%, where the higher the 

percentage the more valuable it is.  

Active member - Members who are working (in pensionable service) and accruing 

additional pension benefits from that work and from contributions paid by their 

employer on their behalf. In most cases the member is also making contributions.  

Actuarial valuation - A report of the financial position of a defined benefit pension 

scheme carried out by an actuary at regular intervals. The valuation report typically 

sets out the scheme’s assets and liabilities as at the date of the valuation; the rate at 
which the sponsoring employer(s) must contribute to meet the liabilities accruing as 

they become due; and the additional rate at which the employer(s) must contribute 

to eradicate any deficit (the excess of liabilities over assets) within a stated time 

period. 

Added or additional pension (AP) - Available in some legacy and reformed schemes 

allowing members to purchase additional amounts of pension (employers can also 

contribute as well as or on behalf of the member). 

Added years (AY) - Contracts available in some legacy schemes allowing members to 

purchase additional years of service. 

Annual allowance - A limit on an individual’s annual tax-relieved pension accrual. 

The standard allowance is £40,000 for most people but is subject to a tapered 

reduction for those on the highest incomes. Further information can be found at 

https://www.gov.uk/tax-on-your-private-pension/annual-allowance. 

Annual allowance charge - The tax charged at an individual’s marginal rate of 
income tax on pension accrual above the annual allowance.  

Annual Benefit Statements - The statement which members receive each year telling 

them how much their pension is worth.  

Career Average Revalued Earnings (CARE) Scheme - A defined benefit pension 

scheme that gives individuals a pension based on a percentage of the salary earned 
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in each year of their working life. The annual “pot” is increased each year by a 
particular revaluation factor applied in that scheme.  

Cash Equivalent Transfer Value (CETV) - A value placed on accrued pension rights in 

particular circumstances, such as when any worker ceases to be an active member of 

a scheme before pension is payable and wishes to transfer those pension rights to 

certain types of other pension scheme such as a private sector defined benefit 

scheme. Everyone can request a CETV except in the year before retirement, but 

schemes can refuse to accept them. 

(The) Commission - The Independent Public Service Pensions Commission led by Lord 

Hutton of Furness from 2010 – 2011. 

Commutation - Optional conversion of continuing pension into lump sum at a 

conversion rate offered by the pension scheme for that particular type of 

commutation of continuing benefit into lump sum. Reverse commutation is where 

some or all of a separately accruing pension lump sum can be converted into a 

continuing pension. 

Consumer Prices Index (CPI) - An official measure of the cost of inflation, 

increasingly used for government purposes in recent decades. It examines some of 

the same things as RPI did, such as the weighted average of prices of a basket of 

consumer goods and services, such as transportation, food, and medical care. CPI 

has been regarded as more accurately measuring changes in overall prices than 

RPI.   

Dashboards - Proposed online systems to allow pension scheme members to see all 

their pensions in one place. The government is legislating to establish pension 

dashboards in the Pension Schemes Bill, which is currently before Parliament. 

Deferred choice underpin (DCU) - One of the options for removing unlawful 

discrimination identified by the Court. Formerly unprotected members would be 

returned to their legacy scheme for the remedy period (2015 – 2022). At the point 

benefits are payable they would be able to choose legacy or reformed scheme 

benefits for the remedy period. 

Deferred member - A member who has stopped accruing extra benefits in their 

scheme, for example, after leaving employment covered by that scheme, or opting 

out of the scheme. No pension benefits have yet come into payment for the 

member from the scheme and the pension previously accrued is called a deferred or 

preserved pension. 

Defined Benefit (DB) pension scheme - A pension scheme where the pension is 

related to the members’ salary or some other value fixed in advance. 

Defined Contribution (DC) pension scheme - A scheme where the individual receives 

a pension based on the contributions made and the investment return that those 

contributions have produced. These are sometimes referred to as money purchase 

schemes. 

Early retirement reduction buy out (ERRBO) - In the NHS Pension Scheme 2015, the 

method of a member and/or their employer paying additional contributions to buy 

out the actuarial reduction applied when a member retires earlier than their Normal 

Pension Age. 
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Effective pension age (EPA) - As per ERRBO above – but this relates to the 2015 

pension scheme for civil servants (and others) (“Alpha”). 

Employer Contribution Rates - The percentage of the salary of employees that 

employers pay as a contribution towards the employees’ pension. 

Final salary scheme - A type of DB scheme that gives individuals a pension based on 

the number of years of pensionable service, the accrual rate and final salary as 

defined by the scheme. 

Government Actuary’s Department (GAD) - A government department responsible 

for providing actuarial advice to public sector clients.  

Guaranteed minimum pensions (GMP) - The minimum pension that occupational 

pension schemes have to provide for those employees who were contracted out of 

the State Earnings-Related Pension Scheme between 6 April 1978 and 5 April 1997.  

Hutton report - The report(s) from The Independent Public Service Pensions 

Commission, led by Lord Hutton of Furness from 2010–2011.  

Ill health retirement - A type of pension available to a member who meets the 

relevant test in scheme regulations when they are unable to continue working due 

to ill health. 

Immediate choice - One of the options for removing unlawful discrimination 

identified by the court. Members would be asked which scheme they want to be a 

member of for the remedy period, shortly after 2022. 

Indexation - Indexation is a technique to adjust pension payments by means of an 

index. It most often refers to the indexation of pensions in payment in line with a 

prices index in order to maintain the purchasing power of the pension after 

inflation.  

Independent Public Service Pensions Commission - The independent commission 

undertaking a fundamental structural review of public service pension provision 

which commenced in 2010 and issued its final report in 2011. It was led by Lord 

Hutton of Furness. 

Legacy scheme - The public service pension schemes members were in prior to 1 

April 2015. 

Life expectancy - Life expectancy at a given age, x, is the average number of years 

that a male or female aged x might be expected to live thereafter. 

Lifetime allowance - A limit on the total amount of tax-relieved pension accrual an 

individual can have without incurring a lifetime allowance charge. Further 

information can be found at https://www.gov.uk/tax-on-your-private-

pension/lifetime-allowance. 

Lifetime allowance charge - The tax charged on an individual’s total pension accrual 
above the value of the lifetime allowance. An individual can either take this excess as 

a lump sum, in which case it is subject to a 55% tax charge, or as a regular pension 

payment, in which case the excess is subject to a 25% tax charge plus marginal rate 

income tax upon receipt.           

Longevity - The length or duration of human life. 
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Lump sum - A specific payment made in respect of a member’s pension rights. It 
can be an optional or mandatory pension lump sum payable to a member when a 

continuing retirement pension is brought into payment (often referred to as a 

pension commencement lump sum (PCLS)). Other lump sums are payable in respect 

of events such as death.  

Member contributions - The percentage of their pensionable pay paid by active 

scheme members into their pension schemes. 

Minimum Pension Age (MPA) - The earliest age at which ordinary retirement 

benefits can be brought into payment for a member under the rules of that scheme, 

and subject to tax limits. Ill health and survivor pensions are not subject to MPAs.  

Money Purchase Additional Voluntary Contribution (AVC) - These are personal 

pension (money purchase) contributions made by someone who is also a member of 

an occupational scheme as a top-up to their occupational entitlement. These are 

defined contribution pensions. 

New fair deal - HMT guidance on pension provision for workers whose employment 

is compulsorily transferred to the private sector when the services they work on are 

moved to private sector suppliers. 

Normal Pension Age (NPA) - The age at which a pension scheme member can start 

taking pension benefits on a voluntary basis without any reductions. NPA is set in 

scheme rules. A member can retire voluntarily before NPA, as long as they are over 

their MPA, but will then face a reduction to their benefits. 

Occupational pension - A pension, which is provided via the employer. It can be an 

unfunded arrangement in the public sector, where the pension promises are 

guaranteed under statute and there is no specific pot of assets allocated to meet the 

pension promises. However, in some of the public sector and in the private sector 

the pension scheme has to be legally separate from the employer, and backed by a 

specific pot of assets, and usually takes the form of a trust arrangement. 

Pension credit - The main income-related social security benefit for pensioners, 

which combines the Guarantee Credit and the Savings Credit. 

Pension Input Amount - The amount of an individual’s annual pension accrual that 
is tested against the annual allowance to determine whether that individual is 

required to pay an annual allowance charge. 

Pensioner member - Individuals who are drawing a pension and who are mainly 

former employees. However, they may also include widows, widowers and other 

dependants of former active members. 

Public Sector Transfer Club - A group of some 120 salary related occupational 

pension schemes. It allows easier movement of staff mainly within the public sector. 

It does this by making sure that employees receive broadly equivalent credits when 

they transfer their pensionable service to their new scheme regardless of any 

increase in salary when they move to their new employment. 

Public service pension schemes - Pension schemes authorised by statute where the 

relevant ministers or officials make the rules of the schemes. The main schemes are 

those for civil servants, the armed forces, NHS employees, teachers, local 
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government employees, the police and firefighters. There are over 200 public service 

pension schemes. 

Reformed scheme(s) - The reformed public service pension schemes introduced 

under the Public Service Pensions Act 2013. 

Remedy period - The period covered by the proposals in Chapter 2, that is 1 April 

2015 – 31 March 2022. 

Remuneration - The combined value of pay, pensions and other benefits that can be 

given a monetary value. 

Retail Prices Index (RPI) - The old measurement of inflation but still published as it 

continues to be used to calculate price increases and indexation for certain 

purposes. Like CPI, RPI tracks changes in the cost of a fixed basket of goods over 

time, but the basket differs from CPI, as has the method of assessing overall 

inflation.  

Scheme Pays - An arrangement that can be used in certain circumstances where an 

individual's annual allowance charge is paid by their scheme and the individual's 

pension benefits are reduced appropriately to reflect this. 

State Pension age (SPA) - The age at which an individual can begin claiming their 

state pension. The ages vary between individuals with different birthdays.  

Survivor benefits - When an active or pensioner member dies, each scheme has a 

range of benefits that dependent children, a spouse, civil partner and sometimes an 

unmarried partner may receive instead. These vary across schemes.  

Tapered protection - Offered to members between 10 and 13.5 or 14 years of 

Normal Pension Age on 31 March 2012, meaning they could stay in their existing 

schemes for a period ranging from a few months to several years after 2015. As 

with transitional protection, this was found to be unlawful discrimination by the 

Courts.   

The Pensions Regulator (tPR) – A non-departmental public body and 

the UK’s regulator of workplace pension schemes. It aims to ensure that workplace 

pension schemes (including public service schemes) are run properly so that people 

can save safely for their later years. 

Transitional protection – Given to members within 10 years of Normal Pension Age 

on 31 March 2012, it meant they remained in their existing (legacy) scheme. This 

was found to be unlawful discrimination by the courts. 

Unprotected members – All members who were moved to the reformed schemes on 

1 April 2015, or anyone who first joined their pension scheme after 1 April 2015 

and therefore entered the reformed schemes. 

Whole of Government Accounts (WGA) - Consolidates the audited accounts of over 

8,000 organisations across the public sector in order to produce a comprehensive, 

accounts-based picture of the financial position of the UK public sector. 
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Public Service Pension Schemes: Changes to the transitional arrangements of the 2015 schemes.  

The service acknowledges that there is currently a legal process for the claimants in the Sargeant 

case, for which FBU acts on behalf of the claimants, and the Fire and Rescue Authorities (FRAs) are 

the respondents in that case together with the respective UK governments.  This response should 

not prejudice any decisions made in those on-going legal proceedings. 

Question 1: Do you have any views about the implications of the proposals set out in this 

consultation for people with protected characteristics as defined in section 149 of the Equality Act 

20109? What evidence do you have on these matters? Is there anything that could be done to 

mitigate any impacts identified?  

No response. 

Question 2: Is there anything else you would like to add regarding the equalities impacts of the 

proposals set out in this consultation?  

No response. 

Question 3: Please set out any comments on our proposed treatment of members who originally 

received tapered protection. In particular, please comment on any potential adverse impacts. Is 

there anything that could be done to mitigate any such impacts identified?  

The proposal that members can choose legacy scheme benefits or reformed scheme benefits for the 

whole remedy period is supported.  This option avoids perpetuating or extending discrimination and 

is the least administratively burdensome option in the context of a choice-based system. 

Question 4: Please set out any comments on our proposed treatment of anyone who did not 

respond to an immediate choice exercise, including those who originally had tapered protection.  

As noted in the consultation, this is something relevant schemes should consult on directly with their 

stakeholders following the government’s response to this consultation.  This would be best 
administered by the relevant scheme advisory board. 

Question 5: Please set out any comments on the proposals set out above for an immediate choice 

exercise.  

This proposal would provide clarity for employers relatively quickly and would be preferable in terms 

of allowing them to more accurately forecast pensions costs and workforce planning assumptions. 

The service supports the Scheme Advisory Board’s view that “under immediate choice we assume 

GAD’s valuations would be undertaken in a similar way to the current approach with only one set of 

assumptions required.” (2, p.18).  This contrasts with the situation under DCU (see Question 6). 

Immediate choice would also provide more certainty than DCU for the valuation of pension fund 

liabilities in accordance with accounting standard IAS19 (Employee Benefits). 

Question 6: Please set out any comments on the proposals set out above for a deferred choice 

underpin.  

This proposal would make it much harder for employers to forecast costs and future workforce 

plans.  However, the service acknowledges the view of the Scheme Advisory Board that “deferred 

choice was the only proposal to mitigate risk of further legal challenge” (2, p.2). 

Appendix B 
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As noted by the Scheme Advisory Board “Deferred choice would require several assumptions, both 

options would have to be valued and we imagine that the highest cost would be used for each 

valuation period.  Although uncertainty would reduce over time and with each valuation, there is a 

clear risk that deferred choice will add volatility to the valuation process and have consequent 

implications for contribution rates and member benefits.” (2, p.18). 

Question 7: Please set out any comments on the administrative impacts of both options  

Although the immediate choice proposal is less of an administrative burden, both proposals will 

generate significant additional costs for employers.  According to the Scheme Advisory Board “Initial 

conversations with administrators and FRAs indicate that the additional new burden will be between 

50% and 75% of current costs.” (2, p.16).  The Government must fully fund these additional costs to 

mitigate potential impacts on the service we deliver to the public. 

Question 8: Which option, immediate choice or DCU, is preferable for removing the discrimination 

identified by the Courts, and why?  

No response. 

Question 9: Does the proposal to close legacy schemes and move all active members who are not 

already in the reformed schemes into their respective reformed scheme from 1 April 2022 ensure 

equal treatment from that date onwards?  

No response. 

Question 10: Please set out any comments on our proposed method of revisiting past cases.  

In line with the immediate choice proposal, members will need to be given a reasonable amount of 

time to make their decision.  This should be dealt with as a discrete exercise, separate from the 

routine pension top-up grant claims. 

Question 11: Please provide any comments on the proposals set out above to ensure that correct 

member contributions are paid, in schemes where they differ between legacy and reformed 

schemes.  

Experience of issues such as the Norman case (3) have demonstrated this proposal will place a large 

burden on services that have to manage repayment plans for members.  It will be especially difficult 

where members have moved employers or move employers before fully repaying contributions 

owed.  The DCU option is especially burdensome, with contributions having to be amended twice. 

It would be preferable for employee contributions to be adjusted at the point of retirement. 

There is also no mention of how employer contributions would be adjusted.  The Government must 

consult on proposals for this aspect before arriving at any decision. 

Question 12: Please provide any comments on the proposed treatment of voluntary member 

contributions that individuals have already made.  

No response. 

Question 13: Please set out any comments on our proposed treatment of annual benefit statements.  

As noted in the consultation, the DCU proposal would require significant changes and take years to 

implement and test.  The immediate choice would remove some of the complexity and 

administrative burden. 
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Question 14: Please set out any comments on our proposed treatment of cases involving ill-health 

retirement.  

In line with the immediate choice proposal, members will need to be given a reasonable amount of 

time to make their decision.  This should be dealt with as a discrete exercise, separate from the 

routine pension top-up grant claims.  There is an immediate need for guidance on processing 

immediate cases. 

Question 15: Please set out any comments on our proposed treatment of cases where members 

have died since 1 April 2015.  

The service agrees that these cases will need to be handled sensitively.  Any additional costs e.g. not 

reducing a dependent child’s pension (1, para. A.36) must be funded by Government, not the 

individual fire and rescue services.  There is an immediate need for guidance on processing 

immediate cases. 

Question 16: Please set out any comments on our proposed treatment of individuals who would 

have acted differently had it not been for the discrimination identified by the Court.  

In line with the immediate choice proposal, members will need to be given a reasonable amount of 

time to make their decision.  This should be dealt with as a discrete exercise, separate from the 

routine pension top-up grant claims. 

Question 17: If the DCU is taken forward, should the deferred choice be brought forward to the date 

of transfer for Club transfers?  

This would be preferable to avoid maintaining dual records. 

Question 18: Where the receiving Club scheme is one of those schemes in scope, should members 

then receive a choice in each scheme or a single choice that covers both schemes?  

A single choice simplifies the situation and is closer to the situation of a member who did not change 

employment  

Question 19: Please set out any comments on our proposed treatment of divorce cases.  

Any additional costs e.g. pension credit member awarded the percentage of the higher cash 

equivalent transfer value (CETV) due under remedy (1, para. A.62) must be funded by Government, 

not the individual fire and rescue services.  

Question 20: Should interest be charged on amounts owed to schemes (such as member 

contributions) by members? If so, what rate would be appropriate?  

If interest is charged/paid any net cost to employers must be funded by Government. 

Question 21: Should interest be paid on amounts owed to members by schemes? If so, what rate 

would be appropriate?  

Interest should not be charged to avoid having to revisit immediate detriment cases.  If interest is 

charged/paid any net cost to employers must be funded by Government. 

Question 22: If interest is applied, should existing scheme interest rates be used (where they exist), 

or would a single, consistent rate across schemes be more appropriate?  

No response.  
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Question 23: Please set out any comments on our proposed treatment of abatement.  

The proposal that where the DCU or immediate choice results in a retrospective increase to a 

pension then abatement would not apply or would not be increased retrospectively is supported as 

it provides certainty for the member and avoids an additional administrative burden on the 

employer. 

Question 24: Please set out any comments on the interaction of the proposals in this consultation 

with the tax system 

This will add additional complexity to an already complex system.  The Government will need to 

provide clear guidance on the implications of each choice to enable scheme members to make an 

informed choice, and to ensure employers are treating cases correctly and consistently. 

Other Comments 

Although the consultation document provides information on costs (1, paras. 2.58-2.60) it is 

disappointing there is no specific question(s) relating to the issue. 

When the 2015 Scheme was introduced fire and rescue services had their funding reduced to reflect 

the lower cost of employer contributions in the new scheme.  Therefore, when future employer 

contributions inevitably increase as a result of these proposals, services must be fully funded for this 

additional burden. 

This view is supported by the Scheme Advisory Board, who stated that “there are significant financial 

burdens that would fall on employers to manage and administrate either proposal, and the Board 

calls on the Government to meet those FRA costs in full.” (2, p.3). 
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Scope of the consultation 

Topic of this 
consultation: 

This consultation seeks views on changes to the Local 
Government Pension Scheme in England and Wales (LGPS). It 
outlines proposed changes to the LGPS statutory underpin 
protection to remove unlawful discrimination found by the 
Courts in relation to public service pension scheme ‘transitional 
protection’ arrangements. Specifically, we propose to remove 
the condition that required a member to have been within ten 
years of their normal pension age on 1st April 2012 to be 
eligible for underpin protection. In removing the discrimination, 
we are proposing a number of supplementary changes to 
ensure the revised underpin works effectively and consistently 
for all members. 

Scope of this 
consultation: 

MHCLG is consulting on changes to the regulations governing 
the Local Government Pension Scheme (LGPS). 

Geographical 
scope: 

These proposals relate to the LGPS in England and Wales only. 
Separate consultation exercises will be undertaken by the 
relevant devolved authorities relating to the issues addressed in 
this consultation as they affect the local government pension 
schemes in Scotland and in Northern Ireland. 

Impact 
Assessment: 

Public Sector Equality Duty 
The Ministry of Housing, Communities and Local Government 
has analysed the proposals set out in this consultation 
document (MHCLG) to fulfil the requirements of the Public 

Sector Equality Duty (PSED) as set out in section 149 of the 
Equality Act 2010. This requires the Department to pay due 
regard to the need to: 

 

1) eliminate unlawful discrimination, harassment and 
victimisation and other conduct prohibited by the Act 

2) advance equality of opportunity between people who share a 
protected characteristic and those who do not 

3) foster good relations between people who share a protected 
characteristic and those who do not. 

 
The proposals outlined here are intended to remove age 
discrimination, which had been found to be unlawful in the 
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firefighters’ and judicial pension schemes, from the LGPS rules 
governing the underpin. We consider that the changes 
proposed will significantly reduce differential impacts in how the 
underpin applies based on a member’s age, by removing the 
age-related qualifying criteria found to be unlawful by the Courts 
in the context of the firefighters’ and judicial pension schemes. 
 
Based on analysis undertaken by GAD on active membership 
data for the LGPS as at 31st March 2019, we anticipate that 
some differences in how the underpin would apply to members 
of different age groups would remain. These are set out 
separately below, along with our assessment of these 
differences. 
 
1) Qualification for the underpin - GAD’s analysis shows that 
older active members on 31st March 2019 would be more likely 
to qualify for the revised underpin than younger active 
members. This is principally because of our proposal that the 
31st March 2012 qualifying date for underpin protection is 
retained. The proportion of members active in the scheme as at 
31st March 2019 who had been members of the scheme on 31st 
March 2012 is lower for younger members, where experience 
shows they have a higher withdrawal rate from scheme 
membership.  We consider that members joining the LGPS after 
31st March 2012 do not need to be provided with underpin 
protection. Members who joined after this date will have joined 
the LGPS when either it had already transitioned to the career 
average structure (for post-1st April 2014 joiners), or when it 
was well publicised that the LGPS benefits were reforming. 
 
2) Members who benefit from the underpin - GAD’s analysis 
also shows that active members between the ages of 41 and 55 
as at 31st March 2019 would be more likely to benefit from the 
revised underpin (i.e. where the calculated final salary benefit is 
higher than the calculated career average benefit) than their 
younger and older colleagues. This reflects previous experience 
and future expectation that: 
 

• this group are more likely than their older colleagues to 
experience the pay progression that would make the final 
salary benefit higher over the underpin period and 

• this group are more likely than their younger colleagues 
to remain in active membership until such time as they 
would receive the pay progression necessary for the 
underpin to result in an addition to their pension (e.g. 
through promotions and other pay increases). 

 
These differential impacts reflect the workings of a final salary 
scheme, and demonstrate some of the effects that can arise 
under that design. The Government proposes to move all local 
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government pensions accrual to a career average basis, without 
underpin protection, from April 2022 to apply a fairer system to 
all future service. 
 
In relation to sex, we anticipate that, broadly, the proportion of 
men and women who would qualify for the revised underpin and 
benefit from that protection matches the profile of the scheme. 
This assessment is also based on analysis undertaken by GAD 
on active membership data for the LGPS as at 31st March 
2019. 
 
Proportionally, GAD’s assessment is that men would be 
marginally more likely to qualify for the revised underpin and to 
benefit to a greater extent from underpin protection than 
women. This reflects the fact that, in line with previous scheme 
experience, the average male LGPS member would be 
expected to have higher salary progression than the average 
woman and that women are generally expected to have higher 
voluntary withdrawal rates than men. Members with longer 
scheme membership and with higher salary progression would 
be more likely to receive an addition to their pension through 
the underpin (i.e. where the final salary benefit is higher). 
 
These small differential impacts also demonstrate some of the 
effects that can arise under a final salary design. The 
Government proposes to move all local government pensions 
accrual to a career average basis, without underpin protection, 
from April 2022 to apply a fairer system to all future service.  
 
Limited data specific to the LGPS in England and Wales is 
available in relation to other protected characteristics. However, 
we have considered wider data from the Labour Force Survey 
(Q1 2020) and the Annual Population Survey (2019) in 
considering these characteristics. We do not consider that the 
changes to underpin protection proposed in the consultation will 
result in any differential impact to individuals with the following 
protected characteristics: disability, ethnicity, religion or belief, 
gender reassignment, pregnancy and maternity, sexual 
orientation and marriage/civil partnership. 
 
Further information regarding the equalities impacts of our 
proposals is contained in paragraphs 111 to 127. In this 
consultation, we are seeking views from stakeholders on the 
equalities impacts of the changes proposed. These views will 
be considered in determining how to proceed following the 
consultation exercise. 
 
The potential equalities impacts of our proposals will be kept 
under review. A further equalities impact assessment will be 
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undertaken following the consultation at the appropriate 
juncture.  
 
Other impacts 
The proposals in this paper are estimated to cost LGPS 
employers £2.5bn in the coming decades, as protected 
members retire and begin to receive their benefits. This 
estimate is based on a number of assumptions regarding the 
demographics of the LGPS in the years to come. Predicting 
whether the underpin becomes valuable in the future depends 
heavily on assumptions on long-term future pay growth trends. 
The £2.5bn estimate is based on an annual future long-term 
pay growth assumption of CPI+2.2%, which is the assumption 
used by GAD for the 2016 valuations of public service pension 
schemes. If annual future pay growth is less than this, the 
ultimate costs will be lower (and vice versa). 
 
As the LGPS is a funded scheme, employer contribution rates 
are set through local fund valuations and take into account a 
number of factors. As a result of this, it is not possible to say 
precisely how the proposals may impact on any individual 
employer’s contribution rate. 
 
None of the changes contained in this consultation require a 
Regulatory Impact Assessment under the Small Business, 
Enterprise and Employment Act 2015. 

 

Basic Information 
 

To: This consultation outlines details of proposed changes to the 
benefits of the LGPS and is particularly aimed at LGPS 
administering authorities, scheme members, scheme employers 
and their representatives.  
 
Any change to the LGPS is likely to be of interest to other 
stakeholders as well, such as professional advisers and local 
taxpayers. We welcome views on the proposals from all 
interested parties. 

Body/bodies 
responsible for 
the consultation: 

Local Government Finance Stewardship, Ministry of Housing, 
Communities and Local Government 

Duration: This consultation will last for 12 weeks from 16/07/2020 to 
08/10/2020 

Enquiries: For any enquiries about the consultation please contact: 
 
LGPensions@communities.gov.uk  

How to respond: Please respond by email to: 
 
LGPensions@communities.gov.uk 
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Alternatively, please send postal responses to: 
 
Local Government Finance Stewardship 
Ministry of Housing, Communities and Local Government 
2nd floor, Fry Building 
2 Marsham Street 
London 
SW1P 4DF 
 
When you are responding, please make it clear which questions 
you are responding to. Additionally, it would be very useful if 
you could confirm whether you are replying as an individual or 
submitting an official response on behalf of an organisation and 
include: 
 

- your name, 
-  your position (if applicable), 
- the name of your organisation (if applicable), 
- an address (including post-code), 
- an email address, and  
- a contact telephone number. 
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Introduction 

1. This consultation contains proposals to amend the rules governing ‘transitional 
protection’ in the LGPS, following a successful legal challenge to transitional protection 
arrangements in the firefighters’ and judicial pension schemes. 

2. In April 2014, a series of changes were made to the Local Government Pension 
Scheme in England & Wales (LGPS) to reform the scheme’s benefits structure. These 
changes were implemented as part of a wider project across Government to reform public 
service pensions and put them on a more sustainable, affordable and fairer footing for the 
longer term. In the LGPS, these changes included: 

• moving benefit accrual from a final salary to a career average basis, and  

• linking members’ normal pension age with their State Pension age (but at a 
minimum of 65). 

 
3. Following negotiations with trade unions, transitional protection for members nearing 
retirement was implemented by the Government as part of the overall reform package and 
was designed to ensure that older workers had certainty and would not be any worse off 
as a result of the reforms made to the scheme. Transitional protection arrangements 
applied across public service pension schemes and in the LGPS were implemented 
through a statutory ‘underpin’. 

4. Whilst all LGPS members joined the career average scheme in April 2014, members 
who met certain qualifying criteria (including that they had been within ten years of their 
final salary scheme normal pension age on 1st April 2012) gained statutory underpin 
protection. Underpin protection means additional checks are undertaken for protected 
members with the intent of ensuring that the career average pension payable under the 
reformed LGPS is at least at high as the member would have been due under the final 
salary scheme. Where it is not as high, scheme regulations provide that an addition must 
be applied to the member’s career average pension to make up the shortfall. 

5. In the ‘McCloud’ and ‘Sargeant’ court cases (which related to the judicial and firefighters’ 
pension schemes respectively), the Court of Appeal found that the transitional protection 
arrangements in those schemes directly discriminated against younger members in those 
schemes and this could not be objectively justified. In July 2019, the Government 
confirmed its view that the ruling had implications for all the main public service pension 
schemes, including the LGPS, and that the discrimination would be addressed in all the 
relevant schemes, regardless of whether members had lodged a legal claim. 

6. This consultation sets out how MHCLG propose to amend the statutory underpin to 
reflect the Courts’ findings in these cases. Primarily, we propose to remove the age 
requirements from the underpin qualification criteria. However, we are also proposing 
additional changes to ensure that the underpin works effectively and consistently for all 
qualifying members following the extension of the underpin to younger members. From 
April 2022, it is proposed that the period of underpin protection will cease and all active 
LGPS members will accrue benefits in the career average scheme, without a continuing 
final salary underpin. 
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7. Views from respondents are sought on questions 1 to 29 as well as on the draft 
regulations attached as annex B. 
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Background 

Public service pension reform and transitional protection 

8. In April 2014 and April 2015 the Government introduced reformed public service 
pension schemes. The changes followed a fundamental structural review by the 
Independent Public Service Pension Commission (IPSPC), chaired by Lord Hutton of 
Furness. 

9. The Government commissioned the review because the cost of providing the schemes 
had increased significantly over the previous decades, with most of this increase falling to 
the taxpayer. At the same time, occupational pension provision in the private sector had 
changed significantly; employers were increasingly moving away from offering defined 
benefit pension schemes1. 

10. In their final report2, the IPSPC set out a framework for comprehensive reform of public 
service pensions that sought to balance concerns about the cost of the schemes to 
taxpayers and the need to ensure decent levels of retirement income for those who have 
devoted their working lives in the service of the public. 

11. The Government accepted Lord Hutton’s recommendations as the basis for 
consultation with scheme employers, trade unions and other interested parties. During 
negotiations the Government agreed to protect those public service workers who, as of 1 
April 2012, had ten years or less to their normal pension age (NPA)3, as they had least 
time to prepare. 

12. The reforms were implemented in the LGPS in England and Wales from 1st April 2014, 
and in the other main public service pension schemes from 1st April 2015. The main 
features of the reformed schemes include later retirement ages to reflect the fact people 
have been living longer, higher employee contributions to rebalance the costs of the 
schemes between the members and taxpayers, and pensions based on average earnings 
rather than on pay at the point members retire or otherwise leave the schemes. 

13. The schemes were designed to ensure that members would have good pensions, 
which at least met the target levels identified by Lord Turner’s Pension Commission on the 
levels of income needed in retirement. The reformed schemes should provide many low 
and middle earners working a full career with pension benefits at least as good as, if not 
better than, the benefits they would have received under the previous arrangements. 

14. The reformed schemes remain among the most generous available in the UK, and an 
important part of the remuneration of public service workers. Public service pension 

 
 
1 Chart Ex. 1, p8 of IPSPC interim report, October 2010, https://www.ucu.org.uk/media/4328/Independent-
Public-Service-Pensions-Commission---interim-report-7-Oct-10/pdf/hutton_pensionsinterim_071010.pdf  
2 https://www.gov.uk/government/publications/independent-public-service-pensions-commission-final-report-
by-lord-hutton 
3 In the 2008 Scheme, a member’s normal pension age was known as their normal retirement age. However, 
for consistency, in this consultation document we refer to it as their normal pension age or their NPA. 
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provision compares favourably with pension provision in the private sector. In 2019 34% of 
all employees with workplace pensions in the public sector received contributions of at 
least 20% from their employer. This compares with just 3% of all employees with 
workplace pensions in the private sector who received at least 20% from their employer4. 

Reform in the LGPS 

15. In the LGPS, the final salary scheme that existed prior to these reforms was known as 
‘the 2008 Scheme’. The reform package implemented from April 2014 (‘the 2014 
Scheme’) through the Local Government Pension Scheme Regulations 20135 (‘the 2013 
Regulations’) consisted of the following main elements: 

• fundamentally, and consistent with the approach taken across the public sector, a 
move to future benefit accrual based on a member’s pay over their career (a ‘career 
average’ structure), from a structure where member’s benefits were based on a 
member’s pay at leaving the scheme (a ‘final salary’ structure). Importantly, where 
active members had membership of the LGPS prior to April 2014 and did not have 
a disqualifying break in service6, but had aggregated their membership, they 
retained a ‘final salary link’ that meant their pay at point of leaving the scheme 
would still be used in calculating their 2008 Scheme benefits, even where this is 
after April 2014. 

• a move from a NPA of 65 to a NPA linked to a member’s State Pension age, 
subject to a minimum of 65 (currently ranging from 65 to 68), but with members still 
able to retire as early as 55 or as late as 75, with actuarial reductions or increases 
applied, respectively. 

• a move from a 1/60th accrual rate to a 1/49th accrual rate. A pension scheme’s 
accrual rate is the proportion of a member’s pay that they receive for each year of 
membership. The change in the LGPS accrual rate in the 2014 Scheme was a 22% 
improvement from that which applied in the 2008 Scheme. 

• revisions to employee contribution bandings. From April 2014, employees’ 
contributions to the LGPS were banded from 5.5% of earnings (for members 
earning less than £13,500 per year) up to 12.5% of earnings (for members earning 
over £150,000 per year). Contribution rates had also been banded in the 2008 
Scheme, but the range had been narrower, from 5.5% to 7.5% of earnings. 

• the introduction of a 50/50 section, giving scheme members the flexibility to pay half 
the contributions for half the pension accrual for a period of time, whilst still retaining 
full life cover and ill-health cover. 

 
 
4 
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/workplacepensions/bulletins/annualsurve
yofhoursandearningspensiontables/2019provisionaland2018finalresults#contributions-to-workplace-pensions  
5 http://www.legislation.gov.uk/uksi/2013/2356/contents, as amended 
6 Where referred to in this document, a ‘disqualifying break in service’ is a continuous break of more than five 
years in active membership of a public service pension scheme. 
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16. As a whole, the package was designed to achieve the Government’s aims in making 
the LGPS more sustainable, affordable and fairer in the longer term. In particular, the 
combination of the move to a career average basis and the improvement to the LGPS’s 
accrual rate should mean that many low and medium paid members will receive a pension 
from the 2014 Scheme at least as good as the pension they would have received from the 
2008 Scheme. In addition, whilst LGPS employer contributions vary, members will benefit 
from significantly higher employer contributions than the average applicable in the private 
sector. 

The statutory underpin 

17. The LGPS provided transitional protection to its older workers via a statutory underpin 
(hereafter referred to as ‘the underpin’). All members moved into the 2014 Scheme on the 
reform date of 1st April 2014, but ‘protected members’ (being the older group of members 
who met certain qualifying criteria and originally had underpin protection) were given an 
underpin that provides their retirement pension cannot be less than it would have been in 
the 2008 Scheme. In some public service pension schemes, tapered protections were 
provided to members who were between 10 and 14 years from their NPA on 1st April 2012, 
and so were not eligible for full protection (which was reserved for those within ten years of 
their NPA on 1st April 2012) However, in the LGPS, there were no tapered protections. 

18. Underpin protection differs from the approach used in other main public service 
pension schemes7 where older workers who met the criteria for transitional protection 
stayed in their final salary schemes after separate, new career average schemes were 
introduced in April 2015. In those schemes, different rules may therefore apply to 
protected and unprotected members in relation to areas of scheme design including 
contribution rates, survivor benefits and ill health retirement. 

19. By contrast, the existing underpin only has application in relation to the value of a 
protected member’s pension at their ‘underpin date’ (see paragraph 20 for further details). 
All members have participated in the reformed career average scheme from April 2014 
and the same rules in relation to contributions and benefits apply to all members in the 
same way. 

20. Underpin protection in the LGPS was implemented through regulation 4 of the Local 
Government Pension Scheme (Transitional Provisions, Savings and Amendments) 
Regulations 20148 (‘the 2014 Regulations’). At a high level, underpin protection under 
regulation 4 works in the following way: 

• Underpin protection is granted to those who were active members in the LGPS on 

31st March 2012 and who on 1st April 2012 were 10 years or less from the NPA 

 
 
7 With the exception of the local government pension schemes in Scotland and Northern Ireland who took a 
similar approach to the LGPS in England and Wales. 
8 http://www.legislation.gov.uk/uksi/2014/525/contents/made, as amended 
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applicable to the member under the 2008 Scheme (usually 659)10 (regulation 

4(1)(a)). 

• Those who meet the basic criteria for underpin protection retain this so long as they 

are: 

o in active membership in the 2014 Scheme the day before their ‘underpin 

date’ (see below), 

o do not have a disqualifying break in service after 31st March 2012, and 

o have not drawn benefits from the 2014 Scheme before their underpin date 

(regulation 4(1)(b) to (d) and (3)). 

• The underpin test is carried out on an individual’s ‘underpin date’ which is the earlier 

of: 

o the date the protected member reaches their NPA under the 2008 Scheme 

(usually 65), or 

o the date the protected member ceased to be an active member of the 

scheme with an immediate entitlement to a benefit (regulation 4(2)). 

• The underpin test is carried out by comparing the ‘assumed benefits’ (i.e. the career 

average benefits the protected member has accrued) against the ‘underpin amount’ 

(i.e. the final salary benefits the protected member would have accrued if the 

scheme had not been reformed) (regulations 4(5) and (6)). These paragraphs 

contain detailed provisions which enable administrators to take into account a 

variety of factors in the comparison of benefits. For example, where the protected 

member is due to receive an enhancement to their 2014 Scheme benefits as a 

result of retiring on ill-health grounds, the difference between that enhancement and 

the enhancement they would have received under the 2008 Scheme would be 

considered.  

• If the underpin amount is calculated to be higher than the assumed benefits on the 

underpin date, the protected member’s pension account is to be increased by the 

difference (regulation 4(4)). 

 

The McCloud and Sargeant cases 

21. Soon after the reformed scheme benefit structures were introduced in other public 
service pension schemes in April 2015, legal challenges were brought against the 
transitional protection arrangements in the judicial and firefighters’ pension schemes 
(‘McCloud’ and ‘Sargeant’, respectively) on various grounds including that the transitional 
protections offered to older members constituted unjustified direct age discrimination. In 
those cases, younger firefighters and judges argued that younger members were treated 
less favourably than older members who were given transitional protection. The Court of 

 
 
9 By virtue of regulation 24(4) of the 2014 Regulations, some groups had a protected 2008 Scheme NPA of 
60 in relation to their 2008 Scheme benefits. 
10 By virtue of regulation 9(1) of the 2014 Regulations, members who were not active in the LGPS on 31st 
March 2012, but who were active in another public service pension scheme on that date and who meet 
certain qualifying criteria may also have underpin protection 

 

166



15 

Appeal ruled in December 201811 that transitional protection in the judicial and firefighters’ 
pension schemes gave rise to unlawful age discrimination. 

22. The Government sought permission to appeal to the Supreme Court. This application 
was refused on 27 June 2019. In a written ministerial statement on 15 July 201912, the 
Government explained that it accepted that the Court of Appeal’s judgment had 
implications for all schemes established under the Public Service Pensions Act 2013, as 
all schemes had provided transitional protection arrangements for older members. The 
Government confirmed that it would take steps to address the difference in treatment 
across all schemes and for all members with relevant service, regardless of whether they 
had lodged a claim. The matter has been remitted to the Employment Tribunals to 
determine a remedy for claimants13. Since summer 2019, MHCLG have been considering 
the changes necessary to remove the unlawful discrimination from LGPS regulations, and 
in February 2020 held technical discussions with the Scheme Advisory Board on these 
proposals. 

 

 

 

 

 

 

 

 
 
11 https://www.judiciary.uk/wp-content/uploads/2018/12/lord-chancellor-v-mcloud-and-ors-judgment.pdf 
12 https://www.parliament.uk/business/publications/written-questions-answers-statements/written-
statement/Commons/2019-07-15/HCWS1725/ 
13 The LGPS in England and Wales does not have any ongoing court cases relating to its underpin 
protection. 
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Addressing the discrimination 

Our approach 

23. In the McCloud and Sargeant cases, the Courts identified unjustified age discrimination 
in transitional protection arrangements in the Judicial and Firefighters’ Pension Schemes. 
In relation to the LGPS, this difference in treatment exists between two groups of LGPS 
members: 

• those who were in service on 31st March 2012 and were within ten years of NPA on 
1st April 2012, therefore benefiting from underpin protection and ‘better off’ than the 
second group; and, 

• those who were in service on 31st March 2012 and were more than ten years from 
NPA, were not eligible for underpin protection and therefore ‘worse off’ than the 
protected members (as they were not guaranteed a pension of at least the level 
they would have received in the final salary scheme).  

24. At a high-level, our proposal for removing the difference in treatment from the LGPS is 
to extend underpin protection to the second group of members listed above – i.e. those 
who were not old enough to receive underpin protection when it was originally introduced. 
This should ensure that the two groups listed are treated equally for benefits accrued from 
April 2014 onwards. This proposal is described in more detail in the next section (‘Detailed 
proposals’). The updated underpin is referred to here as ‘the revised underpin’. The 
members who would be in scope of the revised underpin, both the group originally 
protected and those who would newly gain underpin protection under our proposals, are 
collectively referred to as ‘qualifying members’ in this document. 

25. Consultees may be aware that Government has separately recently launched a 
consultation14 seeking views on this matter as it applies to most of the other main public 
service pension schemes15. As noted already, transitional protection arrangements were 
different in other public service pension schemes and therefore different issues arise in 
considering an appropriate remedy for the discrimination found in McCloud and Sargeant. 
That other Government consultation seeks views on two options for removing the 
discrimination in those schemes, both involving an element of member choice between the 
reformed career average schemes and the legacy final salary schemes. 

26. Member choice is being considered in relation to other public service pension schemes 
because, in those schemes, the two groups of members have participated in different 
pension schemes since April 2015 with different benefits between reformed and legacy 
schemes and, potentially, different employee contribution rates. This is not the case in the 
LGPS because underpin protection is designed to ensure that a qualifying member is 
better off without needing to make a choice.  

 
 
14 https://www.gov.uk/government/consultations/public-service-pension-schemes-consultation-changes-to-
the-transitional-arrangements-to-the-2015-schemes 
15 The LGPS is out of scope for the other Government consultation. 
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27. As set out in paragraphs 17 to 20, the underpin is principally an administrative test 
undertaken at the earlier of the date a qualifying member leaves active service and the 
date they reach their 2008 Scheme normal pension age. It is designed to guarantee that a 
qualifying member’s pension calculation gives them the better of a) the pension they have 
built up in the career average 2014 Scheme and b) the pension they would have built up in 
the final salary 2008 Scheme, over the same time period.  

Question 1 – Do you agree with our proposal to remove the discrimination found in 
the McCloud and Sargeant cases by extending the underpin to younger scheme 
members? 

28. To achieve the full benefits of the career average reforms made in April 2014, it is the 
Government’s view that the underpin period should end for all qualifying members at a 
specified point in time.  

29. Under the rules governing the existing underpin, no further underpin dates will arise 
beyond 31st March 2022, as this is the last date a protected member can reach their 2008 
Scheme NPA. In considering how to equalise treatment between the unprotected and 
protected groups, we propose that both groups will be given underpin protection from 1st 
April 2014 to 31st March 2022 (or to the members’ underpin date, where this is earlier). 
We consider that this approach will mean there is a consistent period of protection for all 
qualifying members – i.e. those who were members of the scheme on 31st March 2012 
and who went to on to have 2014 Scheme membership without a disqualifying break in 
service (and who aggregated their membership), regardless of their age. 

30. From 1st April 2022 it is our intention that all service in the LGPS will be on a career 
average basis, with no underpin. As set out in the Background section, we believe that the 
move from a final salary to a career average pension scheme design in April 2014 created 
a fairer structure for LGPS members. Under the 2014 Scheme, those public servants who 
see considerable increases in earnings over their career – and particularly towards the end 
of their career – are no longer likely to be relatively favoured compared with their 
colleagues who did not. Phasing out underpin protection is an important step to achieving 
the full benefits of a career average scheme design. 

Question 2 – Do you agree that the underpin period should end in March 2022? 

31. We are keen to ensure that the group of younger members who, under our proposals, 
would gain underpin protection have an equivalent level of protection to their older 
colleagues. It is therefore proposed that the underpin comparison would not, for most 
qualifying members, take place upon the underpin period ending in March 2022. Instead, 
the comparison of 2008 Scheme and 2014 Scheme benefits would take place at a 
qualifying member’s underpin date (generally, the earlier of the member’s date of leaving 
and age 65), even if this is after March 2022 – i.e. qualifying members will retain an 
ongoing ‘final salary link’, consistent with their pre-2014 pension accrual. For those who 
are currently at an earlier stage of their career, and who may have promotions and other 
salary increases later in their career, this ensures a fairer comparison of the two schemes’ 
benefits. The final pay calculation would be based on a member’s pay over their last 365 

169



18 

days of active membership, and would take into account the existing ‘lookback’ provisions 
where members have had a reduction in pay16. 

32. As part of this project we have considered how the existing underpin regulations work 
and the following section contains details of changes we are proposing. Collectively, the 
changes mean that the revised underpin regulations will differ in a number of respects 
from the existing underpin provisions contained in regulation 4 of the 2014 Regulations. 
We consider that these amendments are essential to ensure that the underpin regulations 
are clear and consistent and provide a framework of protection that works more effectively 
for all stakeholders and which, at the same time, provides in essence the same level of 
protection to scheme members. 

33. Nonetheless, to avoid creating new differences in treatment in the LGPS, we propose 
that the amended regulations will apply retrospectively from 1st April 2014, ensuring that all 
qualifying members are subject to the same detailed provisions. We believe this is the best 
approach and one which will allow us to be confident we are addressing the findings of the 
Courts, and removing differences in treatment between older and younger workers. We do 
not plan that members’ accrued rights would be detrimentally affected as a result of this 
approach, but we welcome comments from stakeholders if there are specific concerns 
about potential accrued rights issues. 

34. In proposing these changes, we have considered the legal principle of ‘minimum 
interference’. The courts have found this principle generally applies to pensions changes 
following an equal pay issue. Whilst it has not been recognised outside the context of 
equal pay, it could be considered in other contexts too. ‘Minimum interference’ means that 
the scheme is obliged to make the minimum necessary interference to ensure the scheme 
operates lawfully. Whilst some of the changes outlined in this consultation paper are not a 
direct consequence of the Courts’ findings in the McCloud and Sargeant cases, we believe 
that they are necessary for the effective and consistent application of underpin protection 
to members of the LGPS. 
 
35. Retrospective application of the proposed regulations means that certain cases will 
need to be revisited by scheme administrators. Below are examples of such cases: 
 

• Cases where a member had underpin protection originally and the revised underpin 
may have applied differently to them. In practice, this may be all cases where a 
member already has underpin protection and has since had their underpin date.  

• Cases where a member does not currently have underpin protection, but would 
have under the revised underpin, and has since retired or left the LGPS with a 
deferred benefit. 

• Cases where a member does not currently have underpin protection, but would 
have under the revised underpin, and has since transferred out of the LGPS or 
trivially commuted their benefits. 

 
36. There will also be more difficult cases, for example, where members who may have 
benefitted from the proposals outlined in this consultation have died. In such cases, it is 

 
 
16 Under the 2008 Scheme, members with pay reductions or restrictions in their last ten years of continuous 
employment may have the option to have their final pay calculated as the average of any 3 consecutive 
years’ pay in their last 13 years. 
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our view that administrators should take all steps to ensure that any retrospective increase 
in a member’s pension arising from the underpin is taken into account in respect of 
relevant survivor benefts that became payable at the time of the member’s death. 
 
37. We are aware that retrospective application of the proposed draft regulations will lead 
to significant administrative complexity. We do not anticipate any recalculations would 
result in members’ benefits being detrimentally affected. Further consideration of the 
complexities arising from retrospection are considered in the Implementation and Impacts 
section. 

Question 3 – Do you agree that the revised regulations should apply retrospectively 
to 1st April 2014? 

38. This consultation sets out proposals which are principally about removing unlawful 
discrimination from the LGPS. Achieving this key aim, and minimising the risk of further 
issues arising, has therefore been our primary concern in coming forward with these 
proposals. However, in doing so, we have been conscious of the additional administrative 
burden these changes would create and have sought to minimise the impacts wherever 
possible. We consider that the proposed approach is the simplest way we can effectively 
ensure that the revised underpin works effectively and fairly for all. Further consideration of 
the potential administrative impacts of the proposals is outlined in paragraphs 134 to 136. 
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Detailed proposals 

39. This section contains our detailed proposals on the proposed amendments to the 
underpin. Draft regulations have been prepared (annex B) and we would welcome general 
comments on those draft regulations, as well as specific comments on the below 
questions. 

Question 4 – Do the draft regulations implement the revised underpin which we 
describe in this paper? 

Question 5 – Do the draft regulations provide for a framework of protection which 
would work effectively for members, employers and administrators? 

Question 6 – Do you have other comments on technical matters related to the draft 
regulations? 

The revised underpin – basic elements 

40. The approach we have taken to the revised underpin consists of a number of basic 
elements, as described here. 

Qualification criteria 

41. Fundamentally, under the revised underpin, members would no longer need to have 
been within ten years of their 2008 Scheme NPA to qualify for underpin protection. 
Members who were active in the 2008 Scheme on 31st March 2012 and who have 
accrued benefits under the 2014 Scheme without a disqualifying break in service (five or 
more years) would have underpin protection, subject to aggregation requirements.   

42. An aspect of the existing underpin regulations that we are seeking to change is the 
requirement that a member must leave active service with an immediate entitlement to a 
pension for underpin protection to apply to them (regulation 4(1)(b) of the 2014 
Regulations). We anticipate that when underpin protection is extended to younger workers, 
it is much more likely that members will leave the scheme before having an immediate 
entitlement to benefits, meaning they would not, as things stand, benefit from underpin 
protection. Under the revised underpin, we propose that underpin protection would apply 
where a member leaves with either a deferred or an immediate entitlement to a pension. 
This approach is also more likely to ensure that LGPS regulations are compliant with 
preservation requirements under the Pension Schemes Act 1993, which broadly require17 
that schemes do not contain rules which mean that leavers prior to normal pension age 
are treated less favourably than leavers at normal pension age. The retrospective 
application of this change would also aim to ensure that any members protected under the 

 
 
17 Section 72 of the Pension Schemes Act 1993 
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existing underpin who have suffered detriment due to the current wording would regain 
their underpin protection18. 

43. As per existing requirements, members who leave the LGPS without an immediate or 
deferred entitled to a pension19 would not have underpin protection, as they would only be 
eligible for a refund of their contributions, aggregation with another LGPS record or a 
transfer to another scheme 

Question 7 – Do you agree that members should not need to have an immediate 
entitlement to a pension at the date they leave the scheme for underpin protection 
to apply? 

Question 8 – Are there any other comments regarding the proposed underpin 
qualifiying criteria you would like to make? 

Aggregation 

44. In reviewing the operation of the existing underpin, it has become clear that the current 
regulations do not implement our policy intent as clearly as we would like in one important 
respect, and the existing regulations could cause substantial new issues to arise. Whilst 
the LGPS is one pension scheme, with rules defined at the national level through scheme 
regulations, it is a locally administered scheme, with 87 administering authorities 
throughout England and Wales. It is an important principle for the effective and efficient 
administration of the scheme that administrators are generally able to calculate pension 
benefits independently and do not need to obtain data from other LGPS administrators to 
be able to undertake basic pension calculations. Such an approach also ensures that the 
scheme is run in accordance with the principle of ‘data minimisation’, where personal data 
is not shared between data controllers any more than is necessary for the effective 
administration of a member’s pension. 

45. To prevent such complications, the LGPS has aggregation provisions which mean that 
separate pension records can be joined together20. This means that, in most cases, 
members can choose whether to have LGPS records aggregated (or ‘joined up’) or kept 
separate from one another. Since 1st April 2014, aggregation is usually automatic21 - 
where a member leaves an employment with a deferred benefit and then rejoins the LGPS 

 
 
18 For example, members who, under regulation 24(1) of the 2014 Regulations, had a protected NPA of 60 in 
the 2008 Scheme. Some of these protected members would have been younger than 55 in April 2014 and 
may not have had an immediate entitlement to benefits at their underpin date. 
19 This applies where members do not have a qualifying service for a period of two years (regulation 3(7) of 
the 2013 Regulations). Special provisions apply where members joined before 1st April 2014.  
20 This does also require data sharing between administering authorities. However, the transfer of a record 
from one authority to another following a structured aggregation process is likely to be simpler and less 
prone to error than ad hoc sharing necessary to undertake pension calculations from time-to-time over a 
member’s career. 
21 Where a member only has a deferred refund entitlement (i.e. has left with a refund entitlement which has 
not yet been paid) from a ceased period of LGPS membership, this must be aggregated with their 
subsequent LGPS membership and there is no choice (regulation 22(5) and (6) of the 2013 Regulations. 
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in another employment (potentially in another pension fund), they have 12 months to elect 
to their administrator for aggregation not to apply22. 

46. Where a member takes a decision which means their LGPS benefits are 
unaggregated, these are generally administered as separate entitlements. Where a 
member takes a decision which means their LGPS benefits are aggregated, their 
combined record is generally administered as one period of membership. For example, 
where a member with 2008 Scheme membership has not had a disqualifying break in 
service and aggregates that record with another LGPS membership, they would retain 
their final salary link on the combined record. By contrast, if the same member decides not 
to aggregate their membership they would lose their final salary link23 on the unaggregated 
record. These rules preserve the approach described above, through which local 
administrators are generally able to calculate separate benefits independently.  

47. However, regulation 4 of the 2014 Regulation does not appear to include an 
aggregation requirement for underpin protection to apply. A strict interpretation of 
regulation 4(1)(a) therefore appears to suggest that where, for example, a member was: 

a) active in the LGPS on 31st March 2012, 

b) subsequently active in the 2014 Scheme in a separate employment without a 
disqualifying break in service, and 

c) the two records were not aggregated, 

underpin protection would still apply. In our view, this would be extremely difficult for 
scheme administrators to effectively administer in the coming decades. It is also 
inconsistent with the general approach MHCLG has adopted in relation to the 
administration of the LGPS, as described in paragraph 45, and as has been applied in 
relation to the final salary link.  

48. Where there is no requirement to aggregate benefits, administrative difficulties would 
not only arise in determining who has underpin protection (as a previous record may be 
held in another fund), but also in actually undertaking the underpin comparison. One 
scenario that may be likely to occur more frequently, as a result of the significant 
expansion of the underpin proposed in this document, would be situations like the 
following: 

• A member has two, unaggregated LGPS records in separate funds: 
o Membership one – active from 2011 to 2016, and 
o Membership two – active from 2017 to 2022. 

• As the member was in active service on 31st March 2012 and had 2014 Scheme 
membership, without a disqualifying break in service, they have underpin 
protection. 

• Upon leaving membership one, the member would have an underpin date 
(calculated in the normal way). 

 
 
22 By virtue of regulation 22(8) of the 2013 Regulations. 
23 By virtue of regulation 3(8) of the 2014 Regulations. 
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• The member would also have an underpin date upon leaving membership two for 
their active membership in the scheme over the underpin period (for this member, 
2014 to 2016 and 2017 to 2022). This would require the second fund to undertake 
an underpin comparison for the whole period using data they hold and data they 
need to obtain from the other fund (in relation to membership one). 

• In this situation, it may also need to be considered whether any underpin addition 
arising should be split between the two funds and the two employers, so as to 
ensure liabilities are appropriately held. 

 
49. This would clearly be extremely administratively complex and potentially lead to an 
increased likelihood of errors being made. It is likely that other similar scenarios would also 
arise, and that the administrative complexities would continue for many years (as some 
members’ underpin date may not take place for 30 or 40 years). 
 
50. In light of this, we are proposing that regulation 4 of the 2014 Regulations is amended 
to make clear that members must meet the qualifying criteria in a single membership (a 
‘relevant Scheme membership’ as defined in the proposed regulations) for underpin 
protection to apply. So, where a member has had a break in service, or a period of 
concurrent employment, their benefits must be aggregated for underpin protection to 
apply. The introduction of the concept of ‘relevant scheme membership’ has allowed us to 
define more clearly in the regulations the benefits administrators should be assessing 
when undertaking underpin calculations. 

51. As our intention is for the revised underpin regulations to apply retrospectively, it is 
possible these changes will mean that some members of the LGPS who have underpin 
protection at the moment (across separate LGPS memberships) would lose this. To 
ensure that no member is worse off as a result of our proposed amendments, we are 
proposing that active and deferred members are given an additional 12 months to elect to 
aggregate previous periods of LGPS membership, where such a decision would mean 
they have ‘relevant Scheme membership’ and therefore would have underpin protection. It 
is not proposed that this decision would be required for pensioner members, whose 
existing pensions would be unaffected by the aggregation changes outlined here. 
Circumstances where current pensioner members have underpin protection which is 
based on unaggregated membership and they have received an addition to their pension 
as a result of their underpin protection are expected to be rare24. 

52. The additional 12 months would apply from the date the regulations come into force. 
This additional election period would not apply in respect of other periods of membership 
members may wish to aggregate, only to periods where a failure to aggregate would mean 
the member would not obtain underpin protection25. Good communications with members 

 
 
24 Such situations are expected to be rare due to a combination of factors. Generally, we expect that most 
protected LGPS members currently retiring are better off under the career average scheme, due in part to its 
substantially better accrual rate. Moreover, LGPS administrators are unlikely to be aware that a member has 
underpin protection if a member has not aggregated their previous LGPS membership. We expect that 
situations where a member has been awarded an underpin on unaggregated membership by their 
administrator and that subsequent underpin calculation has shown the final salary pension to be better than 
the member’s career average pension would be rare. 
25 However, it should be noted that LGPS employers generally have the ability to allow aggregation beyond 
the statutory limits set out in scheme regulations. 
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in this situation will be crucial so that they understand whether this election period applies 
to them and the implications of the decision they are being asked to consider. As set out in 
paragraphs 131 and 133, we would plan to work closely with the Scheme Advisory Board 
on member communications to support the changes proposed in this paper. 

53. The Public Service Pensions Act 2013 applies certain requirements where a 
responsible authority26 proposes to make scheme regulations containing retrospective 
provisions which appear to the authority to have ‘significant adverse effects in relation to 
the pension payable to or in respect of members of the scheme’ (section 23(1))27. 
Specifically, where this is the case, the following applies: 

• The authority must obtain the consent of persons (or representatives of the 
persons) who appear to the responsible authority to be likely to be affected by the 
provisions (sections 23(1) and (3)). 

• The authority must lay a report before Parliament (section 23(4)). 

• The regulations become subject to the affirmative procedure, meaning they have to 
be approved by a resolution of each House of Parliament (sections 24(1)(b) and 
38). 

54. We welome stakeholders’ views on whether the changes we describe in paragraphs 
50 to 52 would have ‘significant adverse effects’ in relation to the pension payable to or in 
respect affected members. Whilst the changes would have retrospective application, the 
additional 12 month election period we are proposing would ensure that members have 
the opportunity to aggregate their pension records and obtain underpin protection if they 
wish. Members who wish to keep their records separate (perhaps as they have re-joined 
the LGPS in a lower paid post and do not want a final salary link) would also be able to 
retain this position by doing nothing. 

Question 9 – Do you agree that members should meet the underpin qualifying 
criteria in a single scheme membership for underpin protection to apply? 

Question 10 – Do you agree with our proposal that certain active and deferred 
members should have an additional 12 month period to decide to aggregate 
previous LGPS benefits as a consequence of the proposed changes? 

Question 11 – Do you consider that the proposals outlined in paragraphs 50 to 52 
would have ‘significant adverse effects’ in relation to the pension payable to or in 
respect of affected members, as described in section 23 of the Public Service 
Pensions Act 2013? 

 

 
 
26 Under section 2 and schedule 2 of the Public Service Pensions Act 2013, the Secretary of State is the 
responsible authority for the LGPS in England and Wales. 
27 Certain requirements also apply under section 23(2) of the Public Service Pensions Act 2013 where the 
responsible authority proposes to make scheme regulations that are retrospective in nature, but which have 
significant adverse effects in other ways (for example, in relation to injury or compensation benefits). We are 
content that these provisions would not apply in respect of these proposed changes. 
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Achieving a fair and consistent underpin 

55. Alongside the changes necessary to remedy the discrimination found by the Courts, 
and the aggregation proposal above, we are also proposing some changes to underpin 
provisions to ensure that the underpin works effectively and consistently for all members. 

56. Breaks in service of less than five years – the 2014 Regulations do not currently 
make clear whether it is permitted for the underpin to be re-calculated if a protected 
member leaves active service and returns without a disqualifying break in service (i.e. 
within five years). We propose that where a qualifying member leaves active service, 
rejoins within five years and aggregates their benefits, a further underpin comparison 
would be undertaken when they next reach their underpin date (i.e. leave active service or 
reach their 2008 Scheme NPA), using their final salary at the most recent date of leaving 
(and the results of the previous comparison disregarded). Taking this approach means that 
promotional pay increases that may apply where a qualifying member progresses in their 
career are taken into account in their underpin calculations. It also ensures younger 
members of the scheme have equivalent protection to their older colleagues (whose final 
salary benefit is based on their pay at the end of their career, after relevant promotions 
and pay rises). It may also benefit those qualifying members who are more likely to have a 
break in employment, such as women28 or those who have a disability. However, it is 
proposed that qualifying members who re-join the LGPS after their 2008 Scheme NPA 
would not have a further underpin date, even if they aggregate their previous pension 
rights. This is consistent with our general approach that underpin protection only provides 
protection until a member’s 2008 Scheme NPA. 

57. Early/late retirement factors - When a protected member leaves the scheme, the 
current underpin calculation does not take into account the impact of early/late retirement 
factors, which may mean the calculation does not correctly identify the scheme in which 
the member would receive the higher benefits. This situation arises because of differences 
in NPAs in the 2008 and 2014 Schemes, which may mean early and late retirement factors 
apply at different rates. We therefore propose that the revised underpin should include a 
‘check’ to ensure that, at the point a qualifying member takes their benefits from the 
scheme, they are still due to receive at least the pension they would have received under 
the 2008 Scheme, after the application of any early/late retirement factors. Further detail 
on how this will work is outlined in the next section regarding the two-stage process we 
intend to adopt. 

58. Death in service – the existing definition of the underpin date set out in regulation 4(2) 
of the 2014 Regulation do not make clear what should happen where a member who has 
underpin protection dies in active service. On a strict interpretation, the 2014 Regulations 
would therefore appear to mean that there is no underpin comparison for such a member 
(which could reduce any survivor benefit that may be payable). We do not believe that was 
or should be the policy intent. In relation to the revised underpin, we therefore propose that 
there would be a clear requirement for an underpin comparison to be undertaken where a 
qualifying member dies in service.  

59. Survivor benefits – it is not always clear how the survivor benefits provisions in the 
2013 Regulations apply in relation to the underpin, and whether increases in benefits 

 
 
28 http://www.parliament.uk/briefing-papers/sn06838.pdf  
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arising from the underpin should be included in the calculation of survivor benefits 
following the death of a protected member (from any status). We intend that the amended 
regulations will make clearer how the underpin applies in relation to survivor benefits. In 
general terms, it is our policy that where a qualifying member has an addition to their 
pension arising from the underpin, this should be taken into account in determining the 
value of relevant survivor benefits, where such benefits are based on the value of the 
qualifying member’s pension. The next section of this paper outlines our policy on the 
underpin and survivor benefits in more detail. 

60. Together and individually, the changes we describe in paragraphs 56 to 59 are 
intended to be beneficial for scheme members, and are intended to ensure that the revised 
underpin works for all members with underpin protection in a consistent and effective way. 
As outlined in paragraph 34, we have considered the principle of minimum interference but 
believe that these changes are both appropriate and necessary. 

Question 12 – Do you have any comments on the proposed amendments described 
in paragraphs 56 to 59? 

A two-stage process 

61. Under current provisions, the underpin calculation takes place at a single point in time 
– a member’s underpin date, being the earlier of the date a member leaves active service 
with an immediate entitlement to a pension, and the date they reach their 2008 Scheme 
NPA. This has its advantages, such as in respect of administration. However, in the round, 
we now consider a two-stage underpin process would provide a more robust form of 
protection and the draft regulations attached propose such an approach. Under this, all 
qualifying members would have an ‘underpin date’ and an ‘underpin crystallisation date’: 

• the purpose of the underpin date would be to provide for a provisional assessment 
of the underpin, broadly comparing the qualifying member’s 2014 Scheme benefits 
in a relevant scheme membership against the 2008 Scheme benefits they would 
have accrued over the same period, in respect of the same membership. The 
underpin date would take place at the earliest of the date the qualifying member: 

o leaves active service in a relevant scheme membership, 

o reaches their 2008 Scheme NPA, or  

o dies. 

Regardless of the outcome of this provisional comparison, there would be no 
adjustment to a member’s pension at their underpin date. The purpose of the 
comparison at a member’s underpin date would primarily be so that the member 
has early information on how the underpin may apply to them. This recognises that 
there may be many years between a qualifying member’s underpin date and their 
underpin crystallisation date, when the final comparison is due to take place.  

• The purpose of the underpin crystallisation date would be to provide for a final 
check at the point the qualifying member’s benefits from the scheme are 
‘crystallised’ (where the member takes their pension from the scheme). The check 
would be designed to ensure that qualifying members always receive at least the 
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higher of the pension they would have been due from the 2014 Scheme and the 
2008 Scheme, taking into account the impact of factors like early/ late retirement 
adjustments. 

62. We consider that the use of a two-stage process will achieve the following: 

• Fundamentally, it should give qualifying members greater confidence that the 
underpin process has given them the benefit that is better for their own personal 
situation, even if they take their benefits many years after they leave the scheme. 

• By undertaking an initial comparison at a member’s underpin date, it would give 
qualifying members information about how the underpin may apply to them at the 
earliest possible date, even if such calculations would only be provisional. 

• It is more compatible with the revised underpin where members can re-join, 
aggregate their membership and have a further underpin date at a subsequent point 
in time. Until the final underpin check at a member’s underpin crystallisation date, 
there will be no change to a member’s active or deferred pension arising from the 
underpin. 

• It reflects the fact that for most members retiring on age grounds, early and/or late 
retirement factors will apply in calculating their 2008 and/or 2014 Scheme benefits. 
As these will not apply in the same way to a member’s 2008 and 2014 Scheme 
entitlements (unless their 2008 Scheme NPA is the same as their State Pension 
age), a final check at the point benefits are paid is necessary to ensure the member 
is getting the higher benefit. 

63. Further detail on the proposed two-stage process is contained in annex C and 
illustrative examples of a variety of scenarios are included in annex D. 

Question 13 – Do you agree with the two-stage underpin process proposed? 

Underpin period and final salary link 

64. As discussed earlier in the consultation (paragraphs 28 to 31), we propose that: 

• the revised underpin be extended to provide underpin protection to all qualifying 
members for service from 1st April 2014 up to and including 31st March 2022, 
except where a member’s underpin date is sooner. 

• from 1st April 2022, all LGPS membership accrues on a career average basis, with 
no underpin,  

• but to ensure that there is an equivalent level of protection between older and 
younger members, the comparison of 2008 Scheme and 2014 Scheme benefits 
would take place at a qualifying member’s underpin date, even if the underpin 
period ends sooner. 
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The revised underpin – application 

65. This section describes how the revised underpin is intended to apply to qualifying 
members at different stages of their membership of the scheme, and at different life 
events.  

Whilst in active membership 

66. Whilst a qualifying member is in active service below their 2008 Scheme NPA, they will 
remain a member of the 2014 Scheme. For the period up to 31st March 2022, active 
qualifying members will accrue underpin protection. From 1st April 2022, accrual will be on 
a career average basis alone, but active qualifying members will retain a final salary link in 
relation to their underpin protection. Each year, a qualifying member’s annual benefit 
statement will include an estimate of how the underpin would have applied to them if they 
had left the scheme at the end of the scheme year (i.e. as if their underpin date had been 
31st March in that year). In these estimates, no account would be taken of actuarial 
adjustments relating to a member’s age. 

67. If a qualifying member remains in active service at their 2008 Scheme NPA (normally 
65), their underpin date will be triggered in relation to their relevant scheme membership, 
meaning a comparison of their 2008 Scheme and 2014 Scheme pension (relating to the 
period from 1st April 2014 up to 31st March 2022, or their 2008 Scheme NPA if earlier) 
would be undertaken. This calculation would be based on the member’s final pay as at 
their 2008 Scheme NPA (taking into account appropriate lookback provisions where 
appropriate). The member would be informed of the results of this comparison, but also 
informed that a check at their underpin crystallisation date would be undertaken at the 
point they take their benefits to ensure they are getting the higher benefit. Final salary 
increases or reductions beyond the member’s 2008 Scheme NPA would not impact on the 
member’s underpin protection. 

Concurrent employments 

68. Underpin protection may apply to qualifying members who hold two or more active 
memberships of the scheme at the same time (‘concurrent employments’). Under our 
proposals, underpin protection would be linked to specific scheme memberships, with 
members who have ‘relevant scheme membership’ having underpin protection on that 
membership. Relevant scheme membership applies where: 

• a member was an active member on 31st March 2012, 

• a member has been an active member of the 2014 Scheme, and 

• they did not have a disqualifying break in service. 

69. Relevant scheme membership would apply in the normal way where a qualifying 
member has concurrent employments – for example, if a member has two posts and 
meets the criteria in one but not the other, they would have underpin protection in the 
former post, but not the latter. Where a qualifying member leaves a concurrent post in 
which they had relevant scheme membership before reaching their 2008 Scheme NPA 
their underpin date would apply in relation to that employment. If they were to then 
aggregate that membership with their ongoing post, the member would have a further 
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underpin date at the earlier of the date they leave that post or the date they reach their 
2008 Scheme NPA.29 

At date of leaving (without taking scheme benefits) 

70. Where an active qualifting member leaves the LGPS before their 2008 Scheme NPA 
with a deferred entitlement to benefits, their underpin date would apply at their date of 
leaving. A provisional underpin comparison would be undertaken for the period up to 31st 
March 2022, or to the member’s date of leaving if earlier. The member would be informed 
of the results of this comparison, but also informed that a check at their underpin 
crystallisation date would be undertaken at the point they take their benefits to ensure they 
are getting the higher benefit. 

Whilst a deferred member 

71. For qualifying members who have had an underpin date after leaving active 
membership of the scheme with a deferred benefit, annual benefit statements sent to the 
member would include details of the provisional calculations undertaken at their underpin 
date. The results of these calculations would be adjusted to reflect cost of living changes 
between the member’s underpin date and the date of their annual benefit statement. 

Re-joiners 

72. Where a qualifying member who has had an underpin date in respect of a relevant 
scheme membership re-joins the scheme without a disqualifying break in service and 
aggregates their previous scheme membership with their active pension account30, they 
will retain continuing underpin protection for any service up to 31st March 2022. For service 
from April 2022 onwards, the member will retain a continuing final salary link in relation to 
their underpin protection (as well as in respect of their pre-2014 final salary membership). 
A further underpin date will occur at the date the member leaves active service or the date 
they reach their 2008 Scheme NPA. 

Age retirement 

73. When a qualifying member takes voluntary payment31 of their benefits in a relevant 
scheme membership at any age between 55 and 75, their underpin crystallisation date will 
apply. This means that the final comparison of their benefits will be undertaken to 
determine whether the 2014 Scheme or 2008 Scheme benefits would be better. For 
qualifying members who retire from active status and do so before their 2008 Scheme 
NPA, the member’s underpin date will take place as at their date of leaving32. The 
underpin crystallisation date will take place upon their pension coming into payment.  

 
 
29 Under regulations 22(6) or (7) of the 2013 Regulations 
30 Under regulation 22 of the 2013 Regulations, all scheme members must have a pension account. Unless 
aggregated, members have multiple pension accounts for multiple periods of scheme membership. 
31 Non-voluntary payment of benefits following redundancy and business efficiency are covered in paragraph 
100. 
32 As described in paragraph 67, where a qualifying member is in active service at their 2008 Scheme NPA, 
this would be their underpin date. 
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74. In the underpin crystallisation date calculation, the scheme administrator will take the 
provisional calculations from a qualifying member’s underpin date and update these to 
take into account the effects of cost of living changes since the member’s underpin date, 
as well as the impact of early/ late retirement factors. Where the final values show that the 
member would have been better off under the 2008 Scheme, an addition will be made to 
the member’s 2014 pension account. The member’s total pension in that relevant scheme 
membership for the period from 1st April 2014 to 31st March 2022 would also be payable 
without any further actuarial adjustment relating to the member’s age. 

Ill-health retirement 

75. For most qualifying members retiring on ill-health grounds, their date of leaving will be 
their underpin date33. As applies under the existing underpin provisions, the underpin 
calculation at a qualifying member’s underpin date will take into account any 
enhancements that they may be due where they are receiving ‘tier 1’34 or ‘tier 2’35 benefits 
under regulation 39 of the 2013 Regulations, and compare these against the relevant 
enhancements that would have applied under the 2008 Scheme. This comparison of 
enhancements would apply up to the earlier of a qualifying member’s 2008 Scheme NPA 
and 31st March 2022.  

76. A qualifying member’s ill-health retirement date will be their underpin crystallisation 
date, in all cases. This calculation will take into account cost of living adjustments between 
the member’s underpin date and their underpin crystallisation date for members retiring 
from deferred or deferred pensioner status. No account will be taken of actuarial 
reductions relating to their age as these do not apply in relation to ill-health retirements, 
but where the qualifying member is over their 2008 Scheme or 2014 Scheme NPA, the 
impact of actuarial increases will be considered. 

77. Whilst in most cases a member can only have one underpin crystallisation date, an 
exception applies in relation to members who have retired with ‘tier 3’36 benefits. As tier 3 
pensions are temporary, a qualifying member would typically have an underpin 
crystallisation date at the point they begin receipt of their temporary pension and a 
subsequent one at the point they receive payment of their suspended pension from the 
scheme or the underpin otherwise crystallises (from deferred pensioner status). Whilst the 

 
 
33 With the exception of deferred or deferred pensioner members taking ill-health retirement under regulation 
38 of the 2013 Regulations, and members who have previously reached their 2008 Scheme normal 
retirement age. Deferred pensioner members are members who were previously in receipt of a temporary 
tier 3 ill-health pension which has since ceased, and the member has not yet taken their main scheme 
benefits. 
34 Subject to other criteria that apply, tier 1 benefits apply to members retiring on ill-health grounds who are 
unlikely to be able to undertake gainful employment before their NPA (regulation 35(5)). Members receiving 
tier 1 benefits receive an adjustment to their pension equalling the full benefits they would have accrued 
between date of leaving and their 2014 Scheme NPA. 
35 Subject to other criteria that apply, tier 2 benefits apply to members retiring on ill-health grounds who are 
unlikely to be able to undertake gainful employment within three years of leaving the employment, but who 
are likely to be able to undertake gainful employment before reaching their NPA (regulation 35(6)). Members 
receiving tier 2 benefits receive an adjustment to their pension equalling 25% of the benefits they would have 
accrued between date of leaving and their 2014 Scheme NPA. 
36 Subject to other criteria that apply, tier 3 benefits apply to members who are likely to be capable of 
undertaking gainful employment within three years of their date of leaving (regulation 35(7)). Members 
receiving tier 3 benefits receive an unadjusted pension for a maximum of three years. 
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former calculation would not take into account actuarial reductions that may apply, the 
latter calculation would. 

Death benefits 

78. As noted earlier, under existing scheme regulations, it is sometimes unclear how 
scheme death benefits interact with the underpin. Our policy intent is set out in this 
section, and we have aimed to make these points clearer in the draft regulations. These 
clarifications are essential to ensuring that the underpin works effectively and consistently. 

79. Deaths in service - For a qualifying member in active service, their date of death will 
be both their underpin date and their underpin crystallisation date. It is proposed that the 
underpin comparison would take into account the enhancements that apply under the 
2008 and 2014 Scheme regulations in relation to deaths in service. This comparison of 
enhancements would apply up to the earlier of the qualifying member’s 2008 Scheme NPA 
and 31st March 2022. This would be a new addition to the underpin regulations, and would 
be consistent with the approach taken in relation to ill-health retirements (outlined above in 
paragraph 75). 

80. No adjustment relating to the underpin would apply to a qualifying member’s death 
grant, as death grants for active members are based on a member’s pay, not their 
pension.  

81. Where survivor benefits are payable following a death in service of a qualifying 
member, the underpin comparison would be based on the provisional calculations and 
would not take into account the impact of early or late retirement factors which do not 
apply in relation to survivor benefits. Where there is an addition (i.e. the 2008 Scheme 
benefit is higher based on the unadjusted values), this addition would apply in the 
calculation of the survivor’s benefit, at the appropriate accrual rate for each type of 
survivor.  

82. Deaths from deferred status - Where a qualifying member dies from deferred status, 
their underpin date will have already taken place (on the date the member left active 
service, or on their 2008 Scheme NPA, if earlier). The day of the member’s death would be 
their underpin crystallisation date. 

83. Where survivor benefits are payable following a death from deferred status, the 
underpin comparison would be based on the provisional calculations and would not take 
into account the impact of early or late retirement factors which do not apply in relation to 
survivor benefits. Where there is an addition (i.e. the 2008 Scheme benefit is higher based 
on the unadjusted values), this addition would apply in the calculation of the survivor’s 
benefit, at the appropriate accrual rate for each type of survivor. 

84. Any addition arising from the provisional calculations undertaken at a member’s 
underpin date will also apply in the calculation of the death grant. For deferred members, a 
death grant applies at 5 times the annual rate of pension, without actuarial adjustment 
relating to the age of the member. 

85. Deaths from pensioner status – Where a qualifying member dies from pensioner 
status, the underpin date and the underpin crystallisation date will already have taken 
place.  
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86. Where survivor benefits are payable following the death of a pensioner, the underpin 
comparison will be based on the provisional calculations undertaken at a qualifying 
member’s underpin date and will not take into account the impact of early or late 
retirement factors which do not apply in relation to survivor benefits. Where there is an 
addition (i.e. the 2008 Scheme benefit is higher based on the unadjusted values), this 
addition will apply in the calculation of the survivor’s benefit, at the appropriate accrual rate 
for each type of survivor. 

87. Any addition arising from the provisional underpin calculation will also apply in the 
calculation of the death grant, where applicable. For pensioner members, a death grant 
applies at 10 times the annual rate of pension, reduced by the actual amount of pension 
the member received prior to their death and by any lump sum commutation. 

Public Sector Transfer Club transfers 

88. The LGPS is a member of the Public Sector Transfer Club37. The Club is an 
arrangement that facilitates the mobility of employment within the public sector by, for 
example, enabling employees to avoid the reduction in the value of their accrued pension 
that could otherwise occur as a result of changing employment. Final salary pension 
transferees are awarded a service credit that maintains the member’s final salary link for 
the pension accrued in their previous scheme. CARE transferees are awarded a pension 
credit that continues the rate of in-service revaluation that was provided in the member’s 
previous scheme. The intention of the Club is that a member should not lose out as a 
result of changing employment within the public sector.  Equally, the member should not 
receive benefits that are higher in value than if they had not changed employment. 

89. Separately, the Government is consulting38 on proposals to remove the unlawful 
discrimination from the other main public service pension schemes. That consultation 
includes a section seeking views on how transfers under the Public Sector Transfer Club 
may work in relation to the remedy proposals outlined in that consultation. It sets out that 
one option would be for a member to make a choice between career average and final 
salary benefits at the date of transfer, so that only one set of scheme benefits for the 
remedy period needs to be considered for the transferred service.  

90. The consultation also notes that considerations in the LGPS may be different, given 
the different nature of transitional protection in the LGPS and that we would consult on 
more detailed proposals in relation to Club transfers between the LGPS and the other 
public service pension schemes.  

91. One approach, which would be consistent with the option outlined in the wider 
consultation, would be for the same principle to apply. This would mean the following: 

• For Club transfers of protected service (accrued between April 2015 and 
March 2022) into the LGPS - the receiving LGPS fund would give the member the 
option of deciding whether they wanted to use the transfer to buy final salary 

 
 
37 https://www.civilservicepensionscheme.org.uk/members/public-sector-transfer-club/  
38 https://www.gov.uk/government/consultations/public-service-pension-schemes-consultation-changes-to-
the-transitional-arrangements-to-the-2015-schemes 
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membership or career average pension in relation to the transferred service. 
Quotations would be provided to help members make an informed choice. 

• For Club transfers of protected service (accrued between April 2014 and 
March 2022) out of the LGPS – the receiving scheme administrator would give the 
member the option of deciding whether they wanted to use the transfer to buy final 
salary membership or career average pension in relation to the transferred service 
(which in the LGPS would have provided them with underpin protection). Quotations 
would be provided to help members make an informed choice. 

92. It should be noted that, in certain situations, a transferring member might be at an 
advantage if the transitional protection could continue in their new scheme (for example, if 
members transferring into the LGPS were to obtain underpin protection for protected 
service they transfer in, or LGPS members transferring out were to obtain a choice in their 
new schemes). However, such an approach would likely lead to significant administrative 
complexity across the public sector. 

93. We propose that, consistent with existing LGPS regulations39 that, where a member 
with final salary membership in another public service pension scheme transfers that 
membership into the LGPS, and they would have met the qualifying criteria for underpin 
protection in the LGPS had they been a member of the scheme, they would be granted 
underpin protection for their LGPS membership up to 31st March 2022. This would apply 
even if the initial transfer into the LGPS was not a Club transfer. 

94. We welcome views from respondents on the options set out here. The final approach 
in relation to transfers within the Public Sector Transfer Club will be considered across 
Government, taking into account the responses to this consultation along with those to the 
wider consultation.  

Non-Club transfers 

95. Where a qualifying member transfers relevant scheme membership and the transfer is 
not a ‘Club’ transfer40, a different approach is proposed. The date of transfer would be their 
underpin crystallisation date. In the draft regulations we propose the detailed requirements 
in relation to such cases will be contained in actuarial guidance issued by the Secretary of 
State. We propose that the actuarial guidance we issue will require the following approach: 

 1) Calculate Cash Equivalent Transfer Values (CETVs) of the following: 

a) the member’s accrued rights, 

b) the member’s ‘provisional assumed benefits’ (see annex C), and 

c) the member’s ‘provisional underpin amount’ (see annex C). 

 
 
39 Regulation 9(1) and (2) of the 2014 Regulations 
40 Either because it is not a transfer to a pension scheme in the Public Sector Transfer Club, or because it 
does not qualify as a Club transfer. 
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2) Where c) is greater than b), add the difference between the two amounts to a) 
and that is the total CETV.  

3) Where c) is not greater than b), just pay the CETV based on the member’s 
accrued rights (i.e. the CETV calculated at a)). 

96. This approach would be consistent with the general approach taken to calculating 
pension benefits under the underpin, and should achieve a similar outcome.  

97. Where a member with underpin protection has transferred in pension rights from 
another scheme that is not a public service pension scheme, the value of the transfer 
would not be taken into account for the purposes of the member’s underpin calculations. 
This is the same as applies in relation to transfers under the existing underpin regulations. 

Other ways of taking benefits 

98. Flexible retirement – Where a qualifying member makes an election to reduce their 
working hours or grade in an employment, with their employer’s consent, that would be 
their underpin date, even though they remain in active employment after this date. As 
applies under the existing underpin provisions, no further underpin protection would apply 
after a qualifying member’s date of flexible retirement. The underpin crystallisation date 
calculation, also undertaken at the point of a member’s flexible retirement, would take into 
account the impacts of early and late retirement factors to determine which scheme benefit 
is better for the individual.  

99. Where a qualifying member takes ‘partial’ flexible retirement, i.e. they do not take all 
the benefits they accrued prior to their flexible retirement date straight away, there is a 
question about the appropriate treatment of the underpin. We propose that, in partial 
flexible retirement situations, where there is an addition to the member’s pension arising 
from the underpin (i.e. because the 2008 Scheme benefit is higher), the amount of the 
addition given to the member at that point in time should be proportionate to the amount of 
the 2014 Scheme pension they are choosing to receive. For example, if a member is only 
receiving 20% of their 2014 Scheme pension upon flexibly retiring, they would only receive 
20% of the underpin addition. The remainder would be payable at the point the member 
takes the rest of their benefits. 

100. Redundancy41 – Redundancy below a qualifying member’s 2008 Scheme NPA 
would trigger their underpin date. For members aged 55 or over, who have an immediate 
entitlement to their pension at point of redundancy, the date their redundancy pension 
commences would also be their underpin crystallisation date. As actuarial reductions do 
not apply in this situation, no account should be taken of these in the final underpin 
comparison. However, actuarial increases, where the member is made redundant after 
their 2008 Scheme or 2014 Scheme NPA, should be considered in the usual way. 

101. Trivial commutation42 – Under regulation 34 of the 2013 Regulations, members with 
small total pension rights can extinguish their future right to a pension from the scheme 

 
 
41 This paragraph also covers members leaving active membership of the LGPS on grounds of business 
efficiency. 
42 This paragraph also covers members taking benefits via any of the other means referred to in regulation 
34 of the 2013 Regulations. These payments are made at the discretion of administering authorities. 
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and receive a lump sum instead (‘trivial commutation’). Under our proposals, qualifying 
members trivially commuting their pension will already have had their underpin date, as at 
their date of leaving the LGPS or reaching their 2008 Scheme NPA. If a qualifying member 
has not yet taken their pension, the date they trivially commute their benefits would be 
their underpin crystallisation date and the draft regulations propose the detailed 
requirements in relation to such cases will be contained in actuarial guidance issued by the 
Secretary of State. This is consistent with the general approach set out in the 2013 
Regulations43. We propose that the actuarial guidance we issue will require the following 
approach: 

 1) Calculate the trivial commutation sum due of the following: 

a) the member’s total accrued rights, 

b) the member’s ‘provisional assumed benefits’ (see annex C), and 

c) the member’s ‘provisional underpin amount’ (see annex C). 

2) Where c) is greater than b), add the difference between the two amounts to a) 
and that is the total sum due.  

3) Where c) is not greater than b), just pay the trivial commutation sum based on 
the member’s accrued rights (i.e. the sum calculated at a)). 

102. This approach would be consistent with the general approach taken to calculating 
pension benefits under the underpin, and should achieve a similar outcome. Where a 
qualifying member who trivially commutes their benefits has already taken their pension 
from the LGPS (and had an underpin crystallisation date in doing so), there would be no 
further underpin calculations due at the point of the trivial commutation. 

Question 14 – Do you have any comments regarding the proposed approaches 
outlined above? 

Question 15 – Do you consider there to be any notable omissions in our proposals 
on the changes to the underpin? 

Supplementary matters 

Annual benefit statements 

103. Pension schemes are vitally important workplace benefits. For many people 
contributing to a pension scheme, the annual benefit statement (ABS) is the main way that 
they receive updates on the value of their pension and when they will be able to receive it. 
Whilst it is true that information presented on an ABS about the underpin cannot provide 
certainty to a qualifying member on their underpin protection (in most cases, there will not 
be certainty until a member’s underpin crystallisation date), we believe it is important that 
estimates are provided on member ABSs if scheme regulations are amended in the 

 
 
43 Regulation 34(2) of the 2013 Regulations requires that payments of the description contained in regulation 
34(1) are to be calculated in accordance with actuarial guidance issued by the Secretary of State. 
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manner outlined in this paper. Appropriate wording would need to be considered so that 
members have the information needed to understand how the underpin works and that the 
figures included in their statement are provisional, and may change. We would plan to ask 
the Scheme Advisory Board to lead on agreeing standardised wording that LGPS funds 
thoughout England and Wales can include in ABSs regarding underpin protection. 

104. Our draft regulations propose the following approach for members who meet the 
underpin qualifying criteria and have relevant scheme membership: 

• That where a member is in active service below their 2008 Scheme NPA, their ABS 
should estimate the value of the underpin to the individual as if the end of the 
Scheme year44 was their underpin date – including the provisional assumed 
benefits, the provisional underpin amount and any provisional guarantee amount. 

• That where a member remains in active service beyond their 2008 Scheme NPA, 
their ABS should include the provisional estimates from the member’s underpin 
date, as updated to reflect cost of living changes to the end of the Scheme year. 

• For deferred and deferred pensioner members45, their ABS should include the 
provisional estimates from the member’s underpin date, as updated to reflect cost 
of living changes to the end of the Scheme year. 

Question 16 – Do you agree that annual benefit statements should include 
information about a qualifying member’s underpin protection? 

Question 17 – Do you have any comments regarding how the underpin should be 
presented on annual benefit statements? 

Annual allowance 

105. The annual allowance is the maximum amount of tax-relieved pension savings that 
can be accrued by an individual in a year. The standard annual allowance is currently 
£40,000, but for those on the highest incomes, it tapers down to a minimum level of 
£10,000 (from April 2016 to March 2020) and to £4,000 (from April 2020). For defined 
benefit pension schemes like the LGPS, liability for tax charges above the annual 
allowance is calculated using the value of pension accrued in a particular year. Where an 
individual’s pension accrual in a single year exceeds the annual allowance, then a tax 
charge may be due on the amount accrued above the member’s annual allowance46 to 
claw back the excess tax relief. 

106. Whilst we would not expect a significant number of qualifying members to experience 
any change to their tax liability as a result of the proposals in this consultation document, it 

 
 
44 Under Schedule 1 of the 2013 Regulations, a period of one year beginning with 1st April and ending with 
31st March. 
45 Deferred pensioner members are members who were previously in receipt of a temporary tier 3 ill-health 
pension which has since ceased, and the member has not yet taken their main scheme benefits. 
46 However, ‘carry forward’ provisions allow members to carry forward unused annual allowance for the 
previous three years. 
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is important that underpin protection is considered for the purposes of determining a 
qualifying member’s annual allowance. 

107. LGPS regulations do not contain detailed provisions regarding the application of 
pensions tax to scheme benefits. Scheme administrators must follow the pensions tax 
framework as set out in the Finance Act 2004 and secondary legislation, and as explained 
in HMRC’s Pensions Tax Manual47. Consistent with our approach generally, we do not 
plan to include in scheme regulations specific details regarding the tax treatment of the 
revised underpin. 

108. We understand that, in accordance with guidance provided by the Local Government 
Association (LGA)48, LGPS administrators have generally been taking the following 
approach in relation to the current underpin and the annual allowance: 

• Whilst a protected member is in active service and their underpin date has not yet 
occurred, no account has been taken of a member’s underpin protection for the 
purposes of determining a member’s pension input amount in a given pension input 
period. This reflects that, under existing scheme regulations, a member may only 
receive an addition to their pension at the point of their underpin date. 

• In the year of a protected member’s underpin date, any addition in the member’s 
pension arising from the comparison undertaken at the member’s underpin date 
would be considered for the purposes of determining a member’s pension input 
amount in that pension input period.  

109. Whilst interpretation and application of the requirements of the Finance Act 2004 is a 
matter for individual administrators to consider, we believe that this approach is correct 
and would remain so if our proposals were to be implemented in scheme regulations. 
However, a change will be needed to reflect that, under our proposals, the point where an 
addition may arise from the underpin would be different. As described in paragraphs 61 
and 62, our proposal is that the underpin moves to a ‘two stage process’. Under this, a 
member’s underpin protection can only result in a change to their pension entitlement at 
their ‘underpin crystallisation date’ and under our proposals it would be in this pension 
input period that the underpin should first be given consideration for the purposes of the 
annual allowance. As there would be no change to a member’s pension entitlement at the 
point of a member’s underpin date, the underpin should not be given consideration for 
annual allowance purposes in that pension input period49.  

110. However, we recognise that there may be circumstances where this approach means 
that a qualifying member has a higher pension input amount in the year of their underpin 
crystallisation date than an approach where the potential value of the underpin is 
considered on a year-by-year basis whilst a qualifying member remains in active 
membership. This may particularly be the case for qualifying members who have a 
relatively low career average pension for the years from 1st April 2014 to 31st March 2022, 
but a relatively high final salary pension over the same period. This may occur where a 

 
 
47 https://www.gov.uk/hmrc-internal-manuals/pensions-tax-manual  
48 ‘The Underpin’ technical guide, latest version v1.8 (dated 18/07/2018), 
http://lgpsregs.org/resources/guidesetc.php  
49 Except where the member’s underpin crystallisation date occurs in the same pension input period. 
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qualifying member is at an early stage of their career now, but goes on to be a high-earner 
in the future. We would appreciate views from stakeholders on the potential likelihood of 
this issue arising, the scale of the issue and how any impacts might be mitigated, if 
appropriate. 

Question 18 – Do you have any comments on the potential issue identified in 
paragraph 110? 

Public sector equality duty 

111. The Ministry of Housing, Communities and Local Government has analysed the 

proposals set out in this consultation document (MHCLG) to fulfil the requirements of the 
Public Sector Equality Duty (PSED) as set out in section 149 of the Equality Act 2010. This 
requires the department to pay due regard to the need to: 

 

1) eliminate unlawful discrimination, harassment and victimisation and other conduct 
prohibited by the Act 

2) advance equality of opportunity between people who share a protected characteristic 
and those who do not 

3) foster good relations between people who share a protected characteristic and those 
who do not. 

 

Data 

112. In undertaking our assessment of the equalities impacts of our proposals, we have 
drawn upon analysis provided to us by GAD. The analysis particularly looks at the 
protected characteristics of age and sex and is based on membership data supplied to 
GAD by LGPS administrators as at 31st March 2019. The following points should be borne 
in mind when considering the analysis: 

• GAD’s analysis has principally considered those who would benefit from the 
proposals outlined in this consultation. Members who already have underpin 
protection under existing provisions (being those aged 62 and older on 31st March 
2019, who were aged at least 55 on 1st April 2012) have not been considered 
directly. 

• GAD’s analysis is based on active membership records totalling 1.68mn. The 
analysis has been conducted on a per-member basis, meaning additional records 
where members have more than one active employment have been removed. 

• The proportion of the qualifying membership which is eventually likely to be better 
off as a result of underpin protection is heavily influenced by the rate of future pay 
growth in the LGPS. Consistent with the assumption used for the 2016 valuations of 
public service pension schemes, the long-term annual future pay growth 
assumption used is CPI + 2.2%.  

• The analysis is based on the LGPS’s active membership as at 31st March 2019. 
Under our proposals, the proposed changes to the underpin would be backdated to 
1st April 2014. We would therefore expect that a number of additional members not 
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included in the analysis would benefit from our proposals. However, we do not 
anticipate this limitation would significantly change the results of the analysis. 

• The analysis is based on an “average” member at each particular age. Allowing for 
variations in individual members’ future service or salary progression could produce 
different figures. 
 

113. Limited data specific to the LGPS in England and Wales is available in relation to 
other protected characteristics. However, we have considered wider data from the Labour 
Force Survey (LFS) (Q1 2020)50 and the Annual Population Survey (APS) (2019)51 in 
looking at the potential impacts of the following characteristics. 

Age 

114. The proposals outlined here are intended to remove age discrimination, which had 
been found to be unlawful in the firefighters’ and judicial pension schemes, from the LGPS 
rules governing the underpin. We consider that the changes proposed will significantly 
reduce differential impacts in how the underpin applies based on a member’s age, by 
removing the age-related qualifying criteria found to be unlawful by the Courts.  

115. Based on analysis undertaken by GAD on active membership data for the LGPS as 
at 31st March 2019, we anticipate that some differences in how the revised underpin 
would apply to members of different age groups would remain. These are described 
below, along with our assessment of these differences. 

116. Qualification for the underpin – GAD’s analysis shows that older active members 
on 31st March 2019 would be more likely to qualify for the revised underpin than younger 
active members. This is principally because of our proposal that the 31st March 2012 
qualifying date for underpin protection is retained. The proportion of members active in the 
scheme as at 31st March 2019 who had been members of the scheme on 31st March 2012 
is lower for younger members, as experience shows they have a higher withdrawal rate 
from active scheme membership. We consider that members joining the LGPS after 31st 
March 2012 do not need to be provided with underpin protection. Members joining the 
LGPS after 31st March 2012 fall into two groups: 

a) members who joined after 1st April 2014 when the LGPS had already reformed to 
a career average structure, and  

b) members who joined between 1st April 2012 and 31st March 2014, who joined the 
LGPS when it was still a final salary scheme, but when a well-publicised reform 
process was already underway. 

117. In relation to both groups, it is the Government’s view that providing them underpin 
protection would not be appropriate. Transitional protection, as applied across public 

 
 
50 
https://www.ons.gov.uk/surveys/informationforhouseholdsandindividuals/householdandindividualsurveys/lab
ourforcesurvey 
51 
https://www.nomisweb.co.uk/articles/1167.aspx#:~:text=The%20Annual%20Population%20Survey%20(APS,
regional%20(local%20authority)%20areas. 
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service pension schemes, was always designed to help members with the transition from 
the old scheme designs to the new (in the LGPS, mainly in relation to the move from a 
final salary to a career average structure). Members who joined after 31st March 2012 will 
have joined the LGPS when either it had already transitioned to the career average 
structure, or when it was well publicised that the LGPS benefits were reforming. 

118. Members who benefit from the underpin – GAD’s analysis shows that active 
members between the ages of 41 and 55 would be more likely to benefit from the revised 
underpin (i.e. where the calculated final salary benefit is higher than the calculated career 
average benefit) than both their younger and older colleagues. This reflects previous 
experience and future expectation that: 

• this group are more likely than older colleagues to experience the pay progression 
that would make the final salary benefit higher over the underpin period (bearing in 
mind that the career average accrual rate (1/49ths) is better than the final salary 
accrual rate (1/60ths) so above inflation pay increases are needed for the underpin 
to lead to an increase in pension), and 

• this group are more likely than younger colleagues to remain in active membership 
until they receive the pay progression necessary for the underpin to result in an 
addition to their pension. Younger members are estimated to have a higher 
voluntary withdrawal rate than older members, and so would be less likely to remain 
in the LGPS until such time as they have the pay increases for the final salary 
benefit to be higher. 

119. These differential impacts reflect the fact that final salary schemes typically benefit 
members with particular career paths (for example, they usually favour high-earners with 
long service). The Government proposes to move all local government pensions accrual to 
a career average basis, without underpin protection, from April 2022 to apply a fairer 
system to all future service. 
 

Sex 

120. In relation to sex, GAD’s analysis shows that broadly the proportion of men and 
women who would qualify for the revised underpin protection and benefit from that 
protection matches the profile of the scheme. As at 31st March 2019: 

• 74% of scheme members were female, and 26% male 

• 73% of the scheme members who were estimated to qualify for the revised 
underpin protection were female, and 27% male 

• 73% of the scheme members who were estimated to benefit from the revised 
underpin were female, and 27% male 

121. Proportionally, GAD’s assessment is that men would be marginally more likely to 
qualify for the revised underpin and to benefit to a greater extent from underpin protection 
than women. This reflects the fact that, in line with previous scheme experience, the 
average male LGPS member would be expected to have higher salary progression than 
the average woman and that women are generally expected to have higher voluntary 
withdrawal rates than men. Members with longer scheme membership and with higher 
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salary progression would be more likely to receive an addition to their pension through the 
underpin (i.e. where the final salary benefit is higher). 
 
122. These small differential impacts also demonstrate some of the effects that can arise 
under a final salary design. The Government proposes to move all local government 
pensions accrual to a career average basis, without underpin protection, from April 2022 to 
apply a fairer system to all future service.  

Other protected characteristics 

123. As noted in paragraph 113, limited data specific to the LGPS in England and Wales is 
available in relation to other protected characteristics. However, we have considered wider 
data from the LFS (Q1 2020) and the APS (2019) in looking at these characteristics. The 
LFS breaks down results to public sector level, which we have used as a proxy for LGPS 
membership for ethnicity, disability and marital status. For religion, the APS has been used 
as a proxy for the public service pension schemes as it also incudes a public sector 
breakdown. 

124. Whilst these data sets show some differences in the demographic make-up of the UK 
population generally and the public sector workforfce, we do not consider that the changes 
to underpin protection proposed in the consultation will result in any differential impact to 
LGPS members with the following protected characteristics: disability, ethnicity, religion or 
belief, pregnancy and maternity, sexual orientation and marriage/civil partnership. 

125. Data on sexual orientation, gender reassignment, pregnancy and maternity is not 
available. However, we expect there to be no differential impacts in relation to these 
groups as they won’t be explicitly affected by any changes to transitional arrangements. 

Next steps 

126. Whilst we have detailed data on the protected characteristics of age and sex in 
relation to the LGPS membership, we are aware that our analysis of the impacts on other 
protected characteristics may be limited as it has not been based on local government 
specific data. We welcome suggestions from stakeholders of other data sets that may be 
available that may help us better understand the impacts on the LGPS membership more 
specifically. 
 
127. We welcome views from stakeholders on our analysis, which is set out in more detail 
in the equalities impact assessment published alongside this consultation. These views will 
be considered in determining how to proceed following the consultation exercise. The 
potential equalities impacts of our proposals will be kept under review. A further equalities 
impact assessment will be undertaken following the consultation at the appropriate 
juncture.  
 
Question 19 – Do the proposals contained in this consultation adequately address 
the discrimination found in the ‘McCloud’ and ‘Sargeant’ cases? 

Question 20 – Do you agree with our equalities impact assessment? 
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Question 21 - Are you aware of additional data sets that would help assess the 
potential impacts of the proposed changes on the LGPS membership, in particular 
for the protected characteristics not covered by the GAD analysis (age and sex)? 

Question 22 – Are there other comments or observations on equalities impacts you 
would wish to make? 
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Implementation and impacts 

128. Following the closure of the consultation, we will consider the consultation responses 
received in detail to determine the best approach for removing the unlawful age 
discrimination from LGPS regulations.  

129. The draft regulations at annex B have been prepared based on existing powers 
under the Public Service Pensions Act 2013. However, as noted in the wider Government 
consultation52 on removing the unlawful age discrimination from public service pension 
schemes, the Government intends to bring forward new primary legislation regarding 
public service pensions. When proposals for removing the unlawful discrimination are 
finalised, further consideration will be given to the appropriate powers for the changes, 
based on the legislation in force at the time.  

130. We recognise that in the period between now and scheme regulations being 
amended, some members of the scheme who would be due to benefit from the changes 
outlined in this paper will crystallise scheme benefits. This will include voluntary age 
retirements, as well as ill-health retirements, redundancies and transfers. There will also 
be dependants of those qualifying members who sadly die before changes are 
implemented. In respect of all such cases, we would expect the retrospective application of 
our proposed amending regulations to ensure that, overall, members and their dependents 
would get the full benefit of the revised underpin. 

Communications 

131. As noted in paragraphs 103 and 104, member communications in relation to the 
proposals outlined here will be vitally important to ensure members understand what 
underpin protection is and how it may or may not apply to them. This is particularly 
important due to the complexities of the underpin. The two-stage process we describe in 
paragraphs 61 and 62 is designed to protect members and to provide clarity, but it is 
important its purpose is well explained, so that qualifying members understand that they 
may have an addition to their pension arising from the underpin, even if there was not an 
addition at their underpin date. Equally, qualifying members should be aware that the 
benefits payable from the 2014 Scheme are very good, and, for many, underpin protection 
will not result in an increase to their pension entitlement.  

132. Communications aimed at scheme employers will also be important so that they 
understand the proposed changes, particularly bearing in mind the number and variety of 
LGPS employers (just over 18,000 in 2018/19). The changes outlined in this paper would 
lead to an upward pressure on scheme liabilities and, potentially, to future increases in 
employer contributions. It is vital that employers understand the potential changes and 

 
 
52 https://www.gov.uk/government/consultations/public-service-pension-schemes-consultation-changes-to-
the-transitional-arrangements-to-the-2015-schemes 
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how they may impact their funding position. More generally, employers would have a 
practical role in providing the data necessary for scheme administrators to deliver the 
changes outlined in this document, and should understand how these changes may impact 
upon them.  

133. Achieving good communications, and deciding on the appropriate medium for those 
communications, will require input from stakeholders across the LGPS, including 
administering authorities, employers and trade unions. We are aware that the Scheme 
Advisory Board has already commenced discussions with the sector on communications 
and we are strongly supportive of this continuing. We will continue working with the 
Scheme Advisory Board on this in the coming months. 

Question 23 – What principles should be adopted to help members and employers 
understand the implications of the proposals outlined in this paper? 

Administration impacts 

134. We are conscious that the proposals outlined in this consultation paper would require 
significant changes to administration practices and systems. Amongst other matters, local 
administrators would need to consider the appropriate prioritisation of cases after 
amendments to regulations are made. Recognising that the LGPS is a single scheme, 
albeit locally administered, we are supportive of there being consistency across the 
scheme in respect of prioritisation and hope to work with the sector and the Scheme 
Advisory Board to agree a standard approach. 

135. Priorisation decisions will be influenced by the fact that the revised underpin would 
have retrospective effect to April 2014, meaning that some members would already be in 
receipt of pensions that would need to be re-calculated, and retrospectively applied, in line 
with the new regulations.  

136. A major challenge of implementing the changes proposed would apply in respect of 
obtaining additional data from employers for members who are newly benefitting from 
underpin protection – estimated to be around 1.2 million individuals. Under the 2014 
Scheme, certain member data which was required for administering the 2008 Scheme 
(such as details of members’ working hours and breaks in service) are not required for 
calculating member benefits. To administer the revised underpin, administrators would 
need to obtain this data for qualifying members for the period back to April 2014. This 
would be a highly significant exercise for the scheme’s 87 administering authorities and its 
18,000 employers. Particular challenges are likely to arise where employers have changed 
their payroll provider, and the data isn’t stored in current systems. 

Question 24 – Do you have any comments to make on the administrative impacts of 
the proposals outlined in this paper? 

Question 25 – What principles should be adopted in determining how to prioritise 
cases? 

Question 26 – Are there material ways in which the proposals could be simplified to 
ease the impacts on employers, software systems and scheme administrators? 
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137. We are grateful to the Scheme Advisory Board for their work on this project so far, in 
particular for their input on the remedy proposals outlined in this paper and for their 
establishment of working groups to consider some of the complex issues associated with 
this project. 

138. We will continue working closely with the Scheme Advisory Board after the closure of 
the consultation as the sector prepares for the potential changes to scheme regulations. In 
particular, we intend to ask that the Scheme Advisory Board consider what guidance may 
be necessary to help administrators implement the proposed changes, and we are grateful 
for respondents’ views on this.  

139. Guidance would help support a consistent approach across the LGPS which would 
be desirable, in particular on matters like prioritisation. It would also potentially help on the 
complex issues connected with the fact that scheme employers would need to provide 
administrators with membership data going back to April 2014. 

Question 27 – What issues should be covered in administrative guidance issued by 
the Scheme Advisory Board, in particular regarding the potential additional data 
requirements that would apply to employers? 

Question 28 – On what matters should there be a consistent approach to 
implementation of the changes proposed? 

Costs 

140. The LGPS is a locally administered, funded scheme with three-yearly funding 
valuations to determine employer contribution rates. The next funding valuation is due on 
31st March 202253. Employer contribution rates are, in most cases, determined on an 
individual employer basis, and take into account a number of factors, some related to the 
individual employer (such as membership demographics) and some related to the fund 
more broadly (such as the peformance of fund investments since the previous valuation).  

141. As a result of this backdrop, it is not possible to say how these changes would impact 
employer contribution rates at future valuations. However, the proposals in this paper can 
only lead to improvements in scheme benefits for qualifying members and, by necessity, 
there will be an upward pressureon liabilities. Because a variety of factors influence LGPS 
employer contribution rates, this upward pressure does not necessarily mean any 
particular employer’s contributions will go up as a result of these changes, and 
administering authorities are required to smooth employer contributions as far as possible 
over the long term. Where any fund or employer would like to understand how these 
proposals may affect their own position, they should speak to their fund actuary. As 
scheme liabilities predominantly sit with local authorities and other public bodies, which are 

 
 
53 Under regulation 64 of the 2013 Regulations. In 2019, we consulted on potential changes to the funding 
valuation cycle - https://www.gov.uk/government/consultations/local-government-pension-scheme-changes-
to-the-local-valuation-cycle-and-management-of-employer-risk. The Government has not yet responded to 
the proposal on the LGPS valuation cycle. 
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largely taxpayer funded, any employer contribution increases that do arise would need to 
be met, for the most part, by the taxpayer. 

142. At a scheme level, costing estimates have been provided by the scheme actuary54, 
the Government Actuary’s Department, based on data provided by LGPS funds for the 
2016 valuation. Assuming future member experience replicates the 2016 scheme 
valuation assumptions55 the future cost to LGPS employers could be around £2.5bn in the 
coming decades. This is between 4% and 5% of the expected cost of benefits earned over 
the proposed underpin period, April 2014 to March 2022. However, if, for example, long-
term real earnings growth were around a third lower than assumed for the 2016 valuation, 
we estimate the cost would roughly halve.  

143. The costs are sensitive to both individual member experience and future pay. 
Predicting whether the underpin becomes valuable in the future depends heavily on 
assumptions on long-term future pay growth trends. In this estimate, we have used the 
2016 valuation assumption that annual long-term pay growth is CPI + 2.2%. However, if 
long-term pay growth in the LGPS is lower than this, the costs may be lower (and vice 
versa).  

144. The Government cost control mechanism was paused in February 2019 given the 
uncertainty arising from the McCloud judgment. The Government has made a separate 
announcement on the cost control mechanism56. In addition to the main Government cost 
control mechanism for the LGPS, the LGPS has a separate cost control process run by the 
Scheme Advisory Board57 which was also paused as a result of the uncertainty arising. 
We expect the Scheme Advisory Board will also take the decision to unpause their 
process following the Government’s announcement. 

Question 29 – Do you have any comments regarding the potential costs of McCloud 
remedy, and steps that should be taken to prevent increased costs being passed to 
local taxpayers? 

 

 
 
54 As appointed under regulation 114 of the 2013 Regulations 
55 Based on directions issued by HM Treasury and LGPS experience 
56 https://www.gov.uk/government/consultations/public-service-pension-schemes-consultation-changes-to-
the-transitional-arrangements-to-the-2015-schemes 
57 Regulation 116 of the 2013 Regulations 
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About this consultation 

This consultation document and consultation process have been planned to adhere to the 
Consultation Principles issued by the Cabinet Office.  
 
Representative groups are asked to give a summary of the people and organisations they 
represent, and where relevant who else they have consulted in reaching their conclusions 
when they respond. 
 
Information provided in response to this consultation, including personal data, may be 
published or disclosed in accordance with the access to information regimes (these are 
primarily the Freedom of Information Act 2000 (FOIA), the Data Protection Act 2018 
(DPA), the General Data Protection Regulation, and the Environmental Information 
Regulations 2004. 
 
If you want the information that you provide to be treated as confidential, please be aware 
that, as a public authority, the Department is bound by the Freedom of Information Act and 
may therefore be obliged to disclose all or some of the information you provide. In view of 
this it would be helpful if you could explain to us why you regard the information you have 
provided as confidential. If we receive a request for disclosure of the information we will 
take full account of your explanation, but we cannot give an assurance that confidentiality 
can be maintained in all circumstances. An automatic confidentiality disclaimer generated 
by your IT system will not, of itself, be regarded as binding on the Department. 
 
The Ministry of Housing, Communities and Local Government will process your personal 
data in accordance with the law and in the majority of circumstances this will mean that 
your personal data will not be disclosed to third parties. A full privacy notice is included at 
annex A. 
 
Individual responses will not be acknowledged unless specifically requested. 
 
Your opinions are valuable to us. Thank you for taking the time to read this document and 
respond. 
 
Are you satisfied that this consultation has followed the Consultation Principles?  If not or 
you have any other observations about how we can improve the process please contact us 
via the complaints procedure.  
  

199

https://www.gov.uk/government/organisations/department-for-communities-and-local-government/about/complaints-procedure


48 

Annex A 

Personal data 
 
The following is to explain your rights and give you the information you are be entitled to 
under the Data Protection Act 2018.  
 
Note that this section only refers to your personal data (your name address and anything 
that could be used to identify you personally) not the content of your response to the 
consultation.  
 
1. The identity of the data controller and contact details of our Data Protection 
Officer     
The Ministry of Housing, Communities and Local Government (MHCLG) is the data 
controller. The Data Protection Officer can be contacted at 
dataprotection@communities.gov.uk   
               
2. Why we are collecting your personal data    
Your personal data is being collected as an essential part of the consultation process, so 
that we can contact you regarding your response and for statistical purposes. We may also 
use it to contact you about related matters. 
 
3. Our legal basis for processing your personal data 
Section 21(1) of the Public Service Pension Act 2013 states: 
 
‘Before making scheme regulations the responsible authority must consult such persons 
(or representatives of such persons) as appear to the authority likely to be affected by 
them’. 
 
MHCLG will process personal data only as necessary for the effective performance of this 
duty. In this case, the Secretary of State is the responsible authority for the LGPS in 
England and Wales.  
 
The Data Protection Act 2018 states that, as a government department, MHCLG may 
process personal data as necessary for the effective performance of a task carried out in 
the public interest. i.e. a consultation. 
 
3. With whom we will be sharing your personal data 
We do not anticipate sharing personal data with any third party.  
 
4. For how long we will keep your personal data, or criteria used to determine the 
retention period.  
Your personal data will be held for two years from the closure of the consultation.  
 
5. Your rights, e.g. access, rectification, erasure   
The data we are collecting is your personal data, and you have considerable say over 
what happens to it. You have the right: 
a. to see what data we have about you 
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b. to ask us to stop using your data, but keep it on record 
c. to ask to have all or some of your data deleted or corrected  
d. to lodge a complaint with the independent Information Commissioner (ICO) if you 
think we are not handling your data fairly or in accordance with the law.  You can contact 
the ICO at https://ico.org.uk/, or telephone 0303 123 1113. 
 
6. Your personal data will not be sent overseas  
 
7. Your personal data will not be used for any automated decision making. 
                     
8. Your personal data will be stored in a secure government IT system.  
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Annex B – Draft regulations 

S T A T U T O R Y  I N S T R U M E N T S  

2020 No. 

PUBLIC SERVICE PENSIONS, ENGLAND AND WALES 

The Local Government Pension Scheme (Amendment) Regulations 2020 

Made - - - - *** 

Laid before Parliament *** 

Coming into force - - *** 

The Secretary of State makes the following Regulations: 

Citation, commencement and extent 

1.—(1) These Regulations may be cited as the Local Government Pension Scheme (Amendment) Regulations 
2020. 

(2) These Regulations come into force on [XXXXXX] but regulations 2, 4, 5 and 6 have effect from 1st April 
2014. 

(3) These Regulations extend to England and Wales. 

Amendment of the Local Government Pension Scheme Regulations 2013 

2. The Local Government Pension Scheme Regulations 2013(58) are amended in accordance with regulations 3 
and 4. 

3. In regulation 89 (annual benefit statement) after paragraph (4) insert— 

“(5) Where regulation 4 of the Local Government Pension Scheme (Transitional Provisions, Savings and 
Amendment) Regulations 2014 applies the statement in respect of a relevant scheme membership must 
include the following additional information for active members who had not reached their 2008 Scheme 

normal retirement age at the end of the scheme year to which it relates— 

(a) the provisional guarantee amount; 

(b) the provisional assumed benefits; and 

(c) the provisional underpin amount 

which would apply if the member’s underpin date was the closing date of the Scheme year to which the 
statement relates. 

 
 
(58) S.I. 2013/2356; those Regulations have been amended by S.I. 2014/44, S.I. 2014/525, S.I. 2014/1146, S.I. 

2015/57, S.I. 2015/755, S.I. 2018/493,S.I.2019/1449. 
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(6) Where regulation 4 of the Local Government Pension Scheme (Transitional Provisions, Savings and 
Amendment) Regulations 2014 applies the statement in respect of a relevant scheme membership must 

include the following additional information for deferred and deferred pensioner members— 

(a) the provisional guarantee amount; 

(b) the provisional assumed benefits; and 

(c) the provisional underpin amount 

calculated as at their underpin date and adjusted by the appropriate index rate adjustment to the end of 
the Scheme year to which the statement relates. 

(7) Where regulation 4 of the Local Government Pension Scheme (Transitional Provisions, Savings and 
Amendment) Regulations 2014 applies the statement in respect of a relevant scheme membership must 
include the following additional information for active members who had reached their 2008 Scheme normal 

retirement age at the end of the relevant Scheme year— 

(a) the provisional guarantee amount; 

(b) the provisional assumed benefits; and 

(c) the provisional underpin amount 

calculated as at their underpin date revalued to the end of the Scheme year to which the statement relates. 

(8) The provisional guarantee amount is calculated in accordance with regulation 4(4) of the Local 
Government Pension Scheme (Transitional Provisions, Savings and Amendment) Regulations 2014. 

(9) The provisional assumed benefits are calculated in accordance with regulation 4(5) of the Local 
Government Pension Scheme (Transitional Provisions, Savings and Amendment) Regulations 2014. 

(10) The provisional underpin amount is calculated in accordance with regulation 4(6) of the Local 
Government Pension Scheme (Transitional Provisions, Savings and Amendment) Regulations 2014.   

4.—(1) In Schedule 1 (interpretation) after the definition of “registered pension scheme” insert— 

“relevant scheme membership” has the meaning given by regulation 4(1A) of the Local Government Pension 
Scheme (Transitional Provisions, Savings and Amendment) Regulations 2014;” 

Amendment of the Local Government Pension Scheme (Transitional Provisions, Savings and Amendment) 

Regulations 2014 

5. The Local Government Pension Scheme (Transitional Provisions, Savings and Amendment) Regulations 
2014(59) are amended in accordance with regulation 6. 

6. In regulation 4 (statutory underpin)— 

(a) in paragraph (1)(a) omit the words from “and who on 1st April 2012” to the end; 

(b) for paragraph (1)(b) substitute— 

“(b) is or has been an active member of the 2014 Scheme; and” 

(c) in paragraph (1)(c) substitute “; and” with “.”; 

(d) omit paragraph (1)(d); 

(e) at the end insert— 

“(1A) For the purpose of this regulation a member’s relevant scheme membership is a single Scheme 
membership which meets the requirements of paragraph (1)(a), (1)(b) and (1)(c). 

(1B) Where a member has had periods of concurrent employment, or a break in service that is not a 
disqualifying break in service, a member only has a relevant scheme membership if the member’s scheme 

membership including the period referred to in paragraph (1)(a) has been aggregated with their 2014 Scheme 
pension account, following a decision taken under— 

 
 
(59) S.I. 2014/525. 
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(a) regulations 16 or 17 of the Administration Regulations, where the member has subsequently joined 
the 2014 Scheme by virtue of regulation 5(1), 

(b) regulations 10(5) or (6) of these Regulations, or 

(c) regulations 22(5), 22(6), 22(7) or (8) of the 2013 Regulations. 

(1C) Paragraph (1D) applies where;  

(a) an active or deferred member would otherwise have relevant Scheme membership; 

(b) but prior to [XXXXXXXX] previous Scheme membership including the period referred to in 
paragraph (1)(a) had not been aggregated with the member’s 2014 Scheme pension account under 
paragraphs (1B)(a), (1B)(b) or (1B)(c). 

(1D) Where this paragraph applies, an active or deferred member has a twelve month period commencing 
from [XXXXXXXXX] to elect to aggregate the previous Scheme membership that would give the member 

relevant Scheme membership. 

(f) in paragraph (2) for “The underpin date” substitute “Subject to paragraphs (2A) and (2B) a member’s 
underpin date in a relevant Scheme membership”; 

(g) for paragraph (2)(b) substitute— 

“(b) the date the member ceased to be an active member of the 2014 Scheme in an employment with 
a deferred or immediate entitlement to a pension; or”; 

(h) after paragraph 2(b) insert— 

“(c) the date a member elects with their Scheme employer’s consent to receive immediate payment 
under regulation 30(6) of the 2013 Regulations.” 

(i) after paragraph 2 insert— 

“(2A) A member’s date of death shall be their underpin date in a relevant Scheme membership 
where that date is earlier than the date provided for by paragraphs (2)(a) or (2)(b). 

(2B) A member to whom paragraph (2)(b) has applied may have further underpin dates under 
paragraphs (2) or (2A) where they have either— 

(a) become an active member of the 2014 Scheme again before reaching their 2008 Scheme 
normal retirement age without a disqualifying break in service and aggregated their previous 
relevant scheme membership with their active member’s pension account under regulation 
22(8) of the 2013 Regulations, or 

(b) continued in active membership of the 2014 Scheme in an employment which had been 
concurrent with the employment through which they had an underpin date under paragraph 
(2)(b) and aggregated their previous relevant scheme membership with their active member’s 
pension account under regulation 22(7) of the 2013 Regulations.” 

 

(j) for paragraph (3) substitute— 

“(3) For the purpose of this regulation a disqualifying break in service is a continuous break after 
31st March 2012 of more than 5 years in active membership of a public service pension scheme.” 

(k) for paragraph (4) substitute— 

“(4) A member’s provisional guarantee amount in a relevant scheme membership is the amount 
by which a member’s provisional underpin amount exceeds the provisional assumed benefits 
on their underpin date.” 

(l) after paragraph (4) insert— 

“(4A) Where paragraph (2B) applies, the value of the member’s provisional assumed benefits, 
provisional underpin amount and provisional guarantee amount as calculated at their latest 

underpin date must be used for the purpose of this regulation.” 

(m) for paragraph (5) substitute— 

“(5) The provisional assumed benefits are calculated by assessing the benefits the member would 
have been entitled to under the 2014 Scheme in a relevant Scheme membership if—”; 
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(n) in paragraph (5)(a) substitute “the underpin date” with “31st March 2022 or the member’s underpin date, 
whichever date is the earlier”; 

 

(o) in paragraph (5)(b) substitute “the underpin date” with “31st March 2022 or the member’s underpin date, 
whichever date is the earlier”; 

 

(p) after paragraph (5) insert— 

“(5A) Where the member’s pension has come into payment under regulation 35 of the 2013 
Regulations, the provisional assumed benefits calculated in accordance with paragraph (5) 
must include any adjustment under regulation 39 of the 2013 Regulations for the period up 
to the earlier of the member’s 2008 Scheme normal retirement age and 31st March 2022. 

(5B) Where a member’s underpin date has arisen under paragraph (2A), the provisional assumed 
benefits calculated in accordance with paragraph (5) must include the amount calculated 
under regulation 41(4)(b) of the 2013 Regulations for the period up to the earlier of the 
member’s 2008 Scheme normal retirement age and 31st March 2022.” 

 

(q) for paragraph (6) substitute— 

“(6) The provisional underpin amount is calculated by assessing the benefits the member would have 
had an immediate entitlement to payment of under the 2008 Scheme in a relevant Scheme membership 
if–” 

(r) in paragraph (6)(a) substitute “the underpin date” with “31st March 2022 or the member’s underpin date, 
whichever date is the earlier”; 

 

(s) in paragraph (6)(b)(iii)— 

(i) substitute “the member’s assumed benefits” with “the member’s provisional assumed benefits”; 

(ii) at the end add “but limited to the earlier of the member’s 2008 Scheme normal retirement age and 31st 
March 2022” 

(t) after paragraph (6) insert— 

“(6A) Where a member’s underpin date has arisen under paragraph (2A), the provisional underpin 
amount calculated in accordance with paragraph (6) must include an amount equivalent to the 
enhancement that would apply under regulation 24(2) of the Benefits Regulations, for the period up 
to the earlier of the member’s 2008 Scheme normal retirement age and 31st March 2022.” 

“(7) Subject to paragraph (8) a member’s underpin crystallisation date in a relevant Scheme membership 
is the earliest of the following dates— 

(a) the date from which the member elects to receive payment of a retirement pension under 
regulations 30(1), 30(5) or 30(6) of the 2013 Regulations; 

(b) the date from which the member becomes entitled to receive payment of a retirement pension 
under regulation 30(7) of the 2013 Regulations; 

(c) the date from which the member becomes entitled to an ill-health retirement pension under 
regulation 35(1) or regulation 38(1) of the 2013 Regulations; 

(d) the date the member receives payment under regulation 34 of the 2013 Regulations; 

(e) the date the member transfers their benefits out of the 2013 Regulations following; 

 (i) an application made under regulation 96 of the 2013 Regulations; or 

 (ii) by virtue of regulation 98 of the 2013 Regulations. 

(f) the date a member dies. 

(8) A deferred pensioner member who has had an underpin crystallisation date in a relevant Scheme 
membership pursuant to paragraph (7) following receipt of Tier 3 benefits has an additional underpin 
crystallisation date which is the earliest of the subsequent events referred to in paragraphs (7)(a) to 
(f). 
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(9) Where paragraphs 7(a), (b) or (c) apply to a member, the member’s pension account must be increased 
by the final guarantee amount at the underpin crystallisation date. 

(10) The final guarantee amount is the amount by which the final underpin amount exceeds the final 
assumed benefits on the underpin crystallisation date. 

(11) Where a member who elects to receive payment of a retirement pension under regulation 30(6) of 
the 2013 Regulations has a final guarantee amount at their underpin crystallisation date, a proportion 
of that final guarantee amount equal to the proportion of the member’s 2014 Scheme benefits that 
the member has elected to take under regulation 30(6) must be transferred to the member’s flexible 

retirement pension account. 

(12) A final guarantee amount payable to a member pursuant to paragraph (7)(a) and the remainder of 
the member’s final underpin amount are payable to the member without further actuarial adjustment 
relating to the age at which the benefits are taken. 

(13) When paragraph (7)(a) applies to a member the final assumed benefits for the member are the value 
of provisional assumed benefits calculated in accordance with paragraph (5) with the following 
adjustment— 

(a) any revaluation adjustment or index rate adjustment that would have applied to the member’s 
pension under the 2013 Regulations between the member’s underpin date and their underpin 

crystallisation date; and 

(b) any actuarial adjustment which would have applied under the 2013 Regulations, relating to 
the age at which the pension was taken. 

(14) When paragraph (7)(a) applies to a member the final underpin amount is the value of the provisional 
underpin amount calculated in accordance with paragraph (6) but— 

(a) updated to the underpin crystallisation date to include increases which would have applied 
under the Benefits Regulations by virtue of the Pension (Increase) Act 1971(60) between a 

member’s underpin date and their underpin crystallisation date; and 

(b) including any actuarial adjustment which would have applied under the Benefits Regulations 
relating to the age at which the pension was taken. 

(15) When paragraph (7)(b) or (c) applies to a member the final assumed benefits for the member are the 
value of provisional assumed benefits calculated in accordance with paragraph (5) with the 

following adjustment— 

(a) any revaluation adjustment or index rate adjustment that would have applied to the member’s 
pension under the 2013 Regulations between the member’s underpin date and their underpin 
crystallisation date; and 

(b) any actuarial increase which would have applied under the 2013 Regulations, relating to the 
age at which the pension was taken. 

(16) When paragraph (7)(b) or (c) applies to a member the final underpin amount is the value of the 
provisional underpin amount calculated in accordance with paragraph (6) but— 

(a) updated to the underpin crystallisation date to include increases which would have applied 
under the Benefits Regulations by virtue of the Pension (Increase) Act 1971 between a 
member’s underpin date and their underpin crystallisation date; or 

(b) including any actuarial increase which would have applied under the Benefits Regulations 
relating to the age at which the pension was taken. 

(17) When paragraphs (7) (d), (e) (i) or (e)(ii) apply to a member the value of the payment due at a 
member’s underpin crystallisation date must be calculated in accordance with actuarial guidance 
issued by the Secretary of State. 

 
 
(60) 1971 c. 56. 
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(18) A request for a cash equivalent value of a member’s pension rights under Regulation 4 of the Pension 
Sharing (Valuation) Regulation 2000(61) is not to be treated as a member’s underpin date or underpin 

crystallisation date. 

(19) A request made pursuant to paragraph (18) is to be calculated in accordance with actuarial guidance 
issued by the Secretary of State. 

 

(20) Following the death of a person to whom this regulation applies, any provisional guarantee amount 
applicable at the member’s underpin date must be updated to include any revaluation adjustment or 
index rate adjustment that would have applied to the member’s pension under the 2013 Regulations 

between the member’s underpin date and their date of death, and shall be known as the member’s 
adjusted provisional guarantee amount. 

(21) Where, pursuant to paragraph (20), a provisional guarantee amount applied at a deceased member’s 
underpin date, the rate listed in column two of the below table must be applied to the adjusted 

provisional guarantee amount, to determine the addition to the relevant survivor benefit. 
 

2013 Regulation Rate 

41(4) 49/160 

42(4) 49/320 

42(5) 49/160 

42(9) 49/240 

42(10) 49/120 

44(4) 49/160 

45(4) 49/320 

45(5) 49/160 

45(9) 49/240 

45(10) 49/120 

47(4) 49/160 

48(4) 49/320 

48(5) 49/160 

48(9) 49/240 

48(10) 49/120 

 

(22) Where, pursuant to paragraph (20), a provisional guarantee amount applied at a deceased member’s 
underpin date, the adjusted provisional guarantee amount must be used in determining the annual amount of 
pension the member would have been entitled to under regulations 43(3) and 46(3) of the 2013 Regulations. 

 

We consent to the making of these Regulations 
 
 Names 

 Two of the Lords Commissioners of Her Majesty’s Treasury 
 
 
 

Signed by authority of the Secretary of State for Housing, Communities and Local Government 
 
 Name 

 Parliamentary Under Secretary of State 
Date Ministry of Housing, Communities and Local Government 
 

 

 

 
 
(61) S.I. 2000/1052. 
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EXPLANATORY NOTE 

 

(This note is not part of the Regulations) 

These Regulations amend the Local Government Pension Scheme Regulations 2013 and the Local Government 
Pension Scheme (Transitional Provisions, Savings and Amendment) Regulations 2014 (“the Transitional 

Regulations”). Both sets of regulations came substantively into effect on 1st April 2014 and certain provisions listed 
in regulation 1 take effect from that date.  

Regulations 2 to 4 amend the Local Government Pension Scheme Regulations 2013. 

Regulations 5 and 6 amend the Transitional Regulations in regards to the operation of the underpin. 

An impact assessment has not been produced for this instrument as no impact is anticipated on the private or 
voluntary sectors. 
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Annex C – The two-stage process 

As outlined in paragraphs 61 and 62, we are proposing the introduction of a two-stage 
process for calculating a qualifying member’s entitlement from the underpin. Under this, 
calculations would take place at a qualifying member’s underpin date and their underpin 
crystallisation date. This annex contains further details on the proposals we set out in our 
draft regulations. 

The underpin date – proposed approach 

• A qualifying member’s underpin date would be the earlier of: 

o the date they leave active service with an immediate or deferred entitlement 
to a pension, 

o the date they reach their 2008 Scheme NPA, or 

o the date they die. 

• The underpin date would relate to a specific ‘relevant scheme membership’ – i.e. a 
single, aggregated (where appropriate), scheme membership in which the member: 

o was active in the LGPS on 31st March 2012, 

o had membership of the 2014 Scheme, and 

o did not have a disqualifying break in service. 

• It is possible a qualifying member may have two (or more) relevant scheme 
memberships. Where this applies, they may have different underpin dates in 
respect of each one. 

• At a qualifying member’s underpin date, an initial comparison of the member’s 2014 
Scheme and 2008 Scheme benefits would be undertaken based on: 

o the member’s ‘provisional assumed benefits’ in a relevant scheme 
membership – broadly62, the career average benefits they have accrued in 
the 2014 Scheme over the underpin period63, and 

o the member’s ‘provisional underpin amount’ in a relevant scheme 
membership – broadly, the final salary benefits the member would have built 
up in the 2008 Scheme over the same period64. 

 
 
62 For members who have had a period in the 50/50 section of the 2014 Scheme, the underpin calculation 
assumes the member remained in the full section of the 2014 Scheme. 
63 The underpin period runs from 1st April 2014 to 31st March 2022, or to the member’s underpin date where 
that is earlier than 31st March 2022.  
64 If the underpin date is after 31st March 2022, the member’s final salary for the year up to their underpin 
date would be used for the purposes of calculating their provisional underpin amount. 
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• If the provisional underpin amount is higher than the provisional assumed benefits 
at a qualifying member’s underpin date, the member would be awarded a 
‘provisional guarantee amount’ in respect of that relevant scheme membership.  

• A provisional guarantee amount is a provisional assessment that the 2008 Scheme 
benefits would have been better for the member. At a qualifying member’s underpin 
date, there would be no change to their pension entitlement arising from the 
provisional guarantee amount65. However, annual benefit statements sent to the 
member after their underpin date would confirm if a provisional guarantee amount 
has applied. 

• Qualifying members may have multiple underpin dates in respect of a relevant 
scheme membership. This may occur where: 

o The member has concurrent employments and ceases to be an active 
member in one before their 2008 Scheme NPA (in which they have relevant 
scheme membership). An underpin date would apply at the point the 
member leaves the LGPS in that post. If the member then aggregates their 
relevant scheme membership with their ongoing post, a further underpin date 
would apply at the earlier of the following: 

 the date they leave active service, 

 the date they reach their 2008 Scheme NPA, or 

 the date they die. 

o The member leaves an employment in which they have relevant scheme 
membership with an immediate or deferred entitlement to a pension. An 
underpin date would apply at their date of leaving. If the member then re-
joins the LGPS and aggregates their membership (without a disqualifying 
break in service), a further underpin date would apply at the earlier of the 
following: 

 the date they leave active service, 

 the date they reach their 2008 Scheme NPA, or 

 the date they die. 

• Where a qualifying member has multiple underpin dates, it would be their 
provisional amounts from their latest underpin date that would be used for the 
purposes of the calculations at their underpin crystallisation date. 

 

 

 
 
65 Unless their underpin crystallisation date immediately follows their underpin date – for example, if a 
member takes immediate payment of their benefits upon leaving the scheme. 
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The underpin crystallisation date – proposed approach 
 

• As the period between a qualifying member’s underpin date and the date they take 
their benefits from the LGPS could be as much as 30 or 40 years, we propose that 
all qualifying members have an underpin crystallisation date in respect of a relevant 
scheme membership. This would ensure the comparison can be made when there 
is certainty on the final actuarial adjustments that might be applied, and in respect 
of the member’s State Pension age. 

• A variety of circumstances would give rise to a qualifying member’s underpin 
crystallisation date and, in general66, a qualifying member can only have one 
underpin crystallisation date in respect of a relevant scheme membership. A 
qualifying member’s underpin crystallisation date would be the earliest of the 
following in respect of a relevant scheme membership: 

o the date a member takes voluntary payment of their pension, at any age 
between 55 and 75, 

o the date a member takes flexible retirement, 

o the date a member aged 55 or over leaves active membership as a result of 
redundancy, or due to business efficiency,  

o the date a member retires on ill-health grounds,  

o the date a member transfers out or trivially commutes their benefits, or 

o the date a member dies. 

• What happens at a qualifying member’s underpin crystallisation date would vary, 
and is described in more detail for each circumstance in ‘the revised underpin – 
application’ section in the body of this document. In most cases, however, it would 
involve a member’s provisional underpin amount and their provisional assumed 
benefits being updated to give a member’s ‘final underpin amount’ and their ‘final 
assumed benefits’. How the provisional figures are updated to become final figures 
would vary depending on the circumstance. The below table summarises what is 
proposed to apply under the draft regulations.  

Circumstance giving rise to a 
member’s underpin crystallisation 
date 

How provisional underpin amount 
and provisional assumed benefits 
calculated at a qualifying member’s 
underpin date are updated at a 
member’s underpin crystallisation 
date 

 
 
66 An exception applies in relation to members who receive a temporary (tier 3) ill-health pension. For such 
members, they will have an underpin crystallisation date upon receiving their temporary ill-health pension 
and then a subsequent one when their underpin crystallises from ‘deferred pensioner’ status. 
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Voluntary age retirement or flexible 
retirement  

• To include any cost of living 
increases that would have applied to 
the member’s pension under the 
2008 or 2014 Schemes between the 
member’s underpin date and their 
underpin crystallisation date, and 

• To include any actuarial 
adjustments relating to the 
member’s age, that would have 
applied under the 2008 or the 2014 
Schemes. 

Redundancy67 and ill-health pension 
being paid (from active or deferred 
status) 

• To include any cost of living 
increases that would have applied to 
the member’s pension under the 
2008 or 2014 Schemes between the 
member’s underpin date and their 
underpin crystallisation date, and 

• To include any actuarial increases 
relating to the member’s age, that 
would have applied under the 2008 
Scheme and 2014 Scheme. 

 

• Where a qualifying member’s final underpin amount is higher than their final 
assumed benefits at their underpin crystallisation date, the member would be 
awarded a ‘final guarantee amount’ in respect of that relevant scheme membership. 
An addition would be made to their pension account in respect of that final 
guarantee amount. 
 

• For certain types of underpin crystallisation, the draft regulations do not prescribe 
that members’ provisional underpin amount and provisional assumed benefits are 
updated to give ‘final’ amounts. This applies in the following cases: 
 

o Transfers out – instead, administrators would need to comply with actuarial 
guidance issued by the Secretary of State, and the Public Sector Transfer 
Club memorandum, where appropriate 

o Trivial commutations – instead, administrators would need to comply with 
actuarial guidance issued by the Secretary of State 

o Deaths – instead, the regulations prescribe what should apply in relation to 
any survivor benefits that may be payable. 

 
 

 
 
67 Including termination on grounds of business efficiency 
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Annex D – Illustrative examples 

This annex provides examples to illustrate how the proposed underpin would operate in 
different situations. These examples illustrate some (but not all) of the factors which may 
impact whether or not an underpin addition may apply in different situations.  
 
The examples shown are: 

1. Retirement from active service at age 65  

2. Retirement from active service at State Pension age (‘SPa’) 

3. Early retirement from active service at age 60  

4. Deferred retirement with no underpin at underpin date  

5. Deferred retirement with an underpin at underpin date  

 

All the examples are based on a member aged 47 in 2012, who did not receive underpin 
protection originally. This member has a 2014 Scheme normal pension age equivalent to 
their SPa under the current timetable, 67. 

 

The examples rely on the following assumptions: 

• The pension calculated is the pension accrued over the underpin period (1st April 

2014 to 31st March 2022), as payable at retirement. In practice, such members will 

also have pension relating to pre-2014 and post-2022 periods which is not 

considered here.  

• Inflation reflects actual experience up to 2020, with 2% pa assumed thereafter; 

increases are applied on 1 April. 

• Salary increases, promotions and retirements occur on 31st March in the relevant 

year.  

• The current State Pension age timetable is followed. 

• The pension amounts are in nominal terms at retirement. 

• The amounts are shown rounded to the nearest £10. 

Please note that these examples are for illustrative purposes only. Generally, they only 
consider one of the key variables which may impact how the proposed underpin would 
apply to a member, in practice other variables may also be significant. The comparisons 
are based on the pension payable at retirement. 
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Example 1 (retirement at age 65) 

In 2012 the member was aged 47, and so did not receive underpin protection 
originally. However, under our proposals, an underpin check would be undertaken to 
ensure that their benefits in the eight year underpin period are the greater of either: 

 

 

 

 

In this example the member’s underpin date will be the same as the underpin 
crystallisation date and, practically, only one check will be required. 

As the member is taking their benefits immediately upon leaving, we can adjust the 2014 
Scheme pension to allow for this being paid two years earlier than their 2014 Scheme 
normal pension age (age 67). No adjustment would be required in this example for the 
calculation of the 2008 Scheme benefit (as this would be paid without adjustment from 
age 65). 

If the member had a salary of £30,000 in 2014, experiences future annual salary 
increases of 1% above inflation and retires at age 65, their pensions over the 
underpin period would be as follows: 

 

  

 

In this example the member’s 2014 Scheme benefits are higher and there would be no 
underpin addition required. 

Alternatively 

If the member was promoted twice, receiving an additional 5% salary increase at the 
end of the underpin period and an additional 5% salary increase five years later, the 
underpin is now more than the age-adjusted 2014 Scheme pension at age 65: 

        

 

The final guarantee amount is the difference between these two amounts which equals 
£570. Following high salary increases the 2008 Scheme benefit structure becomes 
relatively more valuable and hence an underpin addition would be required.  The 2014 
Scheme benefit would be increased by the underpin addition of £570 per year.  

2014 Scheme (age 65): 

£6,100 pa 

1/49h of revalued salary each year 

Payable unreduced from State Pension 
age  

1/60th of final salary each year 

Payable unreduced from age 65 

2008 Scheme 2014 Scheme  

2014 Scheme (age 65): 

£6,100 pa 

2008 Scheme (age 65): 

£6,060 pa 

2008 Scheme (age 65): 

£6,670 pa  
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Example 2 (retirement at SPa) 

In 2012 the member was aged 47, and so did not receive underpin protection 
originally. However, under our proposals, an underpin check would be undertaken to 
ensure that their benefits in the eight year underpin period are the greater of either: 

 

 

 

 

In this example the member’s underpin date will be when the member reaches age 65.  
At the underpin date the 2014 Scheme and 2008 Scheme benefits will be compared 
(with no allowance for actuarial adjustment).  

If the member has the same salary of £30,000 in 2014, experiences future annual 
salary increases of 1% above inflation and retires at Spa (67, in this case), the 
comparison at the underpin date is as follows: 

 

 

The check at the underpin date shows the 2014 Scheme benefits are greater than the 
2008 Scheme benefits and therefore no ‘provisional guarantee amount’ is required.   

A subsequent test will be carried out at the member’s underpin crystallisation date, their 
retirement age, SPa (age 67), when the revalued pension amounts and correct actuarial 
adjustment factors are known. In both cases the provisional assumed benefits and 
provisional underpin amount will be revalued in line with cost of living between age 65 
and retirement. No actuarial adjustment will be required for the 2014 Scheme benefit, 
however the 2008 Scheme benefit is increased by two years late retirement factors: 

 

 

For this member no underpin addition would be required. 

Alternatively 

However, if the member was promoted twice, receiving an additional 5% salary 
increase at the end of the underpin period and an additional 5% salary increase five 
years later, the comparison at the underpin date (age 65) is now: 

        

 

2014 Scheme (SPa): 

£7,040 pa 

1/49h of revalued salary each year 

Payable unreduced from State Pension 
age  

1/60th of final salary each year 

Payable unreduced from age 65 

2014 Scheme (age 65): 

£6,770 pa 

2008 Scheme (age 65): 

£6,060 pa 

2008 Scheme (SPa): 

£6,770 pa  

2014 Scheme (age 65): 

£6,770 pa 

 

2008 Scheme (age 65): 

£6,670 pa 

2008 Scheme 2014 Scheme  
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The check at the underpin date shows no ‘provisional guarantee amount’ is required.    

A further check would be untaken when the member takes their pension at their 
underpin crystalisation date, SPa (age 67).  This check shows that once revaluation and 
different actuarial adjustments are allowed for the 2008 Scheme benefits are higher and 
the difference or final guarantee amount would be £400.  The member’s 2014 Scheme 
benefit would be increased by an underpin addition of £400 per year. 

 

 

Example 3 (early retirement) 

In 2012 the member was aged 47, and so did not receive underpin protection 
originally. However, under our proposals, an underpin check would be undertaken to 
ensure that their benefits in the eight year underpin period are the greater of either: 

 

 

 

 

In this example the member’s underpin date will be the same as the underpin 
crystallisation date and, practically, only one check will be required. 

As the member is taking their benefits immediately upon leaving, we can adjust the 2014 
Scheme pension to allow for this being paid seven years earlier than the 2014 Scheme 
normal pension age (SPa, age 67); and the 2008 Scheme benefits are also reduced to 
reflect that this is being paid five years earlier.  

If the member had a salary of £30,000 in 2014, experiences future annual salary 
increases of 1% above inflation and retires at age 60, their pensions over the 
underpin period would be as follows: 

 

  

In this example the member’s 2014 Scheme benefits are higher and there would be no 
underpin addition required. 

Alternatively 

1/49h of revalued salary each year 

Payable unreduced from State Pension 
age  

1/60th of final salary each year 

Payable unreduced from age 65 

2008 Scheme 2014 Scheme  

2014 Scheme (age 60): 

£4,350 pa 

2008 Scheme (age 60): 

£4,070 pa 

2014 Scheme (SPa): 

£7,040 pa 

2008 Scheme (SPa): 

£7,440 pa 
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If the member was promoted twice, receiving an additional 10% salary increase at the 
end of the underpin period and an additional 5% salary increase five years later, the 
2008 Scheme benefit is now more than the 2014 Scheme pension at age 60: 

        

 

Following high salary increases the 2008 Scheme benefit structure becomes relatively 
higher and hence an underpin addition would now be required.  The 2014 Scheme 
benefit would be increased by £110 pa.  

  

2014 Scheme (age 60): 

£4,350 pa 

2008 Scheme (age 60): 

£4,460 pa  
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Example 4 (retirement from deferment 
#1) 

In 2012 the member was aged 47, and so did not receive underpin protection 
originally. However, under our proposals, an underpin check would be undertaken to 
ensure that their benefits in the eight year underpin period are the greater of either: 

 

 

 

 

The example shows how the underpin check would work where the member leaves 
service at age 58 (with a deferred pension) which they subsequently draw at age 67. 
Under our proposals, an initial underpin check would be undertaken at the date of 
leaving active service (their underpin date) which would compare the 2014 Scheme 
benefits with the 2008 Scheme benefits over the underpin period. This comparison 
would not consider the effect of actuarial adjustments for age, as these would not be 
known at the member’s underpin date. 

If they had a salary of £30,000 in 2014, experience future annual salary increases of 
1% above inflation until leaving the scheme at age 58, the pensions over the 
underpin period would be as follows: 

 

 

The check at the underpin date shows the 2014 Scheme benefits are greater than the 
2008 Scheme benefits and no ‘provisional guarantee amount’ is required.   

A subsequent underpin crystallisation test will be carried out when the member takes 
their pension at SPa (age 67), when the final revalued amounts and correct actuarial 
adjustment factors are known.  In both cases the pension amounts will be revalued in 
line with cost of living between age 58 and retirement. No further actuarial adjustment 
will be required for the 2014 Scheme benefit, however the 2008 Scheme benefit is 
increased by two years’ late retirement factors: 

   

 

In this example the member’s 2014 Scheme benefits are higher and there would be no 
underpin addition required. 

  

1/49h of revalued salary each year 

Payable unreduced from State Pension 
age  

1/60th of final salary each year 

Payable unreduced from age 65 

2008 Scheme 2014 Scheme  

2014 Scheme: 

£5,890 pa 

2008 Scheme: 

£4,930 pa 

2014 Scheme (SPa): 

£7,040 pa 

2008 Scheme (SPa): 

£6,320 pa 
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Alternatively 

If the member was promoted twice, receiving an additional 5% salary increase 
halfway through the underpin period and an additional 10% salary increase at the end 
of the underpin period, the calculations at the underpin date would show the 2014 
Scheme benefits are higher: 

        

 

A further test would be undertaken at the underpin crystallisation date; when the 
member retires (SPa, age 67).  This check shows that once revaluation and different 
actuarial adjustments are allowed for the 2008 Scheme benefits are higher and the 
difference or ‘final guarantee amount’ would be £50.  

 

 

Following high salary increases the 2008 Scheme benefit structure becomes relatively 
more valuable and hence an underpin addition would now be required.  The 2014 
Scheme benefit would be increased by £50 pa.  

2014 Scheme: 

£6,040 pa 

2008 Scheme: 

£5,670 pa  

2014 Scheme (SPa): 

£7,220 pa 

2008 Scheme (SPa): 

£7,270 pa 

219



68 

Example 5 (retirement from deferment 
#2) 

In 2012 the member was aged 47, and so did not receive underpin protection 
originally. However, under our proposals, an underpin check would be undertaken to 
ensure that their benefits in the eight year underpin period are the greater of either: 

 

 

 

 

This example shows how the underpin check would work where the member leaves 
service at age 63 (with a deferred pension) which they subsequently draw at age 67. 
Under our proposals, an initial underpin check would be undertaken at the date of 
leaving active service (their underpin date) which would compare the 2014 Scheme 
benefits with the 2008 Scheme benefits over the underpin period. This comparison 
would not consider the effect of actuarial adjustments for age, as these would not be 
known at the member’s underpin date. 

If the member has a salary of £30,000 in 2014, experiences future annual salary 
increases of 1% above inflation, an additional 10% salary increase halfway through 
the underpin period and an additional 10% salary increase at the end of the underpin 
period until leaving the scheme at age 63, the relative pensions over the underpin 
period would be as follows: 

 

 

In this example there is a ‘provisional guarantee amount’ of £40 pa.   

A subsequent test will be carried out at the member’s underpin crystallisation date, their 
retirement age, SPa (age 67), when the final revalued amounts and correct actuarial 
adjustment factors are known.  In both cases the pension amounts will be revalued in 
line with cost of living between age 63 and retirement. No further actuarial adjustment 
will be required for the 2014 Scheme benefit, however the 2008 Scheme benefit is 
increased by two years’ late retirement factors: 

        

 

This check shows that once revaluation and different actuarial adjustments are allowed 
for, the 2008 Scheme benefits are higher and the difference or final guarantee amount 

2014 Scheme (SPa): 

£7,390 pa 

1/49h of revalued salary each year 

Payable unreduced from State Pension 
age  

1/60th of final salary each year 

Payable unreduced from age 65 

2008 Scheme 2014 Scheme  

2008 Scheme (SPa): 

£7,980 pa  

2014 Scheme: 

£6,830 pa 

2008 Scheme: 

£6,870 pa 
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69 

would be £490.  The member’s 2014 Scheme benefit would be increased by an 
underpin addition of £490pa. 

This again illustrates that following high salary increases the 2008 Scheme benefit 
structure can become relatively more valuable than the 2014 Scheme benefit, and also 
how the required underpin addition can change between a member’s underpin date and 
their underpin crystallisation date. 
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Local Government Pension Scheme (England and Wales) Amendments to the statutory underpin 

Please note that the author of this response has declared a personal interest in this consultation as 

he is an active member of the LGPS. 

Question 1 – Do you agree with our proposal to remove the discrimination found in the McCloud 

and Sargeant cases by extending the underpin to younger scheme members? 

No response. 

Question 2 – Do you agree that the underpin period should end in March 2022? 

Yes, as this is the last date a protected member can reach their 2008 Scheme NPA. 

Question 3 – Do you agree that the revised regulations should apply retrospectively to 1st April 

2014? 

Retrospective application of the proposed draft regulations will lead to significant administrative 

complexity, and employers must be fully funded for this increased cost.  It will also result in 

increased employer contributions, which must be funded by Government. 

Question 4 – Do the draft regulations implement the revised underpin which we describe in this 

paper? 

No response. 

Question 5 – Do the draft regulations provide for a framework of protection which would work 

effectively for members, employers and administrators? 

No response. 

Question 6 – Do you have other comments on technical matters related to the draft regulations? 

No response. 

Question 7 – Do you agree that members should not need to have an immediate entitlement to a 

pension at the date they leave the scheme for underpin protection to apply? 

Yes. 

Question 8 – Are there any other comments regarding the proposed underpin qualifiying [sic] 

criteria you would like to make? 

No response. 

Question 9 – Do you agree that members should meet the underpin qualifying criteria in a single 

scheme membership for underpin protection to apply? 

No response. 

Question 10 – Do you agree with our proposal that certain active and deferred members should 

have an additional 12 month period to decide to aggregate previous LGPS benefits as a consequence 

of the proposed changes? 

Yes. 

Appendix D 
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Question 11 – Do you consider that the proposals outlined in paragraphs 50 to 52 would have 

‘significant adverse effects’ in relation to the pension payable to or in respect of affected members, 

as described in section 23 of the Public Service Pensions Act 2013? 

No response. 

Question 12 – Do you have any comments on the proposed amendments described in paragraphs 56 

to 59? 

No response. 

Question 13 – Do you agree with the two-stage underpin process proposed? 

This will increase administrative complexity and cost, which employers must be fully funded for by 

Government. 

Question 14 – Do you have any comments regarding the proposed approaches outlined above? 

No response. 

Question 15 – Do you consider there to be any notable omissions in our proposals on the changes to 

the underpin? 

No response. 

Question 16 – Do you agree that annual benefit statements should include information about a 

qualifying member’s underpin protection? 

Yes. 

Question 17 – Do you have any comments regarding how the underpin should be presented on 

annual benefit statements? 

It should be as clear and simple as possible and highlight the assumptions used in calculating the 

estimate. 

Question 18 – Do you have any comments on the potential issue identified in paragraph 110? 

No response. 

Question 19 – Do the proposals contained in this consultation adequately address the discrimination 

found in the ‘McCloud’ and ‘Sargeant’ cases? 

No response. 

Question 20 – Do you agree with our equalities impact assessment? 

No response. 

Question 21 - Are you aware of additional data sets that would help assess the potential impacts of 

the proposed changes on the LGPS membership, in particular for the protected characteristics not 

covered by the GAD analysis (age and sex)? 

No response. 

Question 22 – Are there other comments or observations on equalities impacts you would wish to 

make? 
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No response. 

Question 23 – What principles should be adopted to help members and employers understand the 

implications of the proposals outlined in this paper? 

 

There is an immediate need for guidance on processing immediate cases. 

Question 24 – Do you have any comments to make on the administrative impacts of the proposals 

outlined in this paper? 

Retrospective application of the proposed draft regulations will lead to significant administrative 

complexity, and employers must be fully funded for this increased cost.   

Question 25 – What principles should be adopted in determining how to prioritise cases? 

No response. 

Question 26 – Are there material ways in which the proposals could be simplified to ease the 

impacts on employers, software systems and scheme administrators? 

No response. 

Question 27 – What issues should be covered in administrative guidance issued by the Scheme 

Advisory Board, in particular regarding the potential additional data requirements that would apply 

to employers? 

The additional data requirements need to be highlighted as soon as possible, so that employers have 

time to collate, check and submit any data required.  Our service will also have to deal with the 

additional burden of providing data for the firefighter pensions schemes.  It is likely this will require 

additional dedicated internal resource, which we believe should be funded by the Government. 

Question 28 – On what matters should there be a consistent approach to implementation of the 

changes proposed? 

Changes must be consistent across all administering authorities. 

Question 29 – Do you have any comments regarding the potential costs of McCloud remedy, and 

steps that should be taken to prevent increased costs being passed to local taxpayers? 

The changes will inevitably increase the cost of employer contributions.  Any increases must be 

funded by Government to avoid costs being passed to local taxpayers. 
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