GUIDANCE NOTE ER 10





GUIDELINES ON GRANTING OF ‘ADDED YEARS’ IN CASES OF VOLUNTARY EARLY RETIREMENT








1.  INTRODUCTION





	These guidelines are issued following Resources Sub-Committee’s decision on 25 June 1996 to differentiate, in terms of the number of added years granted, between (a) an early retirement initiated by the Council and (b) one where the employee initiates a request on the grounds of the efficiency of the service and the Council agrees (termination by mutual agreement).





2.  BACKGROUND





	In the past, it had been the case that all employees taking early retirement (i.e. before 65) on the grounds of efficiency of the service/redundancy were granted the maximum number of ‘added years’ for pension purposes.  This meant that someone retiring at 55 could receive, dependant on service, 10 added years.  No distinction was made between an employee-initiated Voluntary Early Retirement (VER) and a Council-initiated one.  This situation has now changed.  Where the Council initiates an early retirement, in the interests of the efficiency of the service or on grounds of redundancy - voluntary or compulsory -, Minute 1455(a)/79 still applies.  This means that the maximum permissible number of added years - up to 10 - will be applied.  Where it is the employee’s request that they go (on grounds of mutual agreement and there is no redundancy involved), a decision will now need to be made - can they go? and if so what degree of enhancement, in terms of added years, should they get?





	These Guidelines therefore only address the latter situation.





3.  PARAMETERS WITHIN WHICH VER CAN BE ALLOWED





	The Council recognises that long-serving employees, after years of productive service with the Borough or in local government generally, can reach the point where they would value a change in direction, or feel they no longer have a fresh contribution to make.  This scheme recognises that, and allows the possibility of a suitable arrangement to be made, where there is a degree of benefit on both sides.





�
	The overall rules of VER are that the employee needs to:





	-   be at least 50 on the proposed retirement date and


	-   have at least 5 years’ contribution to the Local Government Pension 


         Scheme.





	Any employee who does not belong to the Scheme cannot, therefore, apply for VER.  The decision of Resources Sub-Committee on 25/6/96 (Minute 1341/96) stated that “when the Council accedes to the wish of an employee to retire early in the interests of the service, the decision in Minute 1455(a)/79 to allow the maximum additional compensatory years of service be not applied but instead, the number of added years (between 0 and 10) be determined, by negotiation, according to the merits of the individual circumstances of the case, after taking into account such factors as:





	a)   the degree of mutual benefit to each party and


	b)   the financial circumstances.





	In addition, all the requirements for VER ‘by mutual agreement in the efficient exercise of the authority’s functions’ must be met” - i.e. an immediate, overall saving or eventual savings resulting from the appointment of a more motivated member of staff who would lead to an improved service provision.





4.  HOW TO DETERMINE THE LEVEL OF ENHANCEMENT





	It is the responsibility of the appropriate Strategic Director, or nominated Deputy, to consider an individual’s request for VER, and to recommend any enhancement, specifying the amount and why.  The onus is on the individual to make a written case for their VER in terms of how it would be of benefit to a) them and b)LBS.  A form for this purpose is at Annex 1 to this guidance.





	First Step





	The first question should be - can we let this person go at all?  You may wish to consider such issues as - how would the loss of the individual’s skills and knowledge affect the work of the department? - what will the overall effect be on the age profile and staff structure within the department?





	If the answer is no, the employee needs to be told , without delay, together with brief reasons for the decision, with account taken of the possible demotivational effects of being turned down.  There is no right of appeal.  





�
	Second Step





	If the answer is yes, or possible, you need to consider the circumstances.





	a)	How much would any enhancement cost the department? - one-off cost plus ongoing annual cost.  Your Personnel Section can get these figures for you.





	b)	From their application, what do you know of the individual’s domestic/personal circumstances and the reason(s) why they want to leave?





	c)	Could you use their departure to change things - reorganise? - with a view to making a saving in your overall budget or to work in a more cost-effective way?





	d)	Could you use their departure to recruit some ‘fresh blood’, new ideas, someone perhaps more able to adapt to change - resulting in the more efficient running of the department?





	e)	What is the capacity of the individual to make a continuing contribution - e.g. training and skill specialisms - compared with what is needed in the future?





	f)	How does the financial cost compare with any potential benefits to the department?





	g) 	Has the individual provided you with sufficient information?





	Other items you may wish to take into account could be factors such as length of service and contribution.





	Once these issues have been considered, you can then begin to formulate your case and recommendation.





	You may wish to think along the lines of:


 


	-  	yes, the employee can be released, but minimal advantage to LBS, mainly to the individual’s advantage, : 0-25% enhancement.





	- 	yes, with significant benefit to both sides, : 25-50% enhancement.





	- 	yes, allowing cost savings and other managerial advantages, - between 50 and 100% enhancement.





�
	If you are considering granting 100% enhancement (i.e. the maximum allowed), you are advised to ensure that your Personnel Section is aware of this, as it is possible that you are looking at a redundancy situation (where the post will not be replaced), and the individual will be eligible to receive a redundancy payment as well. In this situation, the provisions of Paragraph 1455(a)/79 will apply.





	Third Step





	You will need to tell the employee of your recommendation and check that they still wish to pursue their request.  If they do, you need to contact your GPM to ensure the employee signs an ‘Undertaking in respect of employee request for Voluntary Early Requirement’ (see Annex 2 to this Guidance), and take a report to the next Resources Sub-Committee.





5.  OTHER ISSUES





	Managers will need to be sure that the situation is handled correctly - eg if the employee is not performing adequately and you would like the chance to replace them, do not confuse questions of health or capability (or even disciplinary issues) with the situation where a new employee could bring in new ideas.  Conflicting messages will be sent out if managers are perceived to be ‘rewarding poor performers’.  You may wish to refer to the Council’s relevant personnel policies to clarify the issues in your own mind.





	You will need to bear in mind the timing of Resources Sub-Committees - they at present meet 5 times per year.





	It is the policy of LBS not to re-employ someone who has taken early retirement with enhancement from the Council, except under specific conditions once all other options for undertaking the proposed work or project have been explored.








HUMAN RESOURCES


December 1997


�
									ANNEX 1





                  LONDON BOROUGH OF SUTTON





EMPLOYEE REQUEST FOR VOLUNTARY EARLY 


RETIREMENT





To:				(Line Manager)


Section:		                        	


Department:





I would like to request consideration by the Department of my voluntary early retirement by mutual agreement on the grounds of the efficient exercise of the Authority’s functions.  I am a member of the Local Government Pension Scheme, and have been for at least 5 years.  I will be at least 50 years old on the date of my proposed retirement.





My reasons for this request are as follows: (see notes below)























I would like to retire with effect from .................. if agreed.





Signed:.............................	Name (print)..............................





Date:.................................








This form should be passed to your line manager, for initial consideration and forwarding to the Strategic Director or nominated Deputy.





NOTE:





In your written request for voluntary early retirement, you are requested to set out the reasons for your request in terms of:


 


a) how it will benefit you and


b) how it will benefit your section/department





You may continue on a separate sheet of paper if needed.








Human Resources 


December 1997


�
�
							     		       ANNEX 2





                      LONDON BOROUGH OF SUTTON





UNDERTAKING IN RESPECT OF EMPLOYEE REQUEST FOR VOLUNTARY EARLY RETIREMENT


(to be completed by an employee prior to submission of the request to Resources Sub Committee)








I_______________________, Post Number/Pay Number _____


request voluntary early retirement by mutual agreement on the grounds of the efficient exercise of the Authority’s function, with effect from ...................





If my request is approved, I understand and agree that because I am instigating the request for early retirement:-





i) 	I have not been dismissed from the Council and therefore am not entitled to a redundancy payment or pay in lieu of notice in addition to my pension and lump sum.





ii)  	The decision of the Resources Sub Committee will determine the extent of any enhancement of my pension by additional compensatory years of service being applied.





Signed:_______________________________          Date:______________





----------------------------------------------------------------------------





INFORMATION FOR MONITORING PURPOSES





In order to monitor the consistent application of this policy across the Council and to ensure our commitment to Equal Opportunities, we would ask you to give us the following information about yourself:-





Sex: Female ( Male (		Do you have a disability, Yes (   No (





Ethnic Origin:	Afro-Caribbean (incl. UK born)                (


               		Asian (incl. UK born) 		              (


		 	European (incl. UK born)		              (


		 	Other ethnic group (please specify)	    (





A completed copy of this form should be returned to the Human Resources Division





Human Resources


August 1996


