
Choppington Parish Council
Employers discretion Policy 

1. Introduction
Choppington Parish Council has chosen to participate in the Local Government Pension Scheme (LPGS).  Membership benefits are defined and mostly prescribed under this scheme but in certain areas it requires the employer (the Parish Council) to consider and formally agree some benefits that are discretionary.  Under Regulation 60 of the LGPS Regulation 2013 (amended) each scheme employer must publish and keep under review a discretions policy.   This policy sets out how the Council will exercise its discretionary powers under the Local Government Pension Scheme (LGPS) Regulations. Each discretion will be exercised with full consideration of the business case, cost, and staffing implications.  This policy will be available to the Council’s pensions administrator Tyne and Wear Pension Fund. (TWPF). Within the Local Government Pension Scheme there are over one hundred possible discretions which are either mandatory or optional, the following are considered key by the Staffing and Policy Committee in 2025  

2. Power of employing authority to grant additional pension (Regulation 31)
Discretion:
The Council may choose to award additional annual pension to an active member, or within six months of ceasing active membership due to redundancy or business efficiency, up to the statutory limit (£8,568 for 2025/26).
Policy Statement:
The Council may exercise this discretion on an individual basis, considering the business case. Any award must be demonstrably in the Council’s interests and take account of financial and staffing implications.
3. Shared Cost Additional Pension Contribution (APC’s) Regulation 16 (2)(e) Regulation 16 (4)(d)
Discretion:
Where a member elects to purchase additional pension through APCs, the Council may voluntarily contribute to the cost via a Shared Cost Additional Pension Contribution (SCAPC).
Policy Statement:
The Council may exercise this discretion where a strong business case exists. Each request will be reviewed individually, ensuring any contribution is in the Council’s interest and reflects overall cost and staffing considerations. This discretion does not apply to cases involving unpaid leave where employer contribution is mandatory under Regulation 15(5).
In the event that an employee wishes to contribute 100% towards AVC’s The Council will facilitate the payroll deductions but will not contribute to the cost
4. Flexible Retirement Regulation 30(6) TP11(2)
Discretion:
The Council may allow employees aged 55 or over to take flexible retirement, i.e., access pension benefits while reducing working hours and/or grade.
Policy Statement:
The Council may permit flexible retirement, provided a business case demonstrates operational benefit and cost-effectiveness. Each case will be assessed individually in line with the Council’s Flexible Retirement Policy.

5. Flexible Retirement waiving of actuarial reduction Regulation 30(8) TPSch2, Para 2(1), B30(5) and B30(A)(5)

[bookmark: _Hlk211868540]Discretion:
When an employee has been permitted flexible retirement, and access to pension benefits, their pension is reduced.  The Council can waive reductions on pension benefits for employees under these circumstances, or for deferred and suspended Tier 3 ill-health members drawing benefits from age 60.
Policy Statement:
The Council will consider waiving actuarial reductions only in exceptional circumstances, typically on compassionate grounds. Each case will require strong justification and will be considered individually, having regard to cost, staffing, and alignment with the Council’s operational needs.
6. [bookmark: _Hlk211860949]‘Switch on’ the 85-year rule LPGS Regulations 2014 (Transitional Provisions Savings and amendments – paragraph 2 (2) of schedule 2

Discretion:
The 85 year rule applies to members joining before 2006. The rule states that if the member’s age plus the number of years in pension fund add up to 85 years or more, they are eligible to retire early without losing any pension benefits.  The 85 year rule applies after 60 years of age.  Between the ages of 55 and 60 members can choose to retire with reduced benefits.
The employer can decide to ‘switch on’ the 85-year rule for a member voluntarily drawing benefits on or after age 55 and before 60 (other than on the grounds of flexible retirement).  Under these circumstances the employer will pay pension strain costs. 

Policy Statement:
The Council will consider whether to ‘switch on’ the 85-year rule for a member voluntarily drawing benefits on or after age 55 and before 60 (other than on the grounds of flexible retirement). Each case will require strong justification and will be considered individually, having regard to cost, staffing, and alignment with the Council’s operational needs.
This discretion will only be exercised in highly exceptional cases. The Council will consider such requests individually, supported by a robust business case, and where it is in the Council’s overall interest, taking account of financial and staffing implications. 


7. Pre LGPS 2014 discretions 
In the case of a member who ceased active membership on or after 1 April 2008 and before 1 April 2014 when the current system changed to CARE (career average revalued earnings)  

The Employer will NOT normally exercise its discretion to allow a rejoining employee to resume a discontinued Added Years contract following a break in service. 

An exception to this policy will only be considered under strictly defined, exceptional circumstances where a robust business case is established. To be considered for an exception, the following mandatory criteria must be satisfied in full:

1. Prior Agreement: The potential resumption of the contract must have been formally discussed, evaluated, and agreed in writing prior to the commencement of the employee's contract of employment. Retroactive requests will not be considered under any circumstances.

2. Financial Liability: The rejoining employee must agree to personally fund 100% of any and all contribution arrears accrued during their break in service. The Employer will contribute 0% towards these arrears.

3. Business Case Approval: A formal business case must demonstrate a clear operational benefit to the organisation (e.g., critical recruitment or retention of a specialised role). Final sign-off must be granted in writing by Parish Council prior to the employee's start date.

4. Time Constraints: The employee's break in public sector service must not exceed 12 months, in accordance with statutory scheme limitations.

8. Policy Review
The Staffing Committee will review this policy annually, 


Glossary

actuarial guidance – based on a table which shows probability of a person dying before their next birthday

actuarial reduction – using actuarial tables a calculation is made to calculate the reduction in pension benefits with early retirement.

Deferred members – members who have been in the LGPS a minimum 2 years and have left before their retirement age but have kept their pension benefits in the LGPS

Shared Cost Additional Pension Contribution (SCAPC).  Employer and employee both pay additional contributions.
Strain Cost -  Shortfall in the assumed level of funding needed to provide a pension benefit.  Most strain costs are payable up front as a lump sum to the fund at the point that an event occurs. Strain costs relating to "no fault" events such as ill health retirements and deaths are not payable up front but instead are absorbed within the ongoing employer's contribution rate as part of the actuarial valuation.
Suspended tier 3 ill health pensioners – tier 3 ill health refers to those likely to be capable of gainful employment within 3 years of leaving employment or before normal pension age.  This pension is paid temporarily for maximum of 3 years or when employee enters gainful employment.













Approved Staffing and Policy Committee 10/6/2026
