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1.

POLICY STATEMENT

1.1

This policy is designed to assist employees who are considering or have taken the
decision to retire from service and outlines the options available and support that can be
expected from management.

2.

PRINCIPLES

2.1

The CCG does not operate a compulsory retirement age.

2.2

When considering retirement options employees should bear in mind the potential
impact on their pension.

2.3

The provisions of Section 16 of NHS Terms and Conditions will apply to employees
retiring early on grounds of redundancy.

2.4

The Minimum Retirement Age for members of the NHS Pension Scheme – 1995 section
is 50, except for staff who joined on or returned to the scheme after 6 April 2006 for
whom the Minimum Retirement Age is 55. The minimum retirement age for members of
the 2008 section and the 2015 Pension Scheme is 55.

2.5

The Normal Retirement Age for members of the NHS Pension Scheme 2015 is the same
as their State Pensionable Age which can be calculated here https://www.gov.uk/calculate-state-pension. Members of the 1995 section of the
NHS Pension Scheme have a Normal Retirement Age of 60 (55 For Special Class
Status) and members of the 2008 section have a Normal Retirement Age of 65.

2.6

Employees considering retirement, particularly flexible retirement, should discuss their
plans initially with their line manager.

2.7

Information on retirement options and benefits is available from an HR representative or
the NHS Pensions website www.nhsbsa.nhs.uk/pensions.

2.8

Employees should bear in mind that NHS Pensions requires 4 months’ notice of any
request for payment of pension benefits.

2.9

Flexible retirement requests will be considered in line with the procedure set out in the
Flexible Working Policy.

2.10

Advice, guidance and support will be provided to Line Managers during the
implementation and application of this policy by the Human Resources Team.

3.

PROCEDURE
The Procedure for Normal Age Retirement and Flexible Retirement options is detailed at
PART 2
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4.

EQUALITY

4.1

In applying this policy, the Organisation will have due regard for the need to eliminate
unlawful discrimination, promote equality of opportunity, and provide for good
relationsbetween people of diverse groups, in particular on the grounds of the following
characteristics protected by the Equality Act (2010); age, disability, gender, gender
reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or
belief, and sexual orientation, in addition to offending background, trade union
membership, or any other personal characteristic.

5

MONITORING & REVIEW

5.1

The policy and procedure will be reviewed every three years by Human Resources in
conjunction with operational managers and Trade Union representatives. Where review
is necessary due to legislative change, this will happen immediately.

5.2

Audit Committee will approve any amendments on behalf of the CCG Governance Board.

6.

FRAUD BRIBERY AND CORRUPTION

6.1

Unfortunately fraud, bribery and corruption, as well as theft, does occur throughout the NHS,
and as such all NHS employees have a duty to ensure that public funds are protected. The
CCG is committed to reducing the level of fraud, bribery and corruption (economic crime) within
the NHS to an absolute minimum and keeping it at that level, freeing up public resources for
better patient care.

6.2

If an employee, manager or volunteer suspects that there has been a potential act of fraud,
bribery or corruption against the CCG or the wider NHS, or has seen any suspicious acts or
events, they must report the matter to the CCG’s Counter Fraud Team (contact details can be
found on the CCG’s public website) or report the matter to the NHS Fraud and Corruption
Reporting Line on 0800 028 4060. Alternatively reports can be made through the online
reporting tool at https://cfa.nhs.uk/reportfraud. Further advice on counter fraud issues is
available from the Executive Director of Finance, Deputy Executive Director of Finance/Fraud
Champion and the CCG’s Counter Fraud Team.
CCG Counter Fraud Contact details:
Paul Westwood (Heads CW Audit’s Counter Fraud Team and is the CCG’s nominated Local
Counter Fraud Specialist)
Tel: 07545 502400
Email: paul.westwood@cwaudit.org.uk
Email: pwestwood@nhs.net (secure)

7.

COUNTER FRAUD

7.1

This policy should be read in conjunction with the CCG’s policies covering counter fraud,
bribery and corruption which can be found on the CCG’s website
(www.shropshiretelfordandwrekinccg.nhs.uk) or you can contact a member of the Team who
will be able to supply a copy.
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PART 2
1.

PROCEDURE

1.1

Employees who have decided that they wish to retire or are considering retirement,
particularly flexible retirement, should discuss their plans initially with their line manager.

Normal age retirement
1.2

Employees wishing to fully retire from work must resign from their employment, giving
the appropriate contractual notice. They will be expected to take all accrued annual
leave prior to their leaving date.

Flexible Retirement
1.3

Flexible retirement provides flexibility regarding the age at which an employee retires,
the length of time it takes to retire and the nature and intensity of work in the lead up to
final retirement. It assists the Organisation by retaining the skills of key employees who
are approaching, or are at, retirement age and provides a greater choice for employees.

Pre-retirement wind down (existing post)
1.4

An employee approaching their retirement may wish to gradually reduce the number of
hours they work leading up to their actual date of retirement.

1.5

The employee should put their request in writing to their line manager, clearly outlining
their proposed work pattern, start date and retirement date.

1.6

Requests will be considered in line with the procedure in the Flexible Working Policy,
and judged on the basis of business needs.

1.7

If a reduction in hours is agreed, the employee will be paid pro rata to the reduced hours
worked. Annual leave entitlement will also be calculated on a pro rata basis
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Pre-retirement step down (lower banded role)
1.8

An employee approaching retirement may request to continue working in a less
demanding role.

1.9

The employee should put their request in writing to their line manager, clearly outlining
their proposed role, hours of work, start date of the arrangements and retirement date.

1.10

Requests will be considered in line with the procedure in the Flexible Working Policy,
and judged on the basis of business needs.

1.11

If a change in role is agreed, the employee will be paid the appropriate rate for that post.
If there is a reduction in working hours, the employee will be paid pro rata to hours
worked. Annual leave entitlement will also be calculated on a pro rata basis.

1.12

Members of the NHS Pension Scheme 1995 and 2008 Sections who are over the
minimum retirement age, and whose pay reduces by at least 10% for a minimum period
of 12 months, may apply for the higher rate of pay to be voluntarily protected for pension
purposes. The application via SMR9 Form must be made within 15 months of the date
the rate of pay is reduced.

1.13

When the employee leaves, their pension up to the date they stepped down will be
based on the higher rate of pay, and their pension earned after the step down date will
be based on the reduced rate of pay. Cost of living increases will be applied to the
protected higher rate of pay and both pensions will be added together for payment.
If a lower banded and suitable post is not readily available there is no obligation
on the Organisation to create a role.

Retire and Return
1.14

Under the provisions of the NHS Pension Scheme, employees have the option to retire
from service and take all their pension benefits before returning to NHS employment.

1.15

Employees considering this option, who have NHS Pension Scheme membership prior
to 5th April 1997, must request the Guaranteed Minimum Pension (GMP) check from
the Pensions Officer in the first instance. Retirement cannot go ahead unless the GMP
check has been passed.

1.16

Employees considering this option, and who wish to return to employment with the CCG
must make their request in writing, to their line manager, as far in advance as possible.
The request must include the proposed retirement date and when, and in what capacity,
the individual would like to return to work afterwards.

1.17

Updated guidance in relation to retiring and returning to work was issued by the
Department of Health in July 2017. A full copy of the guidance is available at
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/634529/N
HS_retire_and_return_guidance.pdf

1.18

Requests to return to work will be considered in line with the procedure in the Flexible
Working Policy, and considered against factors identified in the above guidance.
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Applications should be considered on their own merits and requests should not be
automatically approved or declined. The CCG will specifically consider:


The requirement for the post to be filled through ‘retire and return’ in light of cost
improvement pressures



Equality requirements



Value for money



The standard of the employee’s work and attendance



The employee’s competence (skills, knowledge and experience) against the essential
requirements of the post



Whether the hours proposed can be accommodated / meet service needs



Succession planning and the potential impact the employee’s return will have on their
team



Whether it is in the best interests of the service to accommodate the ‘retire and return’
request



Longer term workforce / service plans for the post and team and how the ‘retire and
return’ request fits with this

1.19

The above factors will need to be summarised in writing by the line manager of the
employee requesting to ‘retire and return’, using Appendix 2. This will then need to be
submitted as a Business case to the CCG’s Executive Team for consideration and initial
support. Only a member of the Executive Team can then sign the section entitled
‘Decision’ on Appendix 2. For purposes of clarity, the members of the Executive Team
are:






Accountable Officer
Chief Finance Officer
Executive Lead Quality Safety and Nursing
Executive Lead Commissioning
Executive Lead Governance and Engagement

If the Business Case is signed off by the Executive Team it must then be submitted to
the Remuneration Committee for final approval.
1.20

If the request is then agreed, there must be at least a 2-week break between
employments, to include a minimum 24-hour break in pensionable employment to satisfy
the requirements of the NHS Pension scheme.

1.21

More information can be found at: http://www.nhsbsa.nhs.uk/Pensions/4217.aspx.
Members of the 1995 section, whether above or below normal retirement age, must work
less than 16 hours per week within one calendar month of retirement, and/or be under
the normal retirement age, to avoid their pension being suspended. This restriction does
not apply to members of the 2008 section or the 2015 Pension Scheme.

Retirement Policy

May 2021
7

1.22

Employees who are in receipt of any earnings related protection will lose that protection
on their return to work following the break in service.

1.23

Once an employee retires and receives their pension benefits in relation to their NHS
service, this service will no longer be counted as ‘reckonable’ for redundancy purposes
(para 16.6 of NHS Terms and Conditions). Where an employee takes their pension
benefits and returns to work at the Organisation, reckonable service will begin from the
date of return to employment after the break in service.

1.24

Employees who retire and take pension benefits from the 1995 Section of the NHS
Pension Scheme before returning to work will not be able to re-join the NHS Pension
Scheme.
Employees who retire and return will retain entitlements that are related to and
dependent on ‘reckonable’ service such as annual leave and occupational sick
pay, as outlined in agenda for change. However, entitlements that are subject to
continuous service, such as redundancy, will be dependent on the member of
staff accruing the relevant length of service in their new role as any previous
service accrued prior to the date of retirement will no longer be considered
‘continuous’.

Draw down (partial retirement) This option is not available to 1995 Section members
1.25 Members of the NHS Pension Scheme – 2008 section and 2015 Pension Scheme may
elect to partially retire and take some of their benefits. To do this the employee must
have reached at least the minimum retirement age of 55 and have reduced their
pensionable pay by at least 10%.
1.26

Between 20% and 80% of pension entitlement may be taken and pension membership
will continue to build up. Pensionable pay must remain reduced for at least a year
otherwise eligibility to a pension will cease. Benefits can be drawn down twice before
final retirement.

Voluntary early retirement (VER)
1.27

An employee may opt to take VER at any time from the minimum pension age applicable
to the scheme they are, or have been, a member of provided they have at least 2 years
membership. The minimum retirement age is 50 for members of the NHS Pension
Scheme - 1995 section, and 55 for members of the NHS Pension Scheme - 2008
section and 2015 Pension Scheme. For employees who joined the NHS Pension
Scheme – 1995 section for the first time on or after 6th April 2006, or previously left the
Scheme before 31st March 2000 with deferred benefits & rejoined on or after 6th April
2006, the minimum retirement age is 55.

1.28

An estimate of pension benefits can be requested from a Pensions Officer however, final
figures will be calculated by NHS Pensions. Employees considering VER, who have
NHS Pension Scheme membership prior to 5th April 1997, must request
the
Guaranteed Minimum Pension (GMP) check from the Pensions Officer in the first
instance. VER cannot go ahead unless the GMP check has been passed.
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1.29

To leave employment due to voluntary early retirement the employee must resign from
their employment, giving the appropriate contractual notice. They will be expected to
take all accrued annual leave prior to their leaving date.

Late retirement
1.30

Employees who remain in employment beyond the normal retirement age, and remain in
the NHS Pension Scheme, may continue to earn benefits to age 75 or until they reach
45 years membership. There are no provisions to increase benefits for members of the
1995 section if they are paid late. Members of the 2008 section will have any pension
earned before age 65 increased to take account of the fact that it is being paid later than
the normal retirement age. There is no limit on the maximum number of years
membership in the 2015 scheme.

Ill Health Retirement
1.31

Please refer to the relevant section of the CCG Attendance Policy which outlines the
principles and processes relating to ill health retirement.
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Appendix 2
‘Retire & Return’ Assessment
Name of Employee Requesting ‘Retire & Return’:

Name of Line Manager Completing Assessment:

Assessment:
Please provide information in relation to the following factors:

The requirement for the post to be filled through ‘retire and return’ in light of cost improvement
pressures

Equality requirements

Value for money
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The standard of the employee’s work and attendance

The employee’s competence (skills, knowledge and experience) against the essential
requirements of the post

Whether the hours proposed can be accommodated / meet service needs

Succession planning and the potential impact the employee’s return will have on their team
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Whether it is in the best interests of the service to accommodate the ‘retire and return’ request

Longer term workforce / service plans for the post and team and how the ‘retire and return’
request fits with this

Decision
To be completed by manager with appropriate authority.
Is the ‘retire and return’ application approved? (Circle as appropriate)
YES

NO

Summary of rationale for decision

Name of manager:

Signature of manager:

Date:
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