
 

 

 
EMPLOYER FACTSHEET 

New members 
What to do with new employees 
Make new employees members of the main section of the pension scheme if they 
are eligible and have an employment contract of three months or more.  

What to do with new employees with a contract of less than 3 months 
New employees on contracts of less than three months, or in casual posts must sign 
an option to join form if they want to join. If you have reached your staging date for 
automatic enrolment, enrol new employees automatically if they are an eligible job 
holder, or you can issue a postponement notice. By issuing a postponement notice 
you can in effect exclude these employees from the pension fund, although the 
employee has the right to opt in at any time. 

50/50 section 
Employees can only move to the 50/50 section once they’ve joined the main section 
of the scheme. But if they choose to move to the 50/50 section before you close the 
first payroll, they can in effect be in the 50/50 section from their first day of 
employment. 

Contribution rates 
The contributions a member pays are based on their actual pensionable pay. 
Members pay contributions on all the pensionable pay they get for that job (or at half 
that rate if they’re in the 50/50 section).  

Note: if a member holds more than one employment and these are treated as 
separate jobs, assess each job and the pensionable pay from that job separately 
when deciding the contribution rates. If there’s a single employment relationship, 
combine the pay from the separate jobs to decide the single contribution rate. 



 

 
Contribution rate table 
 

Pay  Contribution rate 

Up to £13,700 5.5% 

£13,701 to £21,400 5.8% 

£21,401 to £34,700 6.5% 

£34,701 to £43,900 6.8% 

£43,901 to £61,300 8.5% 

£61,301 to £86,800 9.9% 

£86,801 to £102,200 10.5% 

£102,201 to £153,300 11.4% 

More than £153,300  12.5% 
 

Contribution rates and/or pay bands will be reviewed in line with each triennial 
valuation to maintain the average contribution from employees at 6.5%.  

Actual pay 
Decide the contribution rate by estimating the annual equivalent of the actual (not 
full time equivalent) pay the member will receive in a full scheme year (1 April to 31 
March). You can do this in a number of ways, by using 

• the annual rate of contractual pay  

• the annual rate of contractual pay plus an estimate of the non-contractual 
overtime or hours worked in excess of the contractual hours that might be worked 
in a full year  

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

• the weekly contractual rate multiplied by 52.143, or  

• the weekly contractual rate multiplied by 52.143 plus an estimate of other 
pensionable payments to be made in a full year. 

You should assess the contribution rate in a ‘reasonable and consistent manner’.  

Allocating members to a contribution band is relatively straightforward when you 
don’t expect them to work additional hours or overtime, but less straightforward when 
you don’t know how many hours they are likely to work.  

For members with part-time contractual hours who are likely to work additional hours 
you could 

1. use one of the methods in the first and fourth bullet points above, in other 
words put the member in the band for their contractual hours only and 
review the band later, or  



 

2. use one of the methods in the second, third or fifth bullet points, perhaps 
taking account of the hours worked by the previous post holder, and review 
the band later.  

The advantage of option 1 is that it is less likely to lead to an appeal by the member 
against the band you allocated, and you can review the allocation later and change it 
if appropriate.  

The disadvantage of option 1 is that members might pay less than they should for 
longer than they should. But you can control the level of this ‘loss’, which would 
become a cost to you, by reviewing the contribution banding from time to time. You 
can retrospectively change the contribution band and recover the underpaid 
contributions from members’ pay if you want to, but this might lead to complaints 
and/or appeals.  

The advantage of option 2 is that it results in a contribution rate appropriate for the 
number of hours members work. It could be a higher or lower contribution rate than is 
correctly due (depending how many hours the member actually works) and this 
could, respectively, result in an appeal against the contribution band, or a ‘loss’, 
which would become a cost to you.  

You could reallocate to the correct band following a successful appeal or review the 
contribution banding from time to time whether or not there has been an appeal.  

For members who have no contractual hours of employment (casual employees or 
members on zero hours contracts), either 

1. make a reasonable initial assessment of the number of hours the member is 
likely to work per year, perhaps taking account of the hours worked by the 
previous post holder, and review the band allocation when appropriate 

2. allocate the member to the lowest band (5.5%) and review the band allocation 
when appropriate, or 

3. allocate the member to the 6.5% band (the average contribution rate) and 
review the band allocation when appropriate.  

The advantage of option 1 is that it results in a contribution rate appropriate for the 
number of hours members work. It could result in a higher or lower contribution rate 
than is due (depending on how many hours the member actually works) and this 
could, respectively, result in an appeal against the band, or a ‘loss’, which would 
become a cost to you the employer. You could reallocate to the correct band 
following a successful appeal or review the contribution banding from time to time 
whether or not there has been an appeal.  

Option 2 is less likely to lead to an appeal and you can review the band allocation at 
a later date and reallocate to a new band if appropriate. The disadvantage of option 2 
is that members might pay less than they should for longer than they should. But you 
can control the level of this ‘loss’, which would become a cost to you, by reviewing 
the contribution banding from time to time. You can retrospectively change the 
contribution band and recover the underpaid contributions from members’ pay if you 
want to, but this might lead to complaints and/or appeals.  
The advantage of option 3 is that it delivers the average contribution rate for scheme 
members that LGPS2014 was costed on.  

 

The disadvantage is that members are more likely to appeal against the band if they 
believe their pay falls in a lower band.  



 

You can retrospectively change the band allocation after an appeal if it turns out that 
a member should have been in a lower band.  

You can review band allocations when you want to and reallocate members to a new 
band if their contractual pay changes ‘materially’, for example after a promotion or 
pay award. 

Tell the member what their contribution rate is as soon as you reasonably can, and 
when they’ll start to pay it.  

Right of appeal 
When you tell members what their contribution rate is, you must also tell them where 
to get more information about the decision, and that they can appeal against it within 
six months of being told of the initial decision, or longer if the adjudicator allows it. 

You must tell members the adjudicator’s job title and address (this being the person 
you have appointed to consider appeals), and tell the member that if they are 
unhappy with the adjudicator’s decision, they then have the right to ask the person 
appointed at the pension fund, within six months of the adjudicator’s decision, to 
further review the decision. 

 


