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1. Summary  
 

1.1 This report proposes minor revisions to the Compensation Payments policy in order to: 

 clarify the provision for making enhanced redundancy payments  

 include statements on the use of employer discretions with regard to early payment of 

 pension benefits and flexible retirement provisions, as required under the pension 

 regulations. 

 
 
2. Recommendation  
 

2.1 That, upon the Head of Paid Service agreeing to the proposed revisions to the GLA’s 

Compensation Payments Policy, the Assembly agrees (noting it is a joint decision with the 

Mayor) that the proposed changes, as set out at Appendix 1, should apply to the 

Authority’s three statutory officers. 

 
 
3. Background   
 
3.1 The GLA has a Compensation Payments Policy which was last revised in March 2009.   The policy 
 sets out how the GLA will use the discretionary powers available to it under the Local Government 
 (Early Termination of Employment) (Discretionary Compensation) (England and Wales) Regulations 
 2006 and Local Government Pension Scheme (Benefits, Contributions and Membership) Regulations 
 2007. 
 

 
4. Issues for Consideration  

4.1 Experience of using the policy has shown that the description of how the GLA will consider using its 
 discretion to enhance redundancy payments does not make it sufficiently clear to the reader that 
 the enhancement is based on a multiplier of 1.5 to the statutory scheme.  This has the potential to 
 cause confusion and therefore a minor amendment to the policy wording at paragraph 3.3.5 is 
 proposed which will clarify these provisions. 

4.2 Under the Local Government Pension Scheme (Administration) Regulations 2008, the GLA is 
 required to publish a policy statement in relation to each of the various employer discretions that the 
 scheme regulations provide for.  Currently there are two discretions that the Compensation 
 Payments Policy does not cover: early payment of pension and flexible retirement.  In order to 



        

 rectify this, it is proposed to include a statement at new paragraphs 5 and 6 describing how the GLA 
 will use these discretions. 
 
4.3 With regard to early payment of pension benefits, the GLA has the discretion to waive, on 

compassionate grounds, any actuarial reduction that would be applicable if employees aged 55 or 
over leave the GLA voluntarily before reaching retirement age,. 

 
4.4. With regard to flexible retirement, employees aged 55 or over may, with the employer’s consent, 

reduce their hours or move to a position on a lower grade and elect to draw part or all of their 
accrued pension benefits - whilst still continuing in employment.  The GLA has discretion to waive 
any actuarial reduction that would be applicable to pension benefits in such cases. 

 
4.5 In line with the use of other discretions already included in the policy, any decision to approve 

requests for early or flexible retirement which have cost implications will be subject to submission of a 
business case by the relevant director or head of service.  Each case will be considered on an 
individual basis and will be subject to consideration of the efficiency gains resulting from the 
arrangement.  

 
4.6 For the statutory officers, the Mayor and Assembly will make decisions acting jointly.   
 For all other staff appointed under Section 67(2) of the Greater London Authority Act 1999 (as 
 amended), the Head of Paid Service will make the decision (or may delegate this authority to the 
 statutory officers).  

 

4.7 The boxes in the text of the revised documents show where there are proposed changes and explain 

the reasons for these changes.   

 

Strategy implications 

 

4.8 As part of our aim of exemplar employer status, the GLA has agreed to ‚value and exceed existing 

 relevant legislation and codes of practice in the formulation and implementation of policies and 

 procedures‛. The proposed revisions will help to ensure that the GLA achieves this objective and will 

 also help protect the GLA from legal challenges. 

 

  Equalities Implications 

 
4.9 The Compensation Payments Policy applies to all staff.  Having a clear policy, with clear criteria for 
 applying employer discretions, will help to ensure the fair and consistent treatment of all staff.    
 
4.10 The Human Resources and Organisational Development Unit monitors the use of the Compensation 
 Payments Policy to check for any adverse impact. 

  

Consultation 

4.11 Unison has been consulted on these proposals and has given their consent to the changes.   

 

5. Legal Implications 
 

5.1  Under section 70 (2) of the Greater London Authority Act  1999 the Head of Paid Service may settle 

the terms and conditions of employment for staff appointed under section 67(2) of the Act, after 

consultation with the Assembly and the Mayor.  Under section 70(1) of the Act, the Mayor may also 

fix the terms and conditions of employment for his staff appointed under section 67(1)(a) and (b).     

 



        

5.2 With regards to the Statutory Officers, their terms and conditions must be set by the Mayor and 

Assembly acting jointly.  It is for this reason that the Assembly is asked to approve the changes to 

the Compensation Payments Policy in so far as they affect Statutory Officers.   

 

5.3 The terms and conditions of employees incorporate several policies and procedures, including the 

Compensation Payments Policy.  Amendment to the policies is therefore a change to the terms and 

conditions of employees.  In order for changes to be effective, employees must agree the proposed 

change to their employment contracts.   

 

5.4  It is a contractual term of employee’s contracts that Unison is able to negotiate terms and conditions 

on behalf of employees and any changed to such terms can be made further to agreement between 

Unison and the Greater London Authority.  As set out above, the GLA has consulted with Unison to 

obtain their agreement to the amended Compensation Payments Policy before they are 

implemented.   

 
 
6. Financial Implications 
 

6.1 There are no direct Financial Implications as a result of this report. 

6.2 All compensation payments will be considered on a case by case basis with a separate decision 

making process. 

 

List of appendices to this report: 

 

Appendix 1 –  Compensation Payments Policy 
 
 

Local Government (Access to Information) Act 1985  
List of Background Papers: None. 

 

Contact Officer: Viv Kemsley, Senior Human Resources Manager 

Telephone: 020 7983 4169 

E-mail: viv.kemsley@london.gov.uk 

 



        

Appendix 1 

COMPENSATION PAYMENTS POLICY   

REDUNDANCY, EFFICIENCY AND EARLY RETIREMENT BENEFITS 

 
1. INTRODUCTION 

1.1. The Greater London Authority is committed to ensuring the continued employment of all employees 
wherever possible.  To assist this the GLA has put in place a framework for organisational change 
management to meet its statutory obligations as an employer and to ensure best practice.  For 
further details see the Management of Change Policy. 

1.2 However, there may be circumstances where the GLA, in order to ensure effective delivery of its policies 
and objectives, will not be able to ensure the continued employment of all employees. The GLA has 
therefore put in place a policy for the compensation of employees whose employment is terminated on 
grounds of redundancy or in the interests of the efficiency of the service.  Details of the policy are set 
out below.  

1.3 The GLA has discretionary powers under the Local Government (Early Termination of 
Employment)(Discretionary Compensation) (England and Wales) Regulations 2006 to make payments 
to employees who leave on the grounds of redundancy or efficiency of the service.  

1.4 The GLA also has powers under Regulation 12 of the Local Government Pension Scheme (Benefits, 
Contributions and Membership) Regulations 2007 to augment the pensionable service of employees 
retiring early, and/or under Regulation 13 of those Regulations to award a member additional pension 
of not more than £5,000 a year payable from the same date that their pension is payable.  

1.5 The GLA is under a legal duty to review this policy from time to time, and therefore, retains the right to 
change the policy accordingly.  

 

2.   SCOPE OF THE POLICY 

2.1 The policy applies to all GLA employees, including the Authority’s statutory officers and employees 
appointed by the Mayor under s67(1) of the GLA Act 1999 (as amended) except: 

 employees seconded to work in London’s European Office, to whom separate arrangements apply. 

 employees who transferred into the GLA under a Statutory Transfer Order (TSO) or Transfer of 
Undertakings (Protection of Employment) Regulations (TUPE),  who may have separate contractual 
and occupational entitlements. 

 

3. REDUNDANCY 

3.1. Statutory Redundancy Payments 

3.1.1. Employees with at least two years continuous service who are dismissed on the grounds of redundancy 
by the Authority are entitled to receive statutory redundancy payments based on their length of 
continuous service.  For these purposes continuous service includes previous service with employers 
covered by the Redundancy Payments (Continuity of Employment in Local Government etc) 
(Modification) Order 1999. Employers covered by the Order include all local authorities as well as a 
range of organisations linked to local government.    

3.1.2. A list of the bodies which fall within scope of the Modification Order can be obtained from Human 
Resources. 



        

3.1.3 Statutory redundancy payments are calculated according to a statutory formula, based on length of 
service, how years of continuous service relate to a particular age band, and weekly pay, as set out in 
the table below.  Weekly pay is subject to a legal limit and is not based on an actual week’s pay. 

 A ‘ready-reckoner’ for calculating these payments is attached as Appendix A.  
 

Years of completed service between 
the ages of: 

No. of weeks statutory payment 

Age up to 21 years ½ weeks pay 

Age 22 years and 40 years 1 weeks pay 

Age 41 years and above 1½ weeks pay 

Note: the maximum statutory redundancy entitlement is 30 weeks’ pay. 

 

3.1.4 Employees who, after being made redundant by the Authority, commence work with another 

employer covered by the Redundancy Payments (Continuity of Employment in Local Government 

etc) (Modification) Order 1999 may lose their entitlement to a redundancy payment.  This will apply 

where the individual accepts the job offer with the new employer prior to the date of dismissal by 

the Authority, and the date of commencement of the new job is four weeks or less after their last 

day of service with the Authority.   Any pension payments received may be subject to abatement. 

 
3.2. Pension benefits 

3.2.1. An annual pension and a lump sum payment are immediately payable to employees aged 55 

 or over and who have a minimum of 2 years’ membership of the local government pension  scheme. 

 
3.2.2. Pensions and lump sum are based on the following formulae: 

 For service up to 31.03.08: 

 annual pension: 1/80 x final year’s pay x reckonable service 

 lump sum retiring allowance: 3/80 x final year’s pay x reckonable service 

For service from 01.04.08 onwards: 

 No lump sum 

 annual pension: 1/60 x final year’s pay x reckonable service (although employees can 
commute part of their pension into a lump sum) 

3.2.3. Details of individual entitlement to pensions and lump sum can be obtained through  

 the Human Resources Group. 
 

3.3 Discretionary payments 
 
3.3.1 There are two different types of compensation payments that the GLA has the discretion to pay to its 

employees. One is concerned with redundancy related payments, the other with pension related 
payments.  

 



        

Redundancy related discretionary payments 
 

As before but table at 3.3.5 deleted and replaced by explanatory sentence (shown highlighted in bold) 

3.3.2 The Authority has discretionary powers under the Local Government (Early Termination of Employment) 
(Discretionary Compensation) Regulations 2006 to make compensation payments to employees who 
leave on the grounds of redundancy, efficiency of the service or early retirement. 

3.3.3 For employees who have at least 2 years’ qualifying employment and leave on grounds of 
redundancy, the Authority has the discretion to calculate redundancy payments on the basis of 
actual week’s pay rather than the statutory limit (up to a maximum of 30 weeks’ actual pay). 

3.3.4 Irrespective of the employee’s length of service, the Authority also has the discretion to pay a single 
lump sum compensation payment of up to a maximum of 104 actual weeks’ pay to employees who 
leave on grounds of redundancy and who have not had their pensionable service augmented.  

3.3.5 Purely as a guideline, the GLA will consider making payments under 3.3.3 and/or 3.3.4 by applying 
a multiplier of 1.5 to the statutory formula in 3.1.3 above, using an actual week’s pay, to 
employees who have at least 2 years’ qualifying employment and who: 

 are leaving employment on the grounds of redundancy and 

 have not had their pensionable service augmented under 3.3.8 – 3.3.12 below 

 Therefore, if this guideline is applied, the maximum number of weeks’ pay that can be 
 calculated is 45 (i.e. 30 x 1.5) 
 
3.3.6 However, although the GLA will consider payments in accordance with the guidelines above, what 

amounts (if any) it decides to pay in any particular case, will ultimately depend upon how the GLA 
exercises its discretions set out in 3.3.3 – 3.3.4 above, using the criteria set out in Appendix B.   

 
3.3.7 Any payment made under 3.3.3 - 3.3.4 incorporates the employee’s statutory redundancy entitlement. 
 

Pension related discretionary payments 
 
3.3.8 The GLA has discretionary powers under Regulation 12 of the Local Government Pension Scheme 

(Benefits, Contributions and Membership) Regulations 2007 to augment the pensionable service of 
employees aged 55 years or over (and under 65) who leave the Authority’s service on the grounds of 
redundancy or efficiency of the service.  The maximum period of added pension membership must 
not exceed the lesser of: 

  a) 10 years 
 b)  the period by which the employee’s total membership falls short of what it would have 

been if the employee stayed in the pension scheme until age 65 
 
3.3.9  For terminations on grounds of redundancy, the GLA will consider augmentation on a case by case 

basis and by what amount (if any) it decides to augment pension in any particular case, will depend 
upon how the GLA exercises its discretion set out in 3.3.8 above, using the criteria set out in 
Appendix B.   

 
3.3.10 The GLA will not normally consider augmenting the pensionable service of employees appointed by 

the Mayor under s 67(1) of the GLA Act 1999 (as amended), other than in exceptional 
circumstances.  

 

3.3.11 Details of individual entitlement to pensions and lump sum can be obtained through the  Human 

Resources Group. 

 



        

3.3.12 The GLA also has powers under Regulation 13 of the Local Government Pension Scheme (Benefits, 
Contributions and Membership) Regulations 2007 to augment the pensionable service of employees 
retiring early to award a member additional pension of not more than £5,000 a year payable from the 
same date that their pension is payable.  

 
3.3.13 Again, for terminations on grounds of redundancy, what amounts (if any) it decides to pay in any 

particular case, will depend upon how the GLA exercises its discretion set out in 3.3.12 above, using 
the criteria set out in Appendix B.   

 

 

 

4. TERMINATION OF EMPLOYMENT IN THE INTERESTS OF THE EFFICIENCY OF THE 

 SERVICE 

 
Termination  
 
4.1. In exceptional circumstances, an employee can be dismissed or allowed to retire early from the GLA’s 

service in the ‚interests of the efficient exercise of the authority’s service‛. Termination of employment 
in these circumstances is not a redundancy and, in legal terms, is for ‚some other substantial reason.‛  

 
4.2. Termination of employment on the grounds of efficiency usually arises as a result of changed 

requirements of the job and the ability of the employee to respond to the changes and acquire new 
skills and knowledge. In particular, termination in the interests of the service may apply where 
substantial efficiency gains can be identified and achieved. It is a requirement in such cases that a 
sound business case is made in terms of the efficiency savings to the GLA as a direct result of the 
termination of employment.   

 
4.3 When considering termination on the grounds of efficiency it is important to ensure that this 

provision is not used to deal with matters of capability and discipline which should be addressed 
under the appropriate procedure.  Termination in the interests of the efficiency of the service will 
normally be based on a mutually agreed termination date.    

 
4.4 The decision to dismiss or grant early retirement on efficiency grounds will be subject to submission of 

a business case by the relevant director or unit head.  Each case will be considered on an individual 
basis and will be subject to consideration of the efficiency gains resulting from the termination.  

 
  
 Discretionary payments  
 
4.5 Where the employee is aged 55 or over, the Authority will, in exceptional circumstances, consider using 

its discretionary powers set out in 3.3.8  - 3.3.13 above to award enhanced pension benefits for 
individual employees as a result of an early termination on grounds of efficiency of the service.    

 
4.6. For employees aged under 55, who leave on grounds of efficiency of the service, the Authority will, 

in exceptional circumstances, consider using its discretionary powers to pay a single lump sum 
compensation payment of up to a maximum of 104 actual weeks’ pay to employees who have not 
had their pensionable service augmented.   

 
4.7  Each case will be considered on an individual basis and in deciding how to exercise its discretion in 

relation to 4.5 and 4.6 above in any particular case, the GLA will use the criteria set out in Appendix 
B. 

 



        

4.8 An employee leaving on grounds of efficiency of the service may only be awarded enhanced pension 
benefits under 4.5 above OR a single lump sum payment (as per 4.6 above).   

 
 
5. EARLY PAYMENT OF PENSION 
 

New section outlining the provision for employees to take voluntary early retirement and the employer’s  
discretion to waive actuarial reduction on early payment of pension. 

 
5.1 Employees aged 55 and over who leave the GLA voluntarily before reaching retirement age, may 

choose to receive immediate payment of their accrued retirement benefits.   For employees aged less 
than 60, permission from their Director and the Assistant Director for Human Resources and 
Organisational Development, will be required.  These accrued benefits will be subject to actuarial 
reduction due to early payment.   

 
5.2 The GLA has discretion under the LGPS Regulations 2008 to waive this reduction on compassionate 

grounds.  Any decision to waive actuarial reduction must be made in accordance with section 7 below. 
 
6. FLEXIBLE RETIREMENT 
 

New section outlining the provision for employees to take flexible retirement and the employer’s discretion to 
waive actuarial reduction on early payment of pension. 

 
6.1 Employees aged 55 or over may, with the permission of their Director and the Assistant  Director 
 for Human Resources and Organisational Development, reduce their hours or move  to a position on 
 a lower grade and elect to draw part or all of their accrued pension benefits  - whilst still continuing 
 to receive a salary on the reduced hours or grade.  
 
6.2 Where an employee receives early payment of part or all of their pension benefits, these benefits will be 

subject to actuarial reduction for early payment.   
 
6.3 The GLA has discretion under the LGPS Regulations 2008 to waive this reduction.   
 
6.4 Any decision to waive actuarial reduction must be made in accordance with section 7 below and will be 

subject to submission of a business case by the relevant director or unit head.  Each case will be 
considered on an individual basis and will be subject to consideration of the efficiency gains 
resulting from the arrangement.  

 
  
7. AUTHORITY TO APPROVE PAYMENTS OR COSTS 
 
7.1 Any decision to make a payment or approve costs incurred under this policy must be 
 authorised as follows: 
 
7.1.1 For the Head of Paid Service, Chief Finance Officer and the Monitoring Officer (the statutory 

officers), the Mayor and Assembly will make decisions acting jointly.   
 
7.1.2.   For staff directly appointed by the Mayor under s67 (1) of the GLA Act 1999, the Mayor will make 

the decision (or may delegate this authority to the statutory officers). 
 
7.1.3.  For all other staff the HOPS will make the decision (or may delegate this authority to the statutory 

officers).  
 



        

7.2 Any decision to make a payment or approve costs incurred under this policy can only be exercised 
after consideration of a report prepared for this purpose by the relevant director or unit head.  In the 
case of payments for the statutory officers, directors, and Mayoral appointees, the views of the 
Authority’s appointed auditors will be sought in advance of any decision. 

 

8. LIABILITY TO TAXATION 

8.1. Under current Inland Revenue rules the pension lump sum payment, regardless of the sum, is tax 

free.  Redundancy payments of up to £30,000 do not attract liability for income tax or National 

Insurance contributions. However, tax is payable on any amount over and above this limit.  
 

9. OTHER TERMINATION OF EMPLOYMENT PROVISIONS 
 
9.1. Pay in lieu of notice 

9.1.1 In the case of termination of employment on the grounds of redundancy, efficiency and early 
retirement, pay in lieu of notice (all or part) will only be paid where it is not practicable or 
appropriate for the employee to work their notice.  Tax is payable on pay in lieu of notice. 

 

9.2 Fixed term Contracts 

9.2.1. Where a fixed term contract expires and is not renewed, this is a dismissal and a redundancy 

 payment may be due subject to the length of continuous service as described above.   

 
9.3 Annual Leave 

8.3.1. Employees leaving the Authority’s service should take any outstanding annual leave during their 
notice period.  If any entitlement remains untaken by the employee’s leaving date, payment will be 
made for the outstanding amount up to a maximum of the statutory leave entitlement. 

 
9.4 Training Expenses 

9.4.1. Payment of training expenses will cease when an employee leaves the employment of the Authority.  
Repayment of training expenses may be waived in the event of redundancy. 

 
9.5 Maternity Pay 

9.5.1 The requirement to repay maternity pay may be waived in the event that an employee is made 

redundant either during maternity leave or prior to the expiry of the qualifying period on return from 

maternity leave. 
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Appendix A 

Statutory redundancy pay table 

  Service (Years) 

Age 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 

17 1                                     

18 1 1½                                   

19 1 1½ 2                                 

20 1 1½ 2 2½ -                             

21 1 1½ 2 2½ 3 -                           

22 1 1½ 2 2½ 3 3½ -                         

23 1½ 2 2½ 3 3½ 4 4½ -                       

24 2 2½ 3 3½ 4 4½ 5 5½ -                     

25 2 3 3½ 4 4½ 5 5½ 6 6½ -                   

26 2 3 4 4½ 5 5½ 6 6½ 7 7½ -                 

27 2 3 4 5 5½ 6 6½ 7 7½ 8 8½ -               

28 2 3 4 5 6 6½ 7 7½ 8 8½ 9 9½ -             

29 2 3 4 5 6 7 7½ 8 8½ 9 9½ 10 10½ -           

30 2 3 4 5 6 7 8 8½ 9 9½ 10 10½ 11 11½ -         

31 2 3 4 5 6 7 8 9 9½ 10 10½ 11 11½ 12 12½ -       

32 2 3 4 5 6 7 8 9 10 10½ 11 11½ 12 12½ 13 13½ -     

33 2 3 4 5 6 7 8 9 10 11 11½ 12 12½ 13 13½ 14 14½ -   

34 2 3 4 5 6 7 8 9 10 11 12 12½ 13 13½ 14 14½ 15 15½ - 

35 2 3 4 5 6 7 8 9 10 11 12 13 13½ 14 14½ 15 15½ 16 16½ 

36 2 3 4 5 6 7 8 9 10 11 12 13 14 14½ 15 15½ 16 16½ 17 

37 2 3 4 5 6 7 8 9 10 11 12 13 14 15 15½ 16 16½ 17 17½ 

38 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 16½ 17 17½ 18 

39 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 17½ 18 18½ 

40 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 18½ 19 

41 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 19½ 

42 2½ 3½ 4½ 5½ 6½ 7½ 8½ 9½ 10½ 11½ 12½ 13½ 14½ 15½ 16½ 17½ 18½ 19½ 20½ 

43 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 

44 3 4½ 5½ 6½ 7½ 8½ 9½ 10½ 11½ 12½ 13½ 14½ 15½ 16½ 17½ 18½ 19½ 20½ 21½ 

45 3 4½ 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 

46 3 4½ 6 7½ 8½ 9½ 10½ 11½ 12½ 13½ 14½ 15½ 16½ 17½ 18½ 19½ 20½ 21½ 22½ 

47 3 4½ 6 7½ 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 

48 3 4½ 6 7½ 9 10½ 11½ 12½ 13½ 14½ 15½ 16½ 17½ 18½ 19½ 20½ 21½ 22½ 23½ 

49 3 4½ 6 7½ 9 10½ 12 13 14 15 16 17 18 19 20 21 22 23 24 

50 3 4½ 6 7½ 9 10½ 12 13½ 14½ 15½ 16½ 17½ 18½ 19½ 20½ 21½ 22½ 23½ 24½ 

51 3 4½ 6 7½ 9 10½ 12 13½ 15 16 17 18 19 20 21 22 23 24 25 

52 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 17½ 18½ 19½ 20½ 21½ 22½ 23½ 24½ 25½ 

53 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19 20 21 22 23 24 25 26 

54 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 20½ 21½ 22½ 23½ 24½ 25½ 26½ 

55 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 21 22 23 24 25 26 27 

56 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 21 22½ 23½ 24½ 25½ 26½ 27½ 

57 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 21 22½ 24 25 26 27 28 

58 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 21 22½ 24 25½ 26½ 27½ 28½ 

59 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 21 22½ 24 25½ 27 28 29 

60 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 21 22½ 24 25½ 27 28½ 29½ 

61+ 3 4½ 6 7½ 9 10½ 12 13½ 15 16½ 18 19½ 21 22½ 24 25½ 27 28½ 30 

 



        

Appendix B 

 

Compensation Payments Policy – criteria for use of discretions 

 
The Compensation Payments Policy sets out the GLA's powers to make discretionary payments to, or 
augment the pensionable service of, employees who leave on the grounds of redundancy or efficiency of 
the service.  This appendix sets out the GLA's criteria for the exercise of these discretions. 

Factors that must be taken into account when considering enhanced redundancy payments and 
lump sum compensation under 3.3.3 and 3.3.4 of the Compensation Payments Policy, for 
employees leaving the GLA on grounds of redundancy: 

 The employee’s length of service with the GLA.   

 The employee’s disciplinary record and whether the employee is currently the subject of any formal 
action under the GLA's disciplinary or other procedures which is likely to lead to dismissal in the 
immediate future. 

 The employee’s attendance record (subject to any considerations under disability discrimination 
legislation being taken into account)  

 Based on evidence, including the performance review records, the employee’s performance of 
his/her duties and, relative to their post, the employee’s contribution to the work of the GLA and to 
London.  

 The extent to which the GLA will receive an organisational or financial benefit from the termination 

 The GLA’s available resources at the time of considering whether to make a discretionary payment, 
and if so, by how much, under the Compensation Payments Policy.  

 

Factors that must be taken into account when considering: 

a) Enhanced pension under 3.3.8 and 3.3.12 of the Compensation Payments Policy, for 
employees leaving the GLA on grounds of redundancy or efficiency of the service: 

b) lump sum compensation under 4.6 of the Compensation Payments Policy for employees 
leaving the GLA’s service on efficiency of the service grounds 

 The extent to which the GLA will receive an organisational or financial benefit from the termination 

 The GLA’s available resources at the time of considering whether to make a discretionary payment, 
or to augment pension, and if so by how much, under the Compensation Payments Policy.  
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