Retirement policy
(Effective April 2026 – ACAS aligned & Equality Act 2010 compliant)
Watcombe Childrens Centre Nursery
Purpose and scope
The purpose of this Retirement Policy is to clarify the responsibilities of the setting and its employees in relation to retirement and to explain the setting’s approach to employees who choose to retire. 
This policy applies to all employees of Watcombe Childrens Centre Nursery. 
Our approach to retirement (no compulsory retirement age)
Watcombe Childrens Centre Nursery does not operate a compulsory retirement age for its employees. Retirement is a matter of choice for employees in most roles, and there is no default retirement age in the UK (except in a small number of roles where specific legal or regulatory rules apply). 
The setting is committed to equality, diversity and inclusion and recognises the skills, experience and contributions of older employees. Employees will, wherever possible, be supported to continue working for as long as they wish to do so. 
The setting operates a flexible retirement approach. Employees may voluntarily retire at a time of their choosing and may also wish to discuss options such as phased retirement, reduced hours, or changes to working patterns. Employees can make a statutory flexible working request and such requests will be considered in line with the law and fairly across all staff groups. 
Equality Act 2010 and fair treatment
The setting will not treat an employee less favourably because of age. Pressuring someone to retire (or making them feel they must retire) is likely to be age discrimination. Managers must avoid assumptions about capability, performance or commitment based on age. 
To support workforce planning fairly, the setting encourages regular, consistent discussions with all employees (regardless of age) about future plans, development and aspirations. Retirement should normally be raised by the employee; if there is a genuine business reason to discuss potential future resourcing, any discussion must be handled sensitively and must make clear there is no pressure or requirement to retire. 
Important: An employee does not have to retire when they reach State Pension age, and pension entitlement depends on the rules of the relevant pension scheme. 

Procedure
1. Employee decision to retire (notice)
If an employee decides they wish to retire, they should inform the Nursery Manager in writing as far in advance as possible and, in any event, in accordance with their contractual notice period. This helps the setting with succession planning and continuity of care. 
Note: An employee is not required to disclose retirement plans before they are ready, and they are not required to answer questions about retirement intentions. 
2. Acknowledgement and meeting to plan arrangements
The setting will write to the employee acknowledging receipt of the notice to retire and will arrange a meeting to discuss retirement arrangements. 
This meeting is intended to be supportive and practical. Discussion topics may include:
· the intended retirement date; 
· handover arrangements and any training/support needed to ensure a smooth transition; 
· whether the employee wishes to explore phased retirement or changes to working patterns prior to retirement (for example, reducing hours), including the option to make a flexible working request; 
· pension-related signposting (for example, how to contact the scheme provider or access independent guidance), where applicable. 
Employees may request to be accompanied at this meeting by a workplace colleague or trade union representative if they wish. (This is offered as a supportive option; the meeting is not a disciplinary process.) 
3. Pension and benefits (where applicable)
Where pension matters are relevant, employees should be aware that:
· a pension can usually be claimed only when the pension scheme rules allow; 
· pension schemes must follow Equality Act 2010 rules; 
· choosing to work beyond the age at which a state or private pension could be taken does not, by itself, require retirement, and employees may wish to check how continued work could affect pension arrangements. 
The setting can provide basic signposting to the relevant pension provider/contact point but cannot provide personal financial advice. 
4. Records and confidentiality
All information about an employee’s retirement plans will be handled sensitively and kept confidential, shared only with those who need the information for legitimate operational reasons (for example, staffing and handover planning). 

Related considerations (clarity statement)
This retirement policy supports voluntary retirement decisions. Where employment ends for other reasons (for example, resignation not linked to retirement, redundancy, capability, or ill health), the setting will follow the appropriate policy and a fair process. 
