
Appendix 2 
 

Responses to Funding Strategy Statement (FSS) 

(The views expressed are those of the employers themselves; in some cases they have been 
paraphrased. The intention has been to represent the comments concisely and as accurately as 
possible. Inevitably some of the detailed supporting material has had to be omitted.) 

 

Employer  Comments 

Bristol City 
Council 

• Level of prudence in the discount rate has been increased.  As the 
funding level of the Fund has improved over the inter-valuation period 
would like to understand the reasoning behind this. 

• Wish to see a breakdown of the RPI assumption, the inflation risk 
premium adopted, the margin below RPI before 2030 (when RPI reform 
is expected) and the margin below RPI after 2030. 

• Have budgeted for pay increases averaging 2.5% however recognise 
they may need to consider an estimated 4% increase for the next two 
years, dropping back to 2% after. 

• Request confirmation of the Fund’s demographic analysis and the 
proposed assumptions to be adopted.  

• What allowance has been included for McCloud and GMP indexation 
and how is this changed since the 2019 valuation? 

• Would like to understand the rationale for reducing the deficit recovery 
period to 12 years. Is this in line with other employers in the Fund?  
Why not leave the recovery period at 15 years? 

• Would like to understand how any improvement in funding position will 
be used by the Fund on behalf of employers now and in future? E.g. 
reduce employer contributions, or de-risk, or to add a “buffer” against 
future adverse experience.  How has the Fund come to this decision? 

• BCC’s view is that any surpluses should be returned to the employer 
organisation. 

• Request confirmation of the target return of the investment strategy at 
both the 2019 and 2022 valuations, the value of the fund’s assets at the 
valuation date, and information about how the Fund’s assets have 
performed against target over the inter-valuation period. 

• How are drivers such as mortality rates considered? 

• Are investment opportunities sought as a result of the global financial 
pressures such as increased inflation, how are these being considered? 

• Can individual employers to request a bespoke investment strategy to 
better reflect their risk appetite and employer covenant? 

• How has post valuation experience been allowed for, e.g. Will the Fund 
allow for 2023 pension increases being awarded? 

South 
Gloucestershire 
Council 

• Local Government Pay offer for 2022/23 has been released and can be 
factored into forecasts.   

• Suggest for 2023/24 sticking with 4% on the basis that Local 
Government will likely need to contract to allow it to remain affordable 
given growing inflationary pressures.  Falling back to c. 3% by 2024/25 
as the peak drops off. 

• Facing a severe financial challenge with inflationary pressures and 
likely stagnation in funding. Organisations likely to contract to allow 
them to maintain balanced budgets.  2023/24 and 2024/25 will be 
particularly challenging as pressures bite eating into available reserves 
so maximum flexibility should be considered.  

• Level of detail provided in recent meetings has been helpful. Would 



appreciate a further update on the impact of the current economic 
climate and assumptions before anything is fixed.   

• The landscape has changed rapidly in recent weeks and will likely 
continue to change.   

• LGPS is one of SGC’s most material cost pressures and will come 
under increased scrutiny as this year’s revaluation coincides with a cost 
crisis. 

University of 
the West of 
England 

• Think it is extremely simplistic and inappropriate to treat tax raising 
bodies and academies differently to further and higher education 
institutions (FHE). Like academies FHE employers are funded 
effectively per capita of students by the government, and FHE 
employers are scheduled bodies in the Avon Pension Fund for the long 
term. Argue that FHE should be afforded the same recovery period 
rules as academies - where recovery period will not normally be 
reduced below 12 years, albeit could be after an enhanced employer’s 
covenant review.  Due consideration should be given to FHE’s who like 
Unitary authorities are in the Scheme for the long-term and should be 
treated as equals. 

• Tuition fees for Higher Education (HE) sector are fixed for 3 years at 
£9,250 p.a. Average payroll costs constitute 60% of HE operating costs. 
Given inflation and energy costs it will progressively get more difficult to 
balance the books at HE.  Long-term salary increases of 4.6% is at the 
extreme limits of affordability for most HE institutions. Planning long-
term 4% salary increases (including scale drift) over the next 5 years. 

• Draft FSS is easy to read, and no further information required. 

South 
Gloucestershire 
& Stroud 
College 

• Are looking to make a 2% pay award annually, this with movements in 
bands and other individual increases during the year will be fine with the 
3% assumption.   

• Cannot see that the college will be in a position to make higher pay 
awards despite the current high inflation. 

• In the past have stepped increases in contribution rates. 

• Prepayments - is there an option to prepay each year’s in advance?   

Cotham School • Future pay awards will follow the local government pay scales and 
awards approved annually.  

• Recovery period looks as though ours will be reduced as it is currently 
14 years. Assume this means if all else remains equal the annual deficit 
payment will increase? 

Three Ways 
School 

• Has the impact on special schools has been considered as we have 
high support staff numbers, but our income is governed by our pupil 
numbers. At present contribution rates are manageable but the deficit 
payment (currently £118,000 per year) is becoming unsustainable. By 
comparison it seems as though our yearly deficit is comparable to large 
secondary schools when we only have 220 students. 

Westbury Park 
School 

• From September 2022 a 5% increase to pay and allowance ranges and 
advisory points, with a view to achieving the £30,000 starting salary for 
teachers. 

• From September 2023 a 3% increase. 

• Not sure whether schools are able to afford any more deficit payments 
as budgets are already tight without the inclusion of additional 
payments.  Funding remains low and costs are increasing substantially 
across the board. 



Cabot Learning 
Federation 

• LGA have announced £1,925 per pay point which varies from 11% to 
4%. We are still considering what we will offer.  

• The government has not provided any additional funding for pay awards 
and we are also facing rising energy costs, higher employer NI 
contributions and inflation. Schools are definitely going to face some 
financial challenges ahead and a number have been in contact with the 
DFE/ESFA already. 2022/23 is going to be a very challenging year and 
with continued pressure on pay awards, likely to extend into 2023/24. 

• Challenge why deficits need to be repayable within 12 years given the 
current volatility and inflationary pressures. Would encourage a longer- 
term viewpoint. 

Gatehouse 
Green Learning 
Trust  

• Pay awards in line with the local authority increases of £1,925 for every 
support member of staff.  This will be a greater increase than the pay 
increases that you have modelled in your assumptions. 

• Following announcements of pay awards, increase in energy costs and 
other inflationary pressures, every year is likely to be challenging unless 
increased funding is awarded.   

Learn @ Multi 
Academy Trust 

• Assumptions in relation to pay increases look reasonable. 

Westerleigh 
Parish Council 

• 12 years seems quite long for a deficit recovery period, what defines 
this? 

• The actuarial valuation of 2019 did not allow for the levels of increases 
to pensions in payment that we will be seeing with current levels of 
inflation.  Does this mean an increase in employers’ contributions as the 
results of the 2022 actuarial valuation come through? 

• Is the return on the assets sufficient to cover the inflationary increase to 
the liabilities? 

• Questions liability leakage between different employers in the scheme, 
in relation to ill health captive insurance and default. 

• What changes have/have not been made to the investment mix to align 
with current thinking on risk mitigation? 

 
 


