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2. Key recommendations 

2.1. Overview 

A number of changes will be required to the Scheme’s legal documentation; however, we believe 

that our recommendations regarding the Trustee Board structure can be delivered with the 

agreement of the various parties.  Our proposals for the establishment of an Employer Association 

to aid employer representation will require clear employer sponsorship and we have covered this 

in more detail in our recommendations. The Trustee Board have a clear interest in ensuring this 

Employer Association is run well as it will be a major contributor in terms of employer engagement 

representation going forward. 

It is critical that no recommendation should be adopted that would endanger Admin Ltd’s ability to 

reclaim VAT.  We understand this is currently the subject of a separate review following the 

Scheme’s closure to future accrual, since this is a more complex issue for a Non-Associated Multi-

Employer scheme, and we recommend this is checked as a priority. 

In addition, as mentioned by many of the participants we interviewed, both Kate Yates and Stephen 

Graham have provided outstanding service to the Scheme.  Their knowledge and experience will 

be essential to the management of these changes as well as their ongoing service delivery to the 

Scheme, Trustee Directors and members.  

As part of our recommendations, we have suggested that the services provided by Admin Ltd are 

clearly identified and split between administration services to the Scheme and Executive Services 

to the Trustee Board. 

The Executive Service includes full meeting support, minutes, management of advisers etc.  We 

also see this Executive function as providing support to the Employer Association subject to the 

conflict of interest policies.  Throughout these recommendations we have referred to Executive 

Support as PPUK Executive to identify this role.  

Our recommendations are split between the three key areas identified at outset of this review: 

• Role of employer representation 

• Governance position of the Administration Company 

• Structure and governance framework of the Trustee Board 
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2.2. Role of Employer Representation 

 Establishment and support 

Given the importance from the outset of a representative Employer Association that is able to 

provide a transparent and effective relationship with PPUK, we have looked to design a framework 

that provides a sustainable and practical solution that broadens employer representation.  In order 

for this to be an effective model it will require a sponsor in terms of establishment and organisation, 

and we are confident that given the feedback from the employers and the obvious pride in the 

Scheme’s initial objectives that this would be available. 

This new organisation would increase the range of representation available to employers, interact 

constructively with the Trustee Board and be able to nominate two non-conflicted individuals to the 

Trustee Board.  Whilst we recommend PP Executive support for the establishment and ongoing 

operation of EA Ltd, we do not feel that the PP Executive should ‘drive’ the establishment of this 

group. 

Instead, we believe that the establishment of this organisation should be led by APHC and SNIPEF.  

With their knowledge of the Scheme and the participating employers, they are best placed to start 

this process. This may include putting forward two directors of the new organisation along with 

appropriate other parties, which we have looked at in more detail as part of our recommendations. 

However,  we see their role as director going forward as being from the perspective of a 

participating employer and not as a representative of a trade body.  

 Legal Structure 

It should be established as an incorporated limited company which for the purposes of this report 

is referred to as the Employer Association Ltd (EA Ltd).  This Company should be set up as a new 

limited company (i.e. separate from PPUK Ltd and PPUK Administration Ltd) with its own Articles 

of Association.  The articles will specify the allowable membership of the group which should 

include all participating employers of the PPUK Pension Scheme.  

This group should replace the Constituent Organisations in the governance structure of the PPUK 

Pension Scheme.    

EA Ltd should be a “Not for Profit” / non trading company. 

 Board of Directors / Management Board 

We have recommended a Board of 5 Directors.  To facilitate its establishment, initially these 

Directors can be requested to stand by PPUK Executive with the input of agreed participating 

employers.  The Directors should all have a term of office which should initially be staggered but 

should settle into a three-year cycle over time.  The Directors’ appointments should be able to be 

renewed at least once for three further years. 
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Going forward we recommend that prospective Directors put themselves forward and are selected 

by a panel of their peers.  Non-executive Directors could also be put forward or be asked to stand 

to represent any one of the various categories of Employer to ensure participating employers  with 

small, medium and large liabilities in the Scheme are represented. 

 Directors should be remunerated on an expenses only basis. 

 Removal of Conflicts 

None of these Directors should be Directors of PPUK Ltd, the PPUK Trustee Body or PPUK 

Administration Ltd. 

 Secretariat support 

The PPUK Executive could act as Secretariat and certainly initially this will be necessary.  If the 

EA Ltd Board and the PPUK Executive are content, this arrangement could be continued and would 

help control the running expenses of the group going forward, but we believe this should be a 

matter for the EA Ltd Board to decide once established.  

 Powers, Roles and Responsibilities 

EA Ltd will represent all participating employers and will act on their behalf in discussions with the 

Trustee.  The association should be consultative only and should not have any responsibility for 

the financial support of the pension scheme.  Participating employers remain responsible for their 

own Scheme liabilities.  

It is important to establish a clear Terms of Reference for EA Ltd which is agreed by all participating 

employers as to which areas of negotiation and discussion the group will undertake with the 

Trustee.  This provides clarity for where the group will act on behalf of all participating employers 

without consultation and where a consultation involving all members should take place before a 

view is given.  

PPUK Executive can assist EA Ltd in establishing contact with all participating employers and 

facilitating ongoing communications from EA Ltd. 

 The role of ‘lead employer’ 

We suggest that EA Ltd is empowered to act for all employers (as Lead Employer) in discussions 

during each Valuation and be able to work collaboratively with the Trustee when agreeing a future 

funding regime and investment strategy.  Any changes to Scheme rules, especially any which 

would affect the ‘cost’ to participating employers, should be subject to a consultation.  

EA Ltd should consult with all participating employers as to which other areas should be referred 

for consultation going forward, once the group has been established.  
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EA Ltd should have the power to nominate two employer nominated directors to sit as trustee 

directors on the PPUK Trustee Company Board.  The Directors of EA Ltd will appoint these 

Trustees.  Note: these trustee directors will act in the role of trustee once appointed and will not 

directly represent EA Ltd on the Trustee Board.  EA Ltd will fulfil the role of lead employer and 

where the rules of the scheme dictate should be consulted in the normal way. 

 Membership of a Joint Working Group 

EA Ltd will put forward a Director (or other representative of the group) to participate in any Joint 

Working Group or selection panel, for example, to input into the selection of any independent, 

professional Trustees.  *(see Working Together 2.4.)  

 Communicating with participating employers 

EA Ltd should be responsible for communicating regularly with all participating employers and 

should establish a mechanism for doing this that is as inclusive of all participating employers as 

possible.  They should ensure that communications are able to be understood by all participating 

employers but have the depth of financial information necessary for businesses to plan their future, 

taking their responsibilities and PPUK Pension Scheme liabilities into account. EA Ltd must, 

therefore, have access to relevant Scheme information and the Trustee must ensure that a 

mechanism is put in place to enable this access. 

 Funding 

As a limited company, EA Ltd will be required to produce accounts and may choose to use the 

PPUK Executive to provide its Secretariat, however, this may not be the case going forward so will 

require funding support. 

We recommend that initially the Trustee and EA Ltd agree and set an annual budget for the set-

up of and day to day running costs of EA Ltd.  We understand that this has already been explored 

and agreed as a justifiable Scheme expense. It is also important that EA Ltd has access to its own 

professional advisers. Other NAME schemes have a range of membership fee options, often 

supported mainly by the larger employers. We believe to be fully independent EA Ltd should look 

to fund its own professional advice, however, this is an area for discussion between EA Ltd and 

the Trustee going forward.   
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2.3. Structure and function of the Administration Company 

 Background 

Admin Ltd was incorporated on 5 July 1974 and set up to perform all the administrative duties 

required for the Scheme and the Trustee Company.  Admin Ltd (SC055959) has share capital of 

£100, divided into 50 A Ordinary shares of £1 each allotted to SNIPEF, and 50 B Ordinary shares 

allotted to APHC.  We understand that any profits from Admin Ltd have been held within the 

Reserve Fund, and not paid to the holders of A or B shares.  

Admin Ltd occupies one floor of the building at 22 Hopetoun Street, Edinburgh EH7 4GH, with 

SNIPEF on the middle floor, and the top floor being tenanted to a housing association.  The current 

building is owned by the Scheme and was purchased after the previous building was sold.  

The Directors of Admin Ltd are the same Directors as for the Scheme (PPUK Ltd) and in addition 

to undertaking administrative duties, Admin Ltd also performs the role of Lead Employer.  This 

leads to conflicts of interest and a lack of transparency which was referenced by many of the 

participants to this review and is a key aspect we have addressed in our recommendations.  

As a Last Man Standing scheme there is a technical point regarding the role of the Last Employer 

that we would suggest is referred to the Scheme legal adviser. 

 Legal structure 

We recommend a review of the structure and Articles of Admin Ltd, such that consideration is given 

as to whether it remains appropriate for SNIPEF and APHC to hold shares, or whether the structure 

should be amended to a company limited by guarantee, or indeed whether there is another 

possible alternative structure.   

It may be appropriate for the Scheme to become the Shareholder, but ahead of that decision, 

consideration would need to be given as to the future of Admin Ltd in the long term.   

 Board of Directors 

Admin Ltd is responsible for running a £2.3bn pension scheme, dealing with 34,000 members’ 

pensions, having day to day contact with 350 employers (many with s75 debt issues), as well as 

employing c25 members of staff.  This calls for a robust and experienced Board of Directors.   

We recommend replacing the current Board Directors with two new Non-Executive Directors (NED) 

and the CEO of Admin Ltd being appointed to the Board of Admin Ltd.  An important requirement 

of each new NED is that they can demonstrate they have a professional background of executive, 

operational or legal experience of pensions administration, or a financial services organisation. 

For the avoidance of doubt, and to ensure there are no conflicts of interest, neither of these NEDs 

can be a Trustee Director of the Scheme, nor a member of the Employer Group, nor an Employer 
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or adviser connected in any way to the Scheme.  They also should not directly hold shares in any 

company that provides either pensions administration or secretariat/executive services.  

Each appointment would be for a period of three years, which can be renewed twice – i.e. 

prospectively a total tenure of nine years.  Board meetings should be held twice a year, probably 

in Edinburgh, with arrangements being agreed well in advance.   

The Company Secretary role should be provided by PPUK Executive (see 2.2.4 below). 

One of the two NEDs on the Board of Admin Ltd should be appointed Chair and should present 

the annual report of Admin Ltd at one of the Trustee Directors’ meetings. 

  Administration Services Agreement  

The main function of Admin Ltd is to provide pension administration services for the Scheme.  On 

an annual basis the Trustee Directors and Admin Ltd should agree the annual business as usual 

tasks and budget in advance of each new Scheme year.  Admin Ltd should provide regular 

administration reports to the Trustee Directors. 

The Admin Agreement should also be reviewed in light of the recent closure to future accrual and 

the prospective future services required during the possibly long road to winding up.   

The client/supplier relationship between the Trustee Company and Admin Ltd should be 

formalised.  This includes an annual pension administration contract including fees (perhaps based 

on per member fee and scheme fee, reporting requirements, etc).  In addition, there should be a 

process for agreeing ad hoc special projects work and a development budget should be agreed by 

the Trustee Directors. 

 PPUK Executive services  

As well as providing pensions administration services, Admin Ltd also provides pensions 

management and secretarial services to the Trustee Board.  We recommend a new and separate 

Executive Management Services agreement is provided by “PPUK Executive”, which will replace 

the secretarial services and some of the current pension management services.  This could be by 

a separate company but at this stage we believe a specific contract would be sufficient.  

We assume that the current secretarial services team also deals with issues arising from the 

building that Admin Ltd occupies (i.e. they also provide a facilities management service).  This task 

would continue to fall to PPUK Executive, together with other areas such as overseeing the 

accounts for Admin Ltd and the Scheme.  The management of the Scheme website would also 

probably sit more appropriately with PPUK Executive than Admin Ltd. 

They should also undertake the Company Secretary role for the Trustee Company and could also 

provide additional support to other parties including EA Ltd and the Joint Working Group. 
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 Liaison with employers 

We understand that Admin Ltd currently handles a reasonable volume of enquiries from Employers 

regarding s75 debts.  This action is not specifically allocated within the Admin Agreement under 

section VI.  We, therefore, recommend that Employers’ enquiries on the facts of their s75 debts 

should be directed to PPUK Executive but that Employers’ more general enquiries, regarding the 

background and legislative requirements of s75, be directed to EA Ltd. 

 The role of Lead Employer 

The role of Lead Employer should be moved to EA Ltd.  The term “Lead Employer” is not mentioned 

within Admin Ltd’s Articles, nor the Scheme’s Rules, nor the Admin Agreement.  It is, therefore, 

suggested that the role of Lead Employer be defined within the Admin Agreement or EA Ltd if this 

is the outcome of the review. 

Moving the role of Lead Employer to EA Ltd assumes that there is no adverse impact on the 

Scheme’s ability to recover VAT.  Should this be impacted then the role of Lead Employer should 

remain with Admin Ltd, but be subject to a formal consultation process with EA Ltd. 

 The role of CEO 

We understand that the role of CEO currently lacks a proper Terms of Reference relying on 

instructions from the Trustee Directors.  We recommend that Terms of Reference are agreed, and 

a formal reporting and assessment process is put in place once the two NEDs have been 

appointed. 

 Future developments 

As Admin Ltd has only one client, going forward, consideration should be given as to whether the 

administration services should be retained in-house, possibly to continue to provide the service 

until the Scheme winds up and to manage the winding up process of Admin Ltd, or potentially to 

propose to the Trustee Directors that the pensions administration service should be outsourced 

and the PPUK Executive service be retained by the Scheme. 

 Funding 

The costs of running Admin Ltd should be met via agreement of an annual business as usual 

budget for pensions administration by the Trustee Directors.  A separate annual budget should be 

proposed by PPUK Executive for agreement by the Trustee Directors with regards to the Executive 

services.  In addition, investment will be needed to ensure that the Scheme’s administration 

capability meets the necessary standard required of a scheme that has commenced the journey 

on the road towards winding up. 

The Scheme will also need to address the action required for Guaranteed Minimum Pensions 

Equalisation, which is a significant project that all schemes will need to address over the next few 
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years.  Historically the scheme has been run as a low cost, portable scheme for members, which 

while it was a laudable objective at outset, has resulted in insufficient investment that has not 

enabled the admin service to keep pace with changes within the industry as well as legislative 

requirements.   

Therefore, we recommend that Admin Ltd and the Trustee Directors should agree a separate 

budget to bring the administration service up to a position commensurate with a scheme having 

started the road to winding up. 

2.4. Trustee Board Structure and Governance Framework 

 Background 

Taking into account the complexity of current pension legislation, the investment markets available 

to a pension scheme of this size and the issues expressed by the participants during this review, 

there is a strong argument to be made for a Trustee Board comprised entirely of independent 

professional pension trustees. They could be selected to bring specific skills to the Board and 

would work closely with Admin Ltd to meet the governance requirements in an efficient and cost-

effective manner. 

It was important, therefore, that we challenged the value of the Constituent Organisations 

continuing to be representatives on any future Trustee Board.  As there is no future accrual, the 

requirement to set contribution rates ceased in 2019 and hence the requirement, and indeed 

benefit to the Board, for the Unite nominated Directors to represent views regarding collectively 

bargained pay and reward for the sector from the Joint Industry Board for Plumbing Mechanical 

Engineering services (JIB-PEMS) and the Scottish and Northern Ireland joint Industry Body 

(SNIJIB)  has  fallen away.  

However, we believe that at present there remains a role for specialist sector knowledge to be on 

the trustee board and that it will strengthen the relationship between the Scheme, the participating 

employers and the membership, if the Board continues to include Trustee Directors nominated by 

the employers, a Unite representative who is able to bring knowledge of other trustee Boards and 

has the supporting recourse of the TUC Trustee Group, as well as a further Trustee who can be 

nominated by the membership and may well be a further Unite representative. 

It is essential that our recommendations addressed the current conflicts of interest and general 

perception of a lack of transparency as a priority. 

 Board Structure  

A large Board does not support efficient decision making and we, therefore, recommend that the 

number of Directors reduces to 7 with the possibility of considering a reduction to 5 in the longer 

term. 
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Our proposal is that the Board of seven should be structured as: 

• Three professional, independent directors (ITD) - to be professional accredited trustees, 

with experience of other trustee boards and the necessary skill sets and time to provide 

significant support to the governance of the Scheme and work closely with the Executive.  The 

TPR considers a ‘professional trustee to be a person whose business includes trusteeship.  

Someone will normally be considered a professional trustee if they have represented 

themselves to one or more unrelated schemes as having expertise in trustee matters 

generally (rather than just in certain areas).’  TPR also states that ‘If you are a professional 

pension trustee, we expect you to show a greater level of knowledge and meet higher 

standards than other trustees’.  The independent trustee cannot also be a director of Admin 

Ltd or EA Ltd.  Given the importance of this role, we have recommended a Joint Working 

Group, which is drawn from the employer group, existing Board and a member of the PPUK 

Executive as appropriate is involved in the selection process. 

• Two Employer Nominated Directors (END) – who are nominated by EA Ltd.  An individual 

who is nominated as a Director should not sit on the board of EA Ltd.  The nomination and 

selection process should be agreed and documented and take into consideration how 

selection can draw on the range of participating employers associated with the Scheme as 

well as supporting the diversity policy set by the Board.  There was a concern expressed by 

a number of participants that it would be difficult for any employer nominated directors with 

the time and appropriate skills.  Our experience of other large schemes is that there is a wealth 

of experience in finance, project management and understanding of the scheme membership 

that could add to the overall skillset of the Board to supplement the specialist skills of the 

professional trustees and add significant diversity to strengthen decision making. 

• One directly appointed Unite representative – this person should have an appropriate level 

of pensions experience and participate in the TUC trustee network.  Unite are able to bring 

not just historical knowledge of NAME arrangements but through the wider Union network are 

able to add to the diversity of background of the Trustee Board and represent the views of the 

scheme membership. 

• One member/beneficiary nominated director – we do not see this as a traditional member 

nominated director, the requirements of which are not applicable to a NAME scheme.  

However, we do wish to enable the Scheme membership to be engaged in the Scheme 

management and to provide a mandate for this individual.  Nominations could be requested 

from across the membership or just pensioner members and could include a Unite 

representative.  It is important that the individual adds to the skills and diversity of the Board 

so we would recommend a selection process rather than an election to oversee the selection 

of the Director from the nominations made. 
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 Recruitment process 

For ITDs the recruitment process needs to set out the policy/protocol for selection and the type of 

skills needed, e.g. chair, multi-employer scheme, DB scheme knowledge.  We also recommend 

that consideration is given to assessing the breadth of technical skills that would support the 

Scheme, e.g. funding/actuarial/ governance/investment and this will direct the selection process. 

It will be important to set out the requirements for the roles and the skills that need to facilitate a 

robust selection process. 

An induction/training day ahead of people putting their names forward can be used to ensure 

people know what they are taking on. 

 Voting and decision making 

Every Director, including the Independent Trustees, should have a vote and there should continue 

to be no casting vote for Chair.  

Reflecting a smaller Board, the quorum for a decision should change to four and should include an 

independent, professional trustee. 

Voting at a meeting should be majority voting. 

 Alternates 

We recommend that these are removed.  The use of alternate Directors on Boards in now less 

used than previously and can lead to additional costs as support has to be put in place for a group 

of people who must be kept up to date and trained.  A better solution is to have Boards where 

members can be available and be able to commit the necessary time. 

 Term of office  

A term of office should be agreed for each Director.  This enables managed succession and 

ensures a refresh of the Board can occur.  We recommend a term of 4 years which can be extended 

twice up to a maximum of 12 years and this would apply to all Directors. It should also be applied 

retrospectively with regards to those Trustee Directors already in place and we have assumed 

therefore that the majority would not be available for reappointment. 

We recommend that a move is made to replace the current Board and that the new appointments 

should be structured in a way that ensures re-appointment or replacement is done in a phased 

way. 
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Hence the new board terms would be: 

• ITDs – one for 2, one for 3 and one for 4 years 

• END – one for 3 and one for 4 years 

• Unite representative and Member Appointed Director - one for 3 and one for 4 years 

The transition from the current Board to the new Board should be managed in such a way that 

current knowledge and expertise is captured and that this is done in a staged way.  

 Proposed timetable for Board composition transition 

A change in the Board membership needs to be structured and managed to ensure a careful 

transition. Steps should be taken to ensure clear transparency and, where possible, minimise 

disruption and allow carry over of knowledge. 

To achieve the new structure and Board membership, we have proposed a phased approach.  

Phase 1 will be consultation and proposed implementation, from 1 April, of the new structure 

through amendment to the Articles.  Alongside this, an interim Board will be put in place which will 

include appointment of a third Independent Trustee. 

Phase 2 will be the selection and appointment of two Independent Trustees, 2 ENDs by EA Ltd 

and confirmation of the Unite representative(s). 

Phase 1 - Consultation and proposed implementation 

Action Comment Time 

Board agreement to changes Trustee Board meeting 30 November 2020 

Consultation with Constituent 

Organisations group run by 

the Executive  

Agreement reached on proposed 

changes  

Q1 2021 

Articles are amended for the 

new structure 

Undertaken by the Scheme’s legal 

adviser (with temporary 

appointments in place pending new 

structure) 

April 2021 
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Agree new ID job 

descriptions and skills 

Job descriptions to be agreed by 

the Trustee Board in conjunction 

with the PPUK Executive. 

April 2021 

Establish Joint Working 

Group  

This Group will be responsible for 

selection  of Independent Director.   

April – May 2021 

Selection of two new 

Independent Directors 

 May – June 2021 

New Board structure in place Includes appointment of two new 

Independent Directors and 

retirement of Alan Pickering 

June 2021 

 

Proposed Interim Board  

Interim Board Composition   

Action Comment Time 

AHPC nomination  Interim END role To end August 2021 

SNIPEF nomination Interim END role To end August 2021 

Jon Bridger Independent Trustee role 

Remains as Chair in interim 

To end September 2021 

New professional 

Independent Trustee 

Replace Alan Pickering who 

retires at end of March 2021 

Appointed from 1 June 2021 

for 3-year period 

New professional 

Independent Trustee 

Additional professional 

Trustee appointed as 

understudy to the Chair role 

Appointed from 1 June 2021 

for 4-year period 
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Unite Representative Unite to nominate one of 

three current Unite 

representatives for this role 

To end August 2021 

Member nominated 

appointment  

Unite to nominate one of 

three current Unite 

representatives for this role 

To end December 2021 

 

Phase 2 

Action Comment Time 

Establishment of Employer 

Association Ltd 

To enable Employer 

Nominated Trustees to be 

put forward in Q3 2021 

April 2021 - May 2021 

Appointments from 1 

September 2021 

Unite to confirm 

representative 

Ideally a nomination will be 

as soon as possible to allow 

a handover period 

Appointment to take effect 

from 1 September 2021 

Run member nominated 

appointment process 

 Appointment to take effect 

from 1 September 2021 

 

Terms of appointment of new Board 

Board Composition Restructure 

Action Comment Time 

Unite Representative Confirmed by Unite From 1 September 2021 for 

a period of 3 years 

Member nominated 

appointment 

 From 1 January 2022 for a 

period of 4 years 
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New END Replace APHC nomination From 1 September 2021 for 

a period of 3 years 

New END Replace SNIPEF nomination From 1 September 2021 for 

a period of 4 years 

New Professional IT   Already in place under phase 

1 

From 1 June for a period of 4 

years 

New Professional IT   Already in place under phase 

1 

From 1 June for a period of 3 

years 

New Professional IT   New appointment From 1 October 2021 for a 

period of 4 years 

 Expectations of standards 

We recommend that a role description setting out standards of performance are prepared.  This 

would include such matters as training (e.g. completion of TPR toolkit and other regular required 

training), preparation for meetings and attendance at meetings.  

This would also include a code of conduct setting out not just an understanding of the role of a 

Trustee but also the acceptable standards of behaviour expected from a Trustee as to how Trustee 

business should be conducted. 

Alongside this, a structure to review performance and regular review should be agreed.  This 

should be proportionate and cost-effective.  We would suggest an annual/biannual review 

undertaken by the Chair (possibly in conjunction with PPUK Executive).  In addition, we would 

recommend an independent assessment every 3 - 5 years. 

 Sub-committees 

Currently there is an Audit, Risk and Governance Committee (ARG) in place which has a purely 

advisory role with no delegated powers.  It meets annually and has a remit to make 

recommendations to the Board in relation to a wide range of issues, including staffing matters, 

advisers, urgent strategy issues and risk registers.  

We recommend that the ARG is given agreed delated powers but that it focuses on a more limited 

set of Scheme issues: 

• Operational matters (including oversight of the administration service provided by Admin Ltd)   

• Reviews, selection and appointment of external advisers 
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• Member issues including IDRP resolution and member discretionary cases 

• Approving annual budgets   

The Committee should meet quarterly and be Chaired by an Independent professional Trustee 

(this may be different to the Chair of the main Board).  All members of the Committee to continue 

to be subject to a 3-year term.  The Committee should be comprised of 3 members and be 

dependent on skillsets, with the other two parties to be agreed by the main Trustee Board.  The 

committee to be supported by PPUK Executive. 

Given the current nature of the investments we do not believe there is a requirement for an 

investment sub-committee at this time. 

 Liaison with employer group and visibility of trustee to employers 

The feedback we received during our review indicated disappointment in the level of 

communication and engagement with employers and a lack of visibility of the Board and its 

Directors to the employers, although the communication was seen to have improved in recent 

years with the new communication framework put in place.  

We, therefore, recommend that a protocol is agreed to cover how the Board Directors present 

themselves to the employers and engage with them so there is clear understanding and 

expectation on how this will operate. 

 Funding/remuneration 

We propose that trustees nominated by the employers, members and Unite are paid reasonable 

expenses only.  There should be a policy setting this out in detail to ensue transparency.  

Independent Trustee Directors to be paid the professional market rate for their services. 

2.5. Working together 

There are a number of areas where the Trustee Board and the Employer Association will need to 

work together for the overall benefit of the Scheme.  We have recommended that this is formalised 

between both parties with the establishment of a Joint working Group.  

This could provide an initial discussion forum for valuations, scheme wide communication etc.  

Although outside the scope of our review, the “Lock In” agreement being negotiated annually 

seems to be an inefficient way of managing this process.  As well as incurring significant additional 

adviser costs it also undermines the Scheme security.  We would recommend this process is 

reviewed going forward with a view to building in a 5 - 10 years “lock in” period to help the Scheme 

in its planning and management of long term objectives. 
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 Joint Working Group (JWG) 

The PPUK Executive should provide the support required to enable a Joint Working Group (JWG) 

to be established for the benefit of all entities across the Scheme.  They are ideally placed to 

arrange any meetings, run nomination or selection processes, as well as arranging for the 

necessary legal documents that might need to be established or amended.   

We have proposed that the JWG should comprise an equal number of representatives from the 

Trustee Company and EA Ltd.  However, membership can be should be determined by the 

requirements of the specific areas of discussions in terms of skills and experience. We would 

anticipate that this could mean that a Unite member may be automatically included in the 

membership. It may also at time look for Admin Ltd to be formally represented. 

The JWG  will require agreed terms of reference and we see it being involved closely in the final 

selection of the Independent  Trustee Directors which would be one of its first tasks. It may also 

be involved in the selection of the NEDs to Admin Ltd, alternatively this could be agreed by the 

Trustee Board alone. 

2.6. Introduction of underlying policies 

Underpinning the recommendations are a number of new or revised terms of reference and 

protocols.  These can be summarised as follows: 

• Trustee Director job description confirming responsibilities 

• Trustee Director Code of Conduct 

• Agreed Board assessment process – annual self-assessment and triennial independent 

review 

• Agreed policy on Trustee Director fees and honorariums 

• Agreed policy on Trustee Board liaison with employers and participation in employer forums 

etc 
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