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1. REQUIREMENTS
1.1
The Council is required to produce a Pay Policy Statement for each financial year under section 38(1) of the Localism Act 2011 (the Localism Act). 

1.2
The Localism Act and supporting guidance provides information and detail on the matters that must be included within the pay policy; however, a local authority has the autonomy to take its own decisions on pay and pay policies. The Pay Policy Statement must be formally approved by Full Council and is published on the Council’s website together with other separately published data on senior officer remuneration. 
1.3
When setting the terms and conditions of Chief Officers, the policy must be complied with.

1.4
The Pay Policy Statement must cover:
· The level and elements of remuneration for each Chief Officer, which for the Council is defined as the Chief Executive, Corporate Directors, Heads of Service, and Senior Managers.
· The remuneration of the Council’s lowest paid employees.
· The relationship between the remuneration of the Council’s Chief Officers and other officers

· Other specific aspects of Chief Officers’ remuneration, use of performance related pay and bonuses, termination payments and transparency.

2. REMUNERATION OF EMPLOYEES WHO ARE NOT CHIEF OFFICERS
2.1
For employees subject to the ‘National Agreement on Pay and Conditions of Service of the National Joint Council for Local Government Services’ (commonly known as the ‘Green Book’), the Council uses a total of 7 pay grades (Grade 1 through to SMG2). Posts have been allocated to a pay band through a process of job evaluation. 

2.2
Each grade has between 5 and 6 spinal column points (SCP). The value of the SCP increases when the Council is notified of pay awards by the National Joint Council (NJC) for Local Government Services, and which are usually paid with effect from 1st April each year. In addition, the Council reviews all pay levels to determine who is eligible for annual or other incremental progression within Grades. The Council also benchmarks and keeps under review salary profiles within the job market.
2.3
For the purpose of this Policy Statement, employees on Grade 1 are defined as our lowest-paid employees. This is because no employee of the Council is paid at a SCP that is lower than a point contained in Grade 1. The current SCP value range for Grade 1 is between SCP2, £22,555 and SCP 6, £24,100 per annum. The Council’s lowest paid employees are currently paid at SCP2. 
3. REMUNERATION OF CHIEF OFFICERS
Chief Executive

3.1
The Chief Executive is the Council’s Head of Paid Service. The salary range for the grade of this post is between £139,622 and £149,859. There is an option to convert £6,000 per annum of the salary for the purpose of accessing the Council’s lease car scheme. 
3.2
The Council’s policy is in line with national advice which states that a Chief Executive’s salary should not be more than 20 times the FTE salary of a Grade 1 ‘Green Book’ employee. The Chief Executive’s salary is within this multiple at around X6. 
3.3
The value of the SCPs in the Chief Executive’s grade will be uprated by the pay awards notified from time to time by the Joint Negotiating Committee for Chief Executives of Local Authorities. 

3.4
The Chief Executive also receives a Returning Officer fee in respect of District Council, County Council, Parliamentary and European elections and for other national and local referenda. The fee for undertaking this role in respect of District and Parish Councillors is calculated by reference to the Scale of Fees and Expenses which is approved by Full Council. In respect of the election of County Councillors, reference is made to the Scale of Fees and Expenses supplied by Essex County Council. Fees for conducting Parliamentary and European elections and national referenda are determined by way of Statutory Instrument.

Corporate Directors 

3.5
The Corporate Directors report to the Chief Executive. The annual salary range for the grade of this post is £108,196 - £118,610. There is an option to convert £5,000 per annum for the purpose of accessing the Council’s lease car scheme. 
3.6
It is the Council’s policy that the salary range for the post of Corporate Director will normally be no greater than between 75% and 80% of that of the Chief Executive. The current differential is 79% at the top of the grade.
3.7
The value of the SCPs in the Corporate Director Grade will be uprated by the pay awards notified from time to time by the Joint Negotiating Committee for Chief Officers of Local Authorities. 

Heads of Service and Senior Managers

3.8
Heads of Service and Senior Managers are not subject to the Conditions of Service determined by the Joint Negotiating Committee for Chief Officers of Local Authorities, as they are ‘Green Book’ employees. 

3.9
Roles are job evaluated using a national scheme. Current salaries for these positions are: Grade SMG 3 £61,856 - £67,531; SMG 4 £70,361 - £77,158; or SMG 5 £77,192 - £84,036. 

3.10
The Heads of Service and Senior Managers report to a Corporate Director.

3.11
The values of the SCPs in these pay grades are uprated by the pay awards notified from time to time by the National Joint Council for Local Government Services.

3.12
Additional allowances may be paid for undertaking specific statutory roles.
4. 
GENERAL PRINCIPLES APPLYING TO REMUNERATION OF ALL EMPLOYEES
4.1
On appointment, individuals will usually commence on the minimum Scale Point (SCP) of the relevant Pay Grade unless there are exceptional circumstances to justify a higher commencing salary. In accordance with the National Conditions, if the start date is between October to March, then a one SCP increment will be applied after six months in post. If the start date is between April to September, then a one SCP increment will be applied in line with the April cycle. Incremental progression is subject to satisfactory performance.
4.2
Thereafter, employees will normally receive an annual increment, subject to the maximum SCP of their grade not being exceeded. In exceptional circumstances and subject to both Director and HR approval, an employee may be awarded accelerated SCP progression. Again, this is subject to the top of their grade not being exceeded.

4.3
The minimum point of a pay grade will not be lower than the maximum point of the preceding pay grade.

4.4
On ceasing to be employed by the Council, individuals will only receive additional compensation:

· in circumstances that are relevant (e.g. redundancy); and/or
· where it is in accordance with our retirement policy, which details how the Council exercises the various employer discretions provided by the Local Government Pension Scheme; and/or

· that complies with the specific term(s) of a compromise agreement. These will only be enacted in line with specific and current government guidance and restrictions.
4.5
Any decision to re-employ an individual, who was previously employed by the Council and, on ceasing to be employed, was in receipt of a severance or redundancy payment, will be made on merit. The Council will not, however, normally engage such an individual under a contract for services. 
4.6
Market Supplements or Additional Payments for designated roles will be made in accordance with the procedure detailed in the Council’s Total Reward Policy, including ensuring such payments are subject to periodic review. 
4.7
If it is appropriate for an honorarium to be paid, this will be in accordance with the procedure detailed in the Council’s Total Reward Policy.
4.8
The Council operates a lease car scheme in accordance with the Lease Car Policy.
4.9
Business expenses, including lease and casual business mileage are paid in accordance with the Travel, Subsistence and Hospitality Policy. 
5. TRANSPARENCY
5.1
The Council’s annual Statement of Accounts includes a detailed analysis of the remuneration benefits for Corporate Directors and Heads of Service. It also includes details of the number of staff earning more than £50,000 per annum, along with a summary of the number and value of exit packages in the year.
5.2
This information is available on the Council’s website [here].  
6. GENDER PAY GAP
6.1
Under the Equality Act 2010 (Specific Duties and Public Authorities) Regulations

2017, the Council is required to report on their gender pay gap. The latest report has been published on the Council’s website [here].

7. REVIEW
7.1
The Localism Act 2011 requires the Council to prepare a Pay Policy Statement annually, therefore, our next statement will be for 2025/26 and will be submitted to Full Council for approval prior to 31st March 2025.

7.2
If it should be necessary to amend this Pay Policy Statement during the 2024/25 year, other than to reflect the implementation of an agreed pay award, an appropriate resolution will be made by Full Council. 
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