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[bookmark: _Toc223595304]BACKGROUND
Section 38 of the Localism Act 2011 requires local authorities to publish a Pay Policy Statement by 31 March each year. 
The Act and supporting statutory guidance provides details of information that must be included in this statutory pay policy but also emphasises that each local authority has the autonomy to take its own decisions on pay and pay policies.
The Pay Policy Statement will be agreed by Full Council before the beginning of each financial year and will be published on the Council’s website and must be complied with when setting the terms and conditions of Chief Officer employees.  The statement may also be amended by Full Council during the course of the year if necessary.
The information and data in this Statement is current as of January 2026.
[bookmark: _Toc223595305]PURPOSE AND SCOPE
The purpose of the statement is to increase accountability in relation to payments made to senior members of local authority staff by enabling public scrutiny.
The core requirements of the provisions of the Localism Act are that a Pay Policy Statement must set out the Council’s policies relating to senior salaries, remuneration and pay multiples, specifically in relation to the:
· Level and elements of remuneration for each Chief Officer.
· Remuneration of the lowest paid employees.
· Definition used for this group and the reason for adopting this definition.
· Relationship between the remuneration of Chief Officers and that of other Officers.
· The Pay Multiple relationship between the highest and lowest earnings and between the highest earning and the median earning figure for the whole workforce.
These can be found in Section 5.
The Act defines Chief Officer remuneration as the level and elements of remuneration for each Chief Officer (including salary, charges, fees, allowances, benefits in kind, any increase in enhancements of pension entitlements and termination payments).
Posts identified as Chief Officers are set out in Appendix 1. 
The Statement includes all employees covered by the National Joint Council (NJC) for Local Government Services national agreement on pay and conditions of service and those covered by the Joint Negotiating Committee (JNC) conditions of service for Chief Executive’s and Chief Officers.
[bookmark: _Toc223595306]REMUNERATION OF CHIEF OFFICERS 
The posts which are Chief Officer posts for the purposes of the Council’s Pay Policy Statement under the Localism Act 2011 are: -
· Chief Executive (as Head of Paid Service - S43 (2) (a) of the 2011 Act)
· Executive Director - Governance and Monitoring Officer (S43 (2) (b) of the 2011 Act)
· Executive Director - Transformation (S43 (2) (d) of the 2011 Act)
· Executive Director – Place (S43 (2) (d) of the 2011 Act)
· Executive Director – Operations (S43 (2) (d) of the 2011 Act)
· Corporate Resources Director (as Section 151 Officer - S43(2)(c) of the 2011 Act)
The policy for each group is as follows:
Chief Executive
· The salary for this post is within a locally determined pay scale which is spinal points CEOP1 to CEOP3, which equates to £121,997 - £136,623 per annum. 
· The pay scale was determined by the Council’s Chief Officers Employment Committee following an analysis of benchmark data with other comparators and an analysis of the degree of responsibility for the role.
· Progression through the scale is determined through satisfactory annual performance appraisals. 
· Other Conditions of Service are as prescribed by the Joint National Council (JNC) for Local Authority Chief Executives national conditions. 
Monitoring Officer and Executive Directors 
· The salary for these posts is a locally determined fixed salary point of £100,724 per annum.
· The pay scale was determined by the Council’s Chief Officers Employment Committee following an analysis of benchmark data with other comparators and an analysis of the degree of responsibility for the role. 
· Other Conditions of Service are as prescribed by the Joint National Council (JNC) for Local Authority Services. 
Section 151 Officer (Corporate Resources Director)
· The salary scale for this post is a locally determined fixed salary point of £90,651 per annum.
· Other Conditions of Service are as prescribed by the Joint National Council (JNC) for Local Authority Services. 
No member of the Strategic Leadership Group (i.e. those posts listed above) is entitled to other additional elements of remuneration in respect of overtime, flexitime, bank holiday working, stand-by payments etc. as these officers are expected to undertake duties outside their contractual hours and working patterns without additional payment.
Other Chief Officer posts
Although not defined as Chief Officers for the purposes of the Pay Policy, the Council also employs employees at Assistant Director level, whose Terms and Conditions of Service are as prescribed by the Joint National Council (JNC) for Local Authority Services. The salary range for these posts is £70,617 - £76,091 per annum. Details of these posts are listed below:
· Assistant Director - Assets
· Assistant Director - Corporate Health and Safety
· Assistant Director - Customer Experience
· Assistant Director - Democracy
· Assistant Director - Digital
· Assistant Director - Housing Management
· Assistant Director - Housing Operations
· Assistant Director - Legal
· Assistant Director - Neighbourhoods
· Assistant Director - Planning
· Assistant Director - Policy and Performance
· Assistant Director - Regeneration
· Assistant Director - Strategic Housing
· Assistant Director - Revenues and Benefits
· Assistant Director – Finance
[bookmark: _Toc223595307]LOWEST PAID EMPLOYEES
With effect from 1 April 2025 the lowest paid employee is paid at Grade A, SCP 4, this equates to £25,186 annual basic bay (£13.0541 per hour) which exceeds the age related statutory National Living Wage of £12.21 per hour for workers aged 21 years and over.   This increases to £12.71 per hour from April, 2026.
The Council ensures that remuneration of the lowest paid employee reflects the Living Wage.
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Terms and Conditions of Service 
The pay structure for all employees outside Chief Officers is in accordance with the NJC for Local Authorities National Pay Spine.
All posts outside the Chief Officers are evaluated using a locally adopted job evaluation scheme. The Council adopted the NJC Job Evaluation Scheme for all employees outside those on Chief Officer’s terms and conditions during 2014 – 2015.
Job Evaluation
The scheme ensures a systematic process to assess the salary for posts in an open and transparent format ensuring consistency. 
The grading of JNC posts is determined locally.
Pay Awards and Increases 
A cost of living pay increase was agreed at 3.2% for JNC Chief Executives, JNC for Chief Officers and, this agreement was payable from 1st April 2025.
For staff on NJC terms and conditions a pay increase of 3.2% was payable from 1st April 2025.
Pay awards are negotiated nationally. When a national pay award is agreed the pay rates stated in 2.2 above will change to reflect the percentage increase awarded.
Pensions
All employees, including Chief Officers, who are members of the Local Government Pension Scheme (LGPS), make individual contributions to the scheme in accordance with the following, which were effective from 1 April 2025.
	Band
	Range
	Contribution rate for employment

	
	
	Main Section
	50/50 Section*

	1
	Up to £17,800
	5.50%
	2.75%

	2
	£17,801 to £28,000
	5.80%
	2.90%

	3
	£28,001 to £45,600
	6.50%
	3.25%

	4
	£45,601 to £57,700
	6.80%
	3.40%

	5
	£57,701 to £81,000
	8.50%
	4.25%

	6
	£81,001 to £114,800
	9.90%
	4.95%

	7
	£114,801 to £135,300
	10.50%
	5.25%

	8
	£135,301 to £203,000
	11.40%
	5.70%

	9
	£203,001 or more
	12.50%
	6.25%


*Please note: 50/50 scheme is for employees who opt to pay reduced contributions for a reduced pension
The Council makes employers contributions into the scheme. The current rate of contribution is 19.3%. It looks likely this will reduce to 17.2% for the next 3 years, however we are still witing for final confirmation.  The revised rate will be implemented once confirmed.
In addition to the LGSP scheme employees having access to join My Money Matters a salary sacrifice Additional Voluntary Contributions pension plan.
Professional Fees
Employees who meet the criteria as laid down in the Professional Fees Policy are eligible to have full or part of their professional fees reimbursed in accordance with the policy introduced in October, 2014.
Market Forces Supplements
In limited instances it is necessary to aware market supplements due to recruitment and retention difficulties.  In these instances, the Market Forces Supplement Policy is adhered to.
The policy is subject to a periodic review.
Overtime and Weekend Working
If, subject to service needs, employees are required to work overtime and/or weekends, appropriate payments will be made in accordance with the guidance (Appendix 5). 
Travel and Subsistence
Where expenses for mileage or subsistence are incurred by any employee, including Chief Officers while carrying out their duties they are paid in line with the Travel and Subsistence Policy.
Pay Protection
Current Pay Protection is for 18th months if there is a change in post or grade which results in the grade being reduced by more than one grade.
Redundancy Compensation 
Statutory redundancy pay plus a multiple of x1.33 is applicable in cases of voluntary or compulsory redundancy.  Employees also receive contractual notice when served notice of redundancy, which is ordinarily worked. 
First Aid Allowances
Employees who are classified as a ‘designated first-aider’ are eligible to receive an allowance.
Additional Fees 
Special fees are paid for Returning Officer duties, which are not part of the post holder’s substantive role. These fees are payable as required and can be made to any senior officer appointed to fulfil the statutory duties of this role. The Returning Officer is an officer of the Council who is appointed under the Representation of the People Act 1983. The role of the Returning Officer involves, and incurs personal responsibility and accountability and is statutorily separate from their duties as an employee of the Council. As Returning Officer they are paid a separate allowance for each election for which they are responsible. 
The Nottinghamshire Election Officers group regularly review the scale of fees and these reviews determine the rates applied for the elections held in 2025/2026. This information is available on the Council’s Website.
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The policy for the award of any discretionary payments is the same for all employees, regardless of their pay level and is in accordance with the Council’s current Discretionary Compensation Payment Policy. 
The Council also reserves the right and discretion to implement settlement 	agreements with individual employees, which may include enhanced severance and discretionary payments in accordance with a business case. The business case will be considered and determined by:
Chief Officers Employment Committee: Chief Officers and Statutory Officers as defined in the Council’s Constitution
Chief Executive: All other employees.
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Decisions on remuneration relating to pay, starting spinal point (for Chief Executive only) and any additional allowances for Chief Officers as defined in the Council’s Constitution are determined by the Chief Officers Employment Committee and ratified by the Council. 
Spinal point progression for the Chief Executive is considered and approved by the Chief Officers Employment Committee subject to satisfactory performance.
The Chief Officers Employment Committee acts as the recruitment interviewing committee for all posts defined as Chief Officers and/or Statutory Officer posts in the Council’s Constitution
Where individual officers are requested to carry out part of a role at a higher level in excess of four weeks and/or carry out project related activities outside of their substantive role, Chief Officers may, at their discretion, propose that an honorarium is paid in accordance with the Council’s Acting Up/Honorarium Arrangements Guidance. This policy is subject to periodic review.
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Allowances and benefits typically follow nationally agreed rates. Locally agreed allowances or benefits in kind payments include:
· All employees of the Council have access to Ashfield Benefits, which enable employees to enjoy discounts with major retailers. There is no cost to the Council for this service.
· Access to salary sacrifice schemes such as child care vouchers (This is only applicable to existing employees already in the scheme in line with current legislation) and cycle to work schemes, which are available to all employees in accordance with current policies.
[bookmark: _Toc223595312]RELATIONSHIP BETWEEN THE PAY OF THE HIGHEST AND LOWEST EARNER
The Council’s current ratio between its top earner (£136,623) to its median earner (£32,061.00) is: 4.26:1.
The Council’s current ratio between its top earner (£136,623) to its lowest earner (£25,185.00) is: 5.42:1
These ratios will be monitored annually within the Pay Policy Statement and the figures exclude apprentices.
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This Pay Policy Statement will be published on the Council’s website in accordance with Section 38 of the Localism Act 2011. The statement also contains information of posts attracting salaries in excess of £50,000 to meet the requirements of the Local Government Transparency Code.
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The Pay Policy Statement will be annually reviewed on or before 31 March each year. 
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