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The Council is committed to meeting the national aim of having “The right number of people in the right places with the right skills to deliver improved services, greater efficiency and better customer focus in front line services.”   In particular, a positive, supportive, affordable pay strategy is seen as central to the Council achieving this objective.
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· To reward employee performance that contributes directly to the delivery of the Council’s vision and key priorities
· To implement pay and reward systems that are transparent and do not discriminate against any individual or group
· To be more responsive to changing national and local pressures by being less hierarchical, more flexible and cross working
· To celebrate flexibility and competency by recognising different roles and functions often merit the same reward
· To reward performance rather than recognising small differences in the value of jobs
· To develop a pay and reward structure that helps us attract, retain and develop a skilled and flexible workforce whilst achieving value for money in service delivery.
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JOB EVALUATION 
The Council has adopted the Greater London Job Evaluation Scheme (a full copy of the Scheme is available from Human Resources).

The pay point for each post is set using an analytical job evaluation process.  A points-based scheme assesses each job against a number of factors.  The process involves:

· The employee and manager agreeing a job description
· Evaluation of the job data by officers trained to use the scheme
· The evaluation score determining the salary range for the job.

All new posts will be evaluated and where substantial change occurs to an existing job, the employee is responsible for requesting a review of the grade in line with the Grading Appeals Procedure (Appendix 1).
	
GRADING STRUCTURE
The Council adopted its current grading structure on 1 April 2006, consisting of 12 grades.  Each grade is a single spot grade, based on the NJC pay spine for Local Government Staff.  A full copy of the grading structure is available on the HR pages on The Hub.  An additional grade has been created for Apprentices.

Progression through the grades will be via promotion and all staff will be encouraged to develop the skills and competences required to advance their careers with the Council.

SALARY AND GRADING FOR THE CHIEF EXECUTIVE AND DIRECTORS
The Council currently has a senior management structure with a Corporate Team comprising a Chief Executive and three Directors, and seven (six full-time equivalent) Heads of Service.

The Council's policy is to pay its Chief Executive within the nationally agreed population-related salary bands.

SALARY PROTECTION ARRANGEMENTS

There may be times when the grade for an employee’s role is lower than that on which they were previously employed, for reasons unrelated to their personal performance.

Circumstances when Salary Protection arrangements will apply:
· Organisational change – where as a result of a restructure, an employee is redeployed to a lower graded post.
· Job evaluation – where job evaluation confirms that the rate of pay for a post is lower than previously.

Circumstances when Salary Protection arrangements will not apply:
· Personal choice – where an employee chooses to apply for a lower-graded post, independent of either of the circumstances above.
· Conduct or capability – where following formal procedures to address issues of conduct or capability, the employee is redeployed to a lower graded role.
· Ill-health – where for reasons of ill-health, and following Occupational Health advice, an employee is unable to continue in their previous role and accepts a lower graded role that is within their capabilities.

To be consistent with Equal Pay principles, salary protection can only take place if to do so does not create or perpetuate an equal pay issue.

Protection Arrangements:
Pay will be protected from the date at which the grade change becomes effective, for a period of twelve months. Should there be more than one grade difference, the employee will receive full protection for six months and for the next six months will be paid at the next grade down. At the end of the twelve month pay protection period, the employee will be placed on the grade for the new post, evaluated in accordance with the job evaluation scheme.

MARKET SUPPLEMENT

Pay scales may sometimes fail to attract suitable candidates for specific posts because of changing employment market pressures.  In such circumstances the Council will consider awarding market supplements to improve basic salaries.  All supplements paid will be independently reviewed every two years, normally in January.

In comparing the remuneration of a post with the market rate, the Council may take into account the value of non-salary benefits such as the employer's pension contributions.

TEMPORARY PROMOTIONS AND HONORARIA PAYMENTS

Temporary Promotion	
Where, for any reason other than to cover annual leave, an employee is requested by management to undertake the full range of work of a more senior colleague for a continuous period of 4 weeks or more, they will be entitled to be paid the salary of the higher graded post for the full period of time involved.  This will constitute a temporary promotion and, as such, will be affected by the issue of a letter of confirmation, which must always include a start and end date for the arrangement (even if the end date is provisional and is to allow for a management review/extension of the temporary promotion).  The letter may propose a lower salary than the post being covered if the duties are not an exact match (see below).

Responsibilities of a Higher Graded Post
Where, in circumstances similar to those described above, the full range of work of a more senior colleague is not undertaken, an honorarium (paid with salary) will be calculated based on the proportion (%) of the higher level of duties and responsibilities being performed.  Again, a start and end date for the arrangement must be established (preferably at the outset, even if this is subsequently reviewed/extended).  Confirmation of the amount to be paid will be notified by letter to the employee.

Employee Undertaking a Range of Work Outside the Scope of their job
In circumstances not covered by the previous two paragraphs, where an employee is requested by management to undertake a range of work outside the scope of their job over an extended period, or additional duties and responsibilities which are considered to be exceptionally onerous, an honorarium will be calculated/authorised for payment. This may be paid either on a monthly basis at the start of the arrangement, or as a lump sum payment at the end of each period of three months.  Confirmation of the amount to be paid will be notified by letter to the employee.  The value of the honorarium will depend on the particular circumstances of the case.


Exceptional Reward Payment
Corporate Team Members have the discretion to make a single honorarium payment to employees whose overall contribution and performance over a period of time may be of a standard that is consistently greater than would normally be expected or achieved by someone in that grade.  The value of the honorarium will depend on the particular circumstances of the case.

PAY REVIEW

The NJC for Local Government Staff and the JNC for Local Authority Chief Executives provide a forum for the collective bargaining process to consider whether national pay rates require review to take account of cost of living increases and inflation. The normal review date is 1st April each year.

The Council's policy is to support and participate as consultees in these negotiations and to implement any agreed outcomes.

PAYMENT DATE/METHOD

Salaries will be paid on the 15th day of each calendar month, unless the 15th day falls on a Saturday, a Sunday, or a Bank Holiday, in which case payment will be made on the previous working day.

Payment will be made by means of a direct credit of net pay to a bank or building society account specified by the employee.

ALLOWANCES

Overtime
The overtime provisions of the National Scheme (Green Book) shall apply to employees paid on spinal column point 28 and below.  For employees paid on spinal column point 29 and above planned overtime can be paid in exceptional cases for specified periods by specified employees where this facilitates the work of the Council.  Authority is delegated to Directors, in consultation with the Director of Tenant & Corporate Services, to pay for such planned overtime at plain time rates for the approved hours.

All Stroud salary points directly relate to NJC spinal column points.  e.g. Stroud 4 relates to spinal column point 28, and the terminology in relation to overtime provisions has therefore been left as per the National Scheme (Green Book).

	Equivalent Spinal Column Points for Stroud Grades:

	Stroud 1 = SCP 9*		Stroud 6 = SCP 40
	Stroud 2 = SCP 17		Stroud 7 = SCP 46
	Stroud 3 = SCP 22		Stroud 8 = SCP 52
	Stroud 4 = SCP 28		Stroud 9 = SCP 55
	Stroud 5 = SCP 34
	
The Apprentice Grade is based upon the National Minimum Wage.

*On 1 November 2013, Stroud District Council adopted the Living Wage so that anyone at Stroud 1 is paid either the Stroud 1 rate or Living Wage, whichever is higher.  For more information on the Living Wage, see http://www.livingwage.org.  The adoption of the Living Wage is non-contractual and subject to an on-going review.

Other Allowances
The Council will pay allowances to employees paid on spinal column point 28 and below for the following working patterns in accordance with Part 3, Section 2 of the National Scheme (Green Book):

Saturday and Sunday Working
Work on Public and Extra Statutory Holidays

Where employees are engaged in non-standard patterns of work other than those listed above, local arrangements for compensation will be negotiated with the recognised trade unions.

Call-out
An annual call-out rota will be established for each service.  Staff designated as being on call will receive compensatory payment.  In addition staff on call will be paid their standard hourly rate for time taken to respond to calls.

Staff will also be able to accrue the hours associated with responding to call outs and take these within the flexible working hours scheme.  Time accrued on call out, over and above the 8 hours allowable within the flexible working scheme, can be used up to 3 months after the date accrued so it is not lost.

ANNUAL LEAVE 

Full details of the Council’s annual leave scheme can be found in Section 2.2 of the Employee Handbook.

SICKNESS BENEFIT

An employee who is absent from work due to illness who complies fully with the Council’s sickness absence reporting procedure (see Section 2.5 of the Employee Handbook) shall receive the following allowance:

During 1st year of service			1 months’ full pay and (after 4 months’ 
						Service) 2 months’ half pay

During 2nd year of service			2 months’ full pay and 2 months’ half pay

During 3rd year of service			4 months’ full pay and 4 months’ half pay

During 4th / 5th year of service		5 months’ full pay and 5 months’ half pay

After 5 years’ service				6 months’ full pay and 6 months’ half pay

PENSION

All employees, except those with casual appointments, will be entered into the Local Government Pension Scheme (LGPS) immediately but may elect to opt out if they so wish.  Employees who opt out within three months of joining will have all contributions made to date refunded.

All employees, including those with casual appointments, who are not members of the LGPS but who meet the criteria set by government for automatic enrolment will be automatically enrolled in the scheme in the month following the first month in which they met the relevant criteria.

The right to opt out applies also to those made subject to automatic enrolment.

OVERPAYMENT OF SALARY/WAGES

An overpayment at any time during employment or following its termination will be deducted from salary (which for this purpose includes pay, pay in lieu of notice, honoraria payments, holiday pay and contractual sick pay), including without limitation, any outstanding balances on any Council loans, any overpayment of salary or holiday pay, plus the cost of repairing any uninsured loss/damage to our property which was caused by your negligence. Where an overpayment is identified, the employee will be notified and the method of repayment discussed with them. 

DEDUCTIONS FROM SALARY/WAGES

The following deductions may be made from salary payments on the written request of the employee:

· Trade Union subscriptions
· Other facilities such as “Give as you Earn”.  HR will advise individual employees of the facilities available.

PAYMENT FOR SERVICE ON TERMINATION OF EMPLOYMENT

Where an employee has given notice of termination of employment and this expires on a Friday, Saturday or Sunday, the employee concerned shall be paid up to and including Sunday and any Bank or Public Holiday (including any discretionary days) immediately following.

ARREARS OF PAY AFTER TERMINATION OF EMPLOYMENT

The Council shall pay the relevant portion of arrears of national pay awards to employees who have left the Council's employment between the effective date of an award and the date of implementation.

EQUAL PAY STATEMENT

This Council is fully committed to the development of policies to promote equality of opportunity in employment and supports the principle that pay and conditions should not discriminate unlawfully.  The Council recognises that the attainment of equitable pay requires a pay system that is transparent and based on objective criteria.
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APPENDIX 1 TO
SECTION 2.1.1
GRADING AND APPEALS PROCEDURE

Employee(s) to submit written application to Service Manager with copy to Human Resources stating why they consider the job should be re-evaluated and identifying any significant changes.

Manager considers and acknowledges receipt of application within 1 week indicating whether or not they support the application. Assuming a re-evaluation is supported, progress as below. 
Manager reviews job description and where changes agreed submits to Human Resources within 6 weeks of acknowledgement of receipt. Where amendments are required, these are discussed by the manager, with the employee before submission.  
Human Resources to evaluate within 4 weeks of receipt and report to relevant Manager. Any regrade will be effective from this date. The final Job Description is then stored in the HR electronic recruitment files. 



Return to Human Resources usually within 2 weeks.
Human Resources formally notifies employee in writing of outcome of application and sends the final JD to them. 
If employee wishes to appeal, written notification must be made to Human Resources within 4 weeks of receipt of notification.

Appeal done by:   Independent member of HR (not associated with original evaluation) the outcome is then communicated and the decision cannot be appealed further.
                              
An appeal will be dealt with within 6 weeks of formal notification of decision to appeal.



STROUD DISTRICT COUNCIL					
JOB EVALUATION APPLICATION FORM
	JOB INFORMATION (Please come complete the following)

	SERVICE UNIT
	
	JOB TITLE
	

	CURRENT JOB HOLDER
	
	CURRENT SUPERVISOR
	

	CURRENT JOB 
GRADE
	



	POSITION STATUS (Please tick)

	NEW JOB
	

	EXISTING JOB WITH CHANGES
	



	How have these changes come about or how has this new role been developed

	



	What has changed in this role (if this is an existing job a brief paragraph of the changes)

	



	Other employees that perform these new or changed task

	



	IF THE JOB TITLE HAS CHANGED PLEASE COMPLETE

	
	NEW JOB TITLE
	

	WHEN WAS THIS POSITION LAST REVIEWED
 (if known)
	



	DATE SUBMITTED
	

	SIGNED
	

	POSITION
	



Please could you return the completed form and Job Description, Person Specification and Structure Chart (if available) to your designated HR Officer. 
 *PLEASE NOTE: If there is a current job holder, the revised job description must be signed by the  line manager and current job holder to ensure that all parties agree to the changes.
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