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Staffing 
Committee 

 
 
 
 
 
 

  

Date of Meeting 4 July 2016 

Officer Chief Executive 

Subject of Report Officer Pay, Terms and Conditions 

Executive Summary The County Council uses Job Evaluation (JE) for all Green Book 
staff, the majority group of employees, to ensure that pay is 
applied fairly across the many varied roles and levels of 
responsibility. 
 
The process allows for responsibilities to be compared and roles 
sized; the results then equate to a pay level agreed for the post.  
The system was introduced over 10 years ago and provided a 
good basis for linking roles to pay. 
 
The Council participates in and meets national pay awards where 
applicable and most recently met the new national living wage 
criteria.  As part of its Pay Policy Statement, the council publishes 
information to show the differences between our lowest, median 
and highest paid staff. The pay multiple identifies the ratio 
between the Chief Executive’s pay and the median salary of our 
employees and this has continued to decrease year on year and 
now is 7.15:1.  This means that the Chief Executive earns just 
over seven times more than those on the average pay.  The 
median average multiple is below the expected multiples of 
between 8:1 and 12:1 for the public sector as identified in the 
Hutton Review of Fair Pay in the Public Sector and falls within the 
range of other county councils at between 6:1 and 10:1 for 2016. 
 
There have been significant changes in the number and roles of 
many staff across the Council in the last ten years and JE has 
been used to assess the new roles and job 
expectations.  However, the roles immediately below Directors 
have not been re-evaluated during this time, although roles have 
been significantly extended in scope and responsibility and have 
a much closer association to the reduced number of Directors. 
 
The re-evaluation has not been possible as the scope of the 
Green Book JE Scheme could not recognise changes at this 

https://www.dorsetforyou.gov.uk/article/404678/Pay-Policy-Statement---Dorset-County-Council
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level.  In addition, neither the Chief Executive nor Director roles 
have been subject to JE which means there has not been a whole 
Council evaluation structure in place. 
 
The role of leaders in the organisation is being defined as part of 
the Forward Together transformation programme.  In achieving 
significant cultural change, active and consistent leadership will 
be required at the senior manager level in order to ensure that 
managers and staff within services are enabled and empowered 
to deliver the new corporate vision.   
 
Our people plan sets out how we will deliver the change through 
our employees and this will involve further change for our 
employees in what has already been a challenging few years. 
 
Following its meeting on 6 June 2014 a review of roles at this 
senior manager (Head of Service) level was commenced.  This 
recognised the period of transformational change the council is 
going through and the pivotal role these leaders have in delivering 
the changes, the significant reduction in number of Heads of 
Service in recent years coupled with widening and more strategic 
portfolios and comparisons with other councils.   
 
At the forefront of the review has been consideration of the impact 
of any changes on the whole workforce in aiming to ensure that 
there is consistency of approach. 

 
The committee has received a series of reports throughout the 
review and most recently sought further information to inform a 
decision in respect of proposed new pay structures for Heads of 
Service and the Assistant Chief Executive.   

Impact Assessment: Equalities Impact Assessment (EqIA):  
An EqIA screening record has been completed as part of the 
consideration of a new pay structure for Heads of Service.  No 
concerns have been identified.  The assessment document is 
provided at Appendix 1. 

 
 

Use of Evidence:  
Use of evidence for reports to the committee thus far have 
included consideration of legal advice, the views of affected 
employees, discussions with officers from the Local Government 
Association and South West Councils regarding job evaluation 
and pay/terms and conditions comparisons with other councils. 

Budget:  
The cost of applying the new salary scale for Heads of Service on 
acceptance of the new terms and conditions will be c£60k.  Over 
the past 6 years c£675k net saving has been achieved through 
reductions in senior management (Head of Service) costs.  There 
is budget provision of £85k and the net amount will be added to 
the savings required across the county council budgets.   

Risk Assessment:  
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Having considered the risks associated with this decision using 
the County Council’s approved risk management methodology, 
the level of risk has been identified as: 
Current Risk: LOW  
Residual Risk LOW  

Other Implications: None 

Recommendation Members are asked to:- 

1. Note the process followed to develop the proposals for 
change in respect of terms and conditions and job evaluation 
for Heads of Service as considered and agreed by this 
committee; 
 

2. Note the additional information now included in this report in 
respect of salary comparisons as requested by the Committee 
at its May 2016 meeting in order to support reconsideration of 
its recommendation to the County Council 

 

3. Determine whether a recommendation should be made to the 
County Council at its meeting on 21 July 2016 that 

a) current Heads of Service are offered access to a new pay 
structure on acceptance of the associated Chief Officer 
terms and conditions, noting that members will continue to 
appoint to posts at this level and that any changes will be 
reflected in the Council’s Pay Policy Statement.  

b) a revised pay structure for the Assistant chief Executive is 
agreed 

Reason for 
Recommendation 

To confirm the next steps in respect of the review of Senior 
Manager roles given the committee’s remit in respect of employee 
terms and conditions of employment 

Appendices Appendix 1  Equality Impact Assessment (Pay Change 
Proposals) 

Appendix 2  Current and Proposed Pay Structures for Chief 
Executive and Chief Officer Roles 

Background Papers Previous Staffing Committee reports 

Report Originator and 
Contact 

Name: Natalie Adam, HR & OD Service Manager 
Tel:  01305 221785 
Email:  n.adam@dorsetcc.gov.uk 

1 Introduction  
 

1.1 The council finds itself in unprecedented times.  The level of change both within and 
outside the organisation means that consideration of the way we work now and how 
this translates into the vision of the future council is crucial.  As part of this, the whole 
employment relationship between the council and our employees is being defined 
through our people plan; this identifies what we need going forward as an 
organisation and how our people are part of delivering our key aims. 
 

mailto:n.adam@dorsetcc.gov.uk
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1.2 The people plan, as approved by the Council, sets out our vision for being a modern 
employer and is based around 4 key principles: 

 
 Our behaviours are the way we do things around here 

 
 We've got the right people in the right place at the right time 

 
 We're engaged and look after our own and others' wellbeing 

 
 We focus on outcomes and achieve results 

 
1.3 The people plan identifies a range of potential areas for change for our entire 

workforce which will ensure we have a modern workforce with aligned terms and 
conditions (T&C) going forward.  Elements of change include reviewing our T&C of 
employment, people management policies, approaches to pay and reward, better 
use of technology, re-defining work locations and access arrangements and 
upskilling managers in supporting employees through change.   
 

1.4 A range of national changes have also recently impacted on staff groups including 
pay awards, the implementation of the national living wage and changes to pension 
arrangements.  This is also in the context of organisational wide restructuring as part 
of our Forward Together transformation programme.  
 

1.5 Through the significant restructuring and staff changes most staff roles below Head 
of Service level in those affected areas will have been subject to Job Evaluation and 
where applicable resulting pay changes. 
 

1.6 As part of restructuring across the council in the last financial year, the total number 
of demotions was 9%, promotions 13% with the majority (78%) remaining on their 
existing salary grade.  Where employees are subject to demotion, the council applies 
its salary protection policy which currently provides for 18 months’ protection.  There 
have been a number of leavers either as a result of redundancies or as a result of 
natural wastage and the impact of merging roles has meant that many employees 
have noticed an increase in the volume of their day to day work which, unless 
coupled with an increase in responsibility levels is not recognised by our JE scheme 
(ie will not result in an increase in pay).  Where the scope of work increases, this can 
be properly recognised. 
 

1.7 Heads of Service roles have changed significantly, with broadening scope of 
responsibility both in quantity of work, extension of organisational accountability and 
leadership across a range of professional disciplines.  These have been significant 
but have not been JEd as the scheme did not offer scope to recognise these 
significant changes. 
 

1.8 Where changes of this type have occurred elsewhere in the organisation, the JE 
scheme can account for this and a grade/salary change made where applicable. 
 
 
 

1.9 The majority of council staff up to and including Heads of Service are employed on 
Green Book T&C of employment.  The Chief Executive, Directors and Assistant Chief 
Executive are employed on Chief Executive or Chief Officer T&C.  The pay for roles 
above Heads of Service have been capped for some years; the pay for the Chief 
Executive was reduced prior to appointment of the current incumbent.  As the council 
is reducing in size, the total wage bill for our Heads of Service has reduced 
significantly, by over £675k, over the last 6 years to January 2016. 
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1.10 All roles on Green Book T&C were job evaluated in 2004, at which point a new 18 

grade pay structure was also introduced based on nationally negotiated and agreed 
spinal column points (national changes have led to erosion of the lowest grades and 
this will continue with the introduction of annual changes in respect of the national 
living wage).  On development, the pay structure was market tested to ensure that 
pay levels across the structure reflected median average market pay.   
 

1.11 Alongside this, a labour market adjustment scheme was introduced which enables 
the council to address recruitment and retention issues resulting from market 
misalignment.  Roles in the social care setting have recently been awarded with 
labour market increments (LMIs) for this reason.  The number of roles receiving LMIs 
is small (16 in total) and this would indicate that the pay structure remains fit for 
purpose.  Further work has also been undertaken for roles where there is an 
identified recruitment and retention issue and this includes a family and friends 
referral scheme and a recruitment and retention bonus scheme.  Both schemes are 
currently being used within the Children’s Services social care settings and 
elsewhere across the Council where appropriate. 
 
 

2 Further Considerations for Change 
 

2.1 Terms and Conditions of Employment 

2.1.1 As referred to earlier in the report, the majority of council staff including Heads of 
Service are currently employed on Green Book T&C.  T&C comparisons with other 
councils have, however demonstrated that most comparable councils employ Heads 
of Service on Chief Officer T&C (rather than Green Book T&C).  This is because 
there is greater alignment between roles at this level and those of Director than those 
beneath this level. 
 

2.1.2 Moving this group of staff onto Chief Officer T&C would enable them to be employed 
on a comparable basis with their peers.  Such a change would also enable other 
aspects including the mismatch between Heads of Service roles and Green Book 
T&C such as the expectations regarding hours (Green Book 37 Hours), patterns of 
work and enhancements to pay (Green Book includes remuneration for unsocial 
hours) to be resolved.   

 
2.1.3 Moving Heads of Service onto Chief Officer T&C would mean that all would need to 

work the hours required to undertake their roles (although aligned with the working 
time regulations), there would be no restrictions to working patterns which would 
align better with the need for evening and weekend working and no enhancements to 
pay in respect of unsocial hours.   

 
2.1.4 Pay negotiation for employees on Chief Officer T&C is undertaken at a national level.  

Cost of living awards have been implemented for Chief Officers in the past 3 
consecutive years.  In the years prior to this, Green Book employees have received 
cost of living awards in years when Chief Officers have received no award (most 
recently in 2009 and 2013). 
 

2.1.5 Such a change would also enable more flexibility for introducing a new pay structure 
and implementation of any job evaluation scheme which would align more closely 
with Directors.   

 
2.1.6 Given the range of elements reviewed by the committee, at its meeting on 24 March 

2016 there was a resolution to establish Heads of Service roles on Chief Officer 
T&C. 
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2.2 Job Evaluation and Head of Service Role Changes 

2.2.1 Most roles across the council subject to significant change since 2004 have been re-
evaluated.  The level of restructuring across the council which is being led by our 
Heads of Service has also resulted in role changes which accounts for a significant 
number of roles being re-evaluated (118 during the 15/16 financial year which is 22% 
of our total jobs) and the use of generic job descriptions in some directorates.   
 

2.2.2 There is ongoing confidence in the ability of the council’s JE scheme to evaluate 
most roles in the council although a review of use of generic job descriptions may be 
timely.   
 

2.2.3 Heads of Service roles have not been evaluated as part of restructuring exercises 
even though the roles have changed significantly since they were originally evaluated 
in 2004.  In aiming to undertake a JE exercise for Heads of Service, there are a 
number of known issues.  Discussions both regionally and nationally are focusing on 
the inability of our current JE scheme (Greater London Provincial Council) and the 
other scheme traditionally used by other councils, Hay, to adequately reflect the 
changing strategic and outward looking focus of our most senior roles in council 
settings (particularly those roles where there is responsibility outside of traditional 
organisational boundaries such as those with a remit across whole sectors).   

 
2.2.4 Heads of Service are now appointed by and are directly accountable to members 

which includes leading on areas of significant organisational risk and this alone has 
had the effect of bringing them closer to the role of Directors than other roles across 
the council’s structures.  Members have been involved in the appointment process 
for all our Heads of Service.  As with many other councils, the portfolios of our Heads 
of Service have broadened and in Dorset this has resulted in a reduction of 50% in 
the number of roles at this level.   

 
2.2.5 For these reasons, some councils are giving consideration to the use of a JE scheme 

developed in recent years specifically for local government senior officers by the 
Local Government Association (LGA).  The scheme aims to overcome the known 
shortcomings of alterative schemes.  There has also been discussion at national 
level in respect of aligning Chief Officer T&C with the LGA JE scheme as part of pay 
deal negotiations with the trades unions, such is the level of concern with the existing 
scheme and the opportunity for positive change in adopting the new scheme.   

 
2.2.6 Other aspects of Dorset roles which have proved to be difficult to assess are the 

additional duties of two of our Heads of Service who now have responsibility for 
statutory functions which were previously held at Director level.  As a temporary 
measure these posts were allocated with a 10% pay supplement on top of their 
Grade 18 salaries.  Establishing these roles on a new pay scale having evaluated 
them would be desirable.  There is also pressure from below in respect of a few roles 
with statutory responsibilities which would now go through the current JE scheme at 
the lowest level of the grade associated with our Heads of Service (Grade 17).     

 
2.2.7 Given the weight of evidence in support of using a new JE scheme, at its meeting on 

27 July 2015, the committee resolved that the LGA scheme should be used to JE all 
roles from Head of Service up to and including the Chief Executive.   
 

2.2.8 In order to ensure that there was sufficient rigour and a level of external objectivity, 
South West Councils provided support and guidance throughout the process which 
included completion of forms and interviews with all individual post holders followed 
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by moderation and validation of outcomes by the LGA to ensure that both the 
integrity of the scheme is preserved and that application nationally is consistent. 

 
2.2.9 New job descriptions and a person specification have been developed for the new 

roles by the Chief Executive and Directors.  Two distinct roles have emerged in 
practice, one which has a predominantly corporate focus but includes work in 
partnership with other organisations and the other has responsibility for leadership 
across whole systems and sectors.  The other key aspects of the roles are common 
to both and include the need for strong leadership, transformational change, 
corporate working and leading performance.   

 
2.2.10 In order to reflect the role differences, two job titles and job descriptions will be used.   

Head of Service will remain in use for the corporate focused roles and Assistant 
Director will be used for all other roles.  The difference in role descriptions does not 
impact on JE outcomes.  Now that the generic part of the job titles has been agreed, 
Directors will review the role specific suffix with their direct reports. 

 
2.2.11 In some directorates, where there has been turnover, the Deputy Director designated 

role has not been filled and this has shifted responsibility on a shared basis to Heads 
of Service.  This requirement has now been incorporated into job descriptions and as 
such no additional pay will be made for specific deputising activity. 

 
2.3 Pay (Heads of Service) 

2.3.1 Heads of Service are currently graded in accordance with Green Book Grades 17 
and 18  £63,981 to £80,511 (spinal column points 69 – 80).  At the time of job 
evaluation in 2004, the grade of Heads of Service was broadly in line with 
similar/equivalent roles in other councils.   

 

2.3.2 South West Councils have provided advice, challenge and market information to 
enable a proposal for Heads of Service pay to be developed as defined by the Chief 
Officer T&C book.  Recent pay comparisons with other councils both nationally and 
regionally demonstrate that pay for Heads of Service is significantly higher than for 
post holders at Dorset.  It also demonstrates that Dorset pays beneath the average 
market rate for salaries.  This reflects the feedback received from Directors who have 
an awareness of roles being advertised in their own disciplines; there are many 
examples of roles which attract significantly higher pay than are presented in the 
average quartile salaries provided in the table below:- 

 

 Lowest Highest 

National 82,041 90,102 

South West 85,969 91,550 

 
2.3.3 The following provides a re-cap of the salary levels for Heads of Service roles in our 

locality and across the region.  As can be seen, all of the councils pay Heads of 
Service higher salaries at the top of the salary grades. 
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2.3.4 Although there are currently no recruitment issues with Head of Service roles (most 
appointments have been internal in recent years), remunerating these post holders is 
a key retention tool.  As part of devising any new pay structure (and as required as 
part of Chief Officer T&C), the market needs to be considered.  Although the council 
is not seeking to make significant changes to salary levels of its Heads of Service, 
paying near to the market average for County Councils is considered to be 
appropriate. 

 
2.3.5 Reviewing pay would also enable the council to align better with other councils and 

to remove some of the current inconsistent arrangements in place in respect of the 
usage of the 10% pay supplement to reflect the statutory chief officer functions of the 
Monitoring Officer and the Chief Financial Officer.   

 
2.3.6 In respect of proposals to implement a new pay structure for Heads of Service (refer 

to section 3), discussions with the committee have provided a commitment that the 
pay for the Chief Executive and Directors will not be subject to any change.  
Proposals are also made in respect of the Assistant Chief Executive. 

 

3 Pay Structure Proposals 
 
3.1 Heads of Service 
3.1.1 There is acknowledgement that any increase in pay will need to be proportionate, 

aligned with the market but also affordable.  Pay modelling has been focused on 
balancing both aspects.  The proposed pay structure for Heads of Service/Assistant 
Director below is affordable and will be funded from a reduction in corporate Heads 
of Service in 2015.  Where any further market issues come to light in respect of 
recruitment and retention, consideration will be given to whether the council’s labour 
market adjustment scheme may be applied.   
 

3.1.2 The proposed structure for Heads of Service is provided below.  This structure is 
affordable, takes account of market average salaries and provides opportunities for 
progression for all post holders.  There are two levels in the structure and this reflects 
both two different clusters of posts following JE and further ensures affordability.  All 
post holders will have the opportunity to progress to or beyond the South West 
lowest average salary level. 
 

Council 
 

Population 
 

Min Salary (£) Max Salary (£) 

Dorset 414,900 63,981 72,532 

  71,015 80,511 

Bournemouth 186,700 68,127 76,679 

  78,981 88,894 

Cornwall 537,900 73,962 90,401 

  83,269 102,833 

Devon 753,200 76,500 86,700 

  96,900 

  105,000 

Poole 148,600 65,462 68,794 

  69,310 73,461 

  75,958 83,205 

Somerset 
 

535,000 86,700 
100,000 
101,949 

Wiltshire 476,800 94,076 103,711 
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 Salary Spinal Column Point 

Chief Officer Salary Band 4 80,500 1 

  82,000 2 

  83,500 3 

  85,000 4 

     

Chief Officer Salary Band 3 86,500 1 

  88,000 2 

  89,500 3 

  91,000 4 

 
3.2 Assistant Chief Executive  
3.2.1 In addition to the proposal for a new pay structure for Heads of Service, consultation 

has taken place with the Assistant Chief Executive (ACE) in respect of the pay 
structure for the ACE role.  Currently this role, which is already on Chief Officer T&C, 
is linked to Director pay (80%) and now that the role has been JEd there is an 
opportunity to create a pay structure which is distinct.  This will not result in an 
increase in pay at the top end of the salary band.  The proposed structure is provided 
below:- 
 

 Salary Spinal Column Point 

Chief Officer Salary Band 2 93,000 1 

 95,500 2 

 97,000 3 

 98,500 4 

 100,000 5 

 
 

3.3 Pay for Heads of Service and Assistant Chief Executive 
3.3.1 Staff currently employed on Green Book terms and conditions of employment have a 

combination of service (automatic) and competence (performance) based 
incremental progression through spinal column points within each salary band/grade.  
As part of the proposals for new salary bands for Heads of Service and the Assistant 
Chief Executive, incremental progression would be competence based throughout.  
This would be based on performance and behavioural standards being achieved as 
demonstrated as part of the council’s performance and development review (PDR) 
process. 
 

3.3.2 The pay structures for all the roles that would be on Chief Officer T&C is set out at 
Appendix 2.  This also provides the breakdown of which posts would go into which 
Salary Band on implementation based on the outcomes of the JE exercise.   
 

 
3.4 Green Book Pay Scales 
3.4.1 If approval is given to move Heads of Service onto Chief Officer T&C and onto the 

new associated pay structure, Green Book Grades 17 and 18, which are currently 
solely for Heads of Service, will be retained.  This is because they form part of the JE 
collective agreement and this approach also provides an opportunity for future 
proofing.   
 

3.5 Consultation 

3.5.1 A range of informal consultation has taken place throughout the review with 
potentially affected individuals.    
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3.5.2 Whilst there is no requirement to consult on a formal basis with the Green Book TUs 
through negotiation to reach agreement, there have been informal discussions from 
the early stages of the review from 2014 onward, in order to share information and to 
seek their views as part of our commitment to good industrial relations.  The TUs 
have focused on aiming to ensure that any change enables the council to meet its 
legal duties in respect of equal pay and that this is applied consistently for staff at all 
levels.  Their collective view is that the reasons for the proposal to change T&C and 
to undertake a JE exercise for all roles from Head of Service up to and including the 
Chief Executive are understood, however, they share the view of many of their 
members who remain opposed to an increase in pay for Heads of Service in the 
context of the wider impacts of organisational changes. 
 
 

4 Next Steps 
 
4.1 As previously advised, although the committee have agreed to new T&C for Heads of 

Service, moving individuals to a different set of T&C will be subject to offer and 
acceptance.  The committee have previously been provided with information about 
the risks of such an approach and the potential further steps required. 

 
4.2 Should the Staffing Committee and County Council agree to the proposals, final 

implementation of all aspects would be at a predetermined date through the issue 
and return of new contracts of employment.  The date for implementation would be 
approximately April 2016, however this would be on the basis of a retrospective 
implementation given committee dates.   

 
4.3 Any changes to pay structures must be agreed by the County Council and would also 

be reflected in the council’s pay policy statement. 
 

 
 
Debbie Ward 
Chief Executive 

 
July 2016 
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Appendix 1 
 

Equality Impact Assessment – Screening Form 

 
Service: Human Resources & Organisational Development 
 
Title of Strategy, policy, project or service: Senior Roles Pay Structure 
 
Type of Strategy (select as appropriate)  

 Existing:       
 New/proposed:      
 Changing/Update/revision     

Other       please list below 

 

 
 
Officers Involved in the Screening:  
 
Natalie Adam, HR&OD Service Manager; Sarah Butcher, Principal HR&OD Adviser. 

 
1.  What is the aim of your strategy, policy, project or service?  
 
This EqIA follows a screening record previously undertaken which considered the impact of 
moving Head of Service level roles to Chief Officer terms and conditions of employment.  It 
was recognised that a further EqIA would need to be undertaken in the later stages of the 
review when implementation of a new pay structure for this group is being considered. 
 
A new pay structure for Chief Officer roles is being proposed, with an implementation date of 
1 April.  
 
This EqIA screening record considers the approach taken to implementing the new pay 
structure and the impact of the new pay structure. 

 
2. Who will it impact upon  (For example, service users, visitors, staff members) 
 
The outcome would be a change of terms and conditions of employment for staff employed 
in the affected positions. The new pay structure would impact on the pay received by the 
individuals in the positions. 
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3. Does or could the service, strategy, policy, project or change have an 
impact upon the following: 

 
No impact is identified. Changes would apply to all affected staff irrespective of any 
protected characteristic. 

 

Protected characteristic 
Positive 
impact 

Negative / No 
impact 

Unclear 

Age    

Disability    

Gender Reassignment    

Pregnancy and Maternity    

Race and Ethnicity    

Religion or Belief    

Sex    

Sexual Orientation    

Other socially excluded groups 
(Carers, rural isolation, low 
income, military status) 

   

 
4. Does this have any impact on the workforce in relation to the following: 
 
No impact is identified. Changes would apply to all affected staff irrespective of any 
protected characteristic. 

 

Protected characteristic 
Positive 
impact 

Negative / No 
impact 

Unclear 

Age    

Disability    

Gender Reassignment    

Pregnancy and Maternity    

Race    

Religion or Belief    

Sex    



Page 13 – Officer Pay, Terms and Conditions 
 

Sexual Orientation    

Other socially excluded groups 
(Carers, rural isolation, low 
income, military status) 

   

 
 
5. If your answers to Q3 and 4 are mostly ‘negative ‘or ‘unclear’, you need to 

consider a full EqIA. If you do not intend to carry out one, please explain 
why: 

 
The changes would affect all staff in the role identified.  No other staff are affected, as they 
are out of scope.  
 
The proposed new pay structure is based on: 

 the outcomes of analytical job evaluation of the new job descriptions under the Local 
Government Association (LGA) Scheme, as described in the related EqIA screening 
record; 

 regional and national market data, reflecting average pay of similar posts at other 
county councils; 

 affordability and a pay modelling process. 
 
Individuals will be assimilated to a grade and pay point in the new structure based on their 
JE score and existing salary.  No pay protections arrangements are required. The structure 
is not being introduced to address equal pay concerns, it is being introduced to recognised 
organisational change at this level. 
 
The structure is currently subject to consultation with affected staff (until 11 March). The 
process has been undertaken with the involvement of an external party from the LGA. 
 
This approach is in line with guidance regarding the creation of pay structures provided by 
the Equality and Human Rights Commission. 
 

 
Upon completion of this form, it must be sent to your Directorate Equality lead 
for approval.  
 
Screening form approved by: 
 
Date:  
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Appendix 2 
 
Current and Proposed Pay Structures for Chief Executive and Chief Officer Roles 
 

Salary Band 

Salary (£) not 
including any pay 
awards applicable 

from 1.4.16 

Posts 

Chief Executive 
Salary Band 

140,000 to 155,000 
(no change but 

nationally agreed 
cost of living 

increase applied) 

Chief Executive 

Chief Officer Salary 
Band 1 

109,000 to 124,000 
(no change but 

nationally agreed 
cost of living 

increase applied) 

Director 

Chief Officer Salary 
Band 2 

93,000 to 100,000 Assistant Chief Executive 

Chief Officer Salary 
Band 3 

86,500 to 91,000 

Assistant Director, Adult Care 
Service Director, Highways 

Director of the DWP 
Assistant Director, Family Support 

Head of Service, Financial Services 
Head of Service, Legal & Democratic Services 

Chief Officer Salary 
Band 4 

80,500 to 85,000 

Head of Service, Corporate Development 
Service Director, Economy 

Assistant Director, Early Help & Community Services 
Service Director, Environment 

Head of Service, HR & Organisational Development 
Head of Service, ICT & Customer Services 

Assistant Director, Learning & Inclusion 
Assistant Director, Partnerships & Performance 

Assistant Director, Strategy, Partnerships & Performance 

 


