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1. INTRODUCTION 

 
1.1 The purpose of the Pay Policy Statement is to ensure transparency and accountability with regard to 

the Council’s approach to setting pay.  
 

1.2 The Pay Policy Statement has been approved by Council and is publicised on the Council’s website 
in accordance with the requirements of the Localism Act 2011.  

 
1.3 The Pay Policy Statement identifies: 
 

 The method by which salaries and severance payments are determined. 

 The remuneration of the Council’s most senior managers i.e. posts of Chief Executive, 
Directors and Assistant Directors, in accordance with the requirements of the Localism Act 
2011. 

 
 The committee responsible for ensuring that the Pay Policy Statement is applied consistently, 

including that which has delegated powers in relation to senior manager employment; 

 The detail and level of remuneration for the lowest level of post/employee. 

 The ratio of pay of the top earner and that of the median earner 

1.4 It should be noted that the Pay Policy Statement does not include information relating to the pay of 
Teachers or Support Staff in schools who are outside the scope of the Localism Act. It should also be 
noted that staff transferred to the Council under TUPE retain their previous terms, conditions and 
policies.  

 
2. OPERATION 
 
2.1 Method by which payments are determined 

 
2.1.1 The Council uses the new National Joint Council (NJC) pay spinal column points (SCP1 -SCP43) 

which came into effect from 1st April 2019 for grading and basic salary level determination for the 
majority of staff. This is supplemented by the nationally agreed Soulbury and Youth & Community 
grading and salary levels.  

 
2.1.2 The Council applies the provision of the Joint Negotiating Council (JNC) Chief Executives and the 

JNC Chief Officers to posts within the scope of the provisions of the Localism Act. All other paid 
allowances are also subject to negotiation/consultation with either National or Local trade 
union/representative bodies or are provided for in the Council`s Scheme of Delegation. 
 

2.1.3 It should be noted that the National Joint Council (NJC) pay spinal column points will be revised with 
effect from the date of any updated Agreement following a National Pay Bargaining process. Should 
there be any implications for the Council’s existing grading structure as a consequence of the 
Agreement any necessary revisions will be made and any significant issues will be reported as 
appropriate. 
 

2.1.4 In determining grades and remuneration for senior management posts which fall outside of the scope 
of the National Pay Bargaining Machinery i.e. on locally agreed grades i.e. above SCP 43 and below 
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Chief Officers the Council through powers provided for under the Scheme of Delegation takes into 
account the need to ensure value for money and competitiveness. The Council has a robust 
arrangement for undertaking the ongoing evaluations for the grades of posts at this level. 
 

2.1.5 New appointments will normally be made at the minimum point of the relevant grade, although 
appointment panels have discretion to vary where necessary to secure the best candidate. All 
promotion, re-grading, transfers and secondments are in accordance with Council policy. 
 

2.1.6 To aid recruitment and retention of employees in the public sector across Greater Manchester a 
protocol has been drawn up to enable recognition of service between Local Authorities and other 
public sector organisations, including Health partners. The Council is supportive of this approach. 
 

2.1.7 The Council has a Market Supplements Policy which covers all posts, and where evidence exists of 
recruitment and retention issues, allows the Council to make any additional payments to reflect the 
market rate. This is reviewed regularly to ensure compliance with relevant legislation. 
 

2.1.8 Members of Cabinet on 30th January 2018 approved a delegation to officers to increase the Rochdale 
Local Living Wage (RLLW) annually in line with the Rowntree Foundation rate until such time as this 
was matched by the Council’s lowest spinal column points on the NJC pay spine. The Rowntree rate 
for 2022 is £9.90 per hour which is higher than our SCP1 £9.25 per hour, SCP 2 £9.43, SCP 3 £9.62 
and SCP 4 £9.81, therefore an additional supplement is required from 1st April 2022.   

 
2.1.9 All temporary appointments, acting up arrangements, secondments and substitution/honorarium 

payments are approved in accordance with the Council’s policies and procedures. 
 

2.1.10 Incremental progression has been biennial since 2017 but the proposal is for this to be annual from 
1st April 2022 subject to Council approval. However increments for Executive Directors are not 
automatic as they are subject to a performance assessment.  In addition to the above and by exception 
incremental progression is not applied in instances where formal conduct/capability procedures are 
applied.  
 

2.1.11 Graduated unpaid leave has been mandatory for all employees for the past seven years but from 1st 
April 2022 it is proposed that employees will have the opportunity to opt out of the scheme subject to 
Council approval.    . 

 
If an employee chooses not to opt out this leave will be taken either on a fixed (between Christmas 
& New Year) basis or flexible basis dependent on operational requirements. The amount of unpaid 
leave is dependent on grade or equivalent salary as follows: 

 

  

 

 

Grade  Equivalent Salary Number of Days Unpaid Leave 
Grade 1 / 2 £17,842 - £18,933 2 days 

Grade 3 - 6 £19,312 - £28,672 3 days 

Grade 7 - 9 £29,577 - £41,881 4 days 

Grade 10 and above  £42,821 + 5 days 
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2.2  Pensions and Voluntary Early Retirement and Redundancy  
 
2.2.1 Pension contributions for all employees who have exercised their statutory right to become members 

of the Local Government Pension Scheme are applied in accordance with the Local Government 
Pension Scheme Regulations. Certain employees have access to other pension schemes, for 
example the Teachers’ pension scheme and the NHS pension scheme.  

 
2.2.2 The policy of the Council is to provide a consistent approach to all of its employees who leave the 

Council’s employment under the terms of its applicable schemes. The Council is able to consider early 
retirement in the interests of efficiency or redundancy and the Council`s Special Scheme for Early 
Retirement/Voluntary Redundancy provides for access to accrued pension benefits for members aged 
55 years and over and a redundancy payment, but does not provide any enhancements to pension 
(or other additional payments) on the basis of seniority. 

 
2.2.3 The policy of the Council regarding the calculation of redundancy payments for all of its employees is 

to use the statutory redundancy calculator based on completed years of service (up to a maximum of 
20 years) and to apply the current contractual weekly pay of the employee in order to calculate the 
payment to which he/she is entitled.  

 
2.2.4 The Council will review the proposed changes to legislation regarding pensions.  Further changes are 

expected to public sector exit payments and requirements will need to be incorporated into the Pay 
Policy Statement at the appropriate time. 

 
2.3 Senior Management Pay 

 
2.3.1 The Localism Act refers to posts of Chief Executive, Chief Officer and Deputy Chief Officer (i.e. those 

which report to a “Chief Officer”).  
 

2.3.2 Whilst the Council does not employ any post within the designation of Chief Officer or Deputy Chief 
Officer it is considered for the purpose of this legislation that the definition relates to posts of Chief 
Executive, Directors and Assistant Directors. The structure and the annual salary levels for the above 
mentioned posts along with a description of the roles and responsibilities; is detailed on the Council`s 
website. 

 
Designation     Grade/Salary    Number of Posts 

     
Chief Executive (see note below)  £137,675 to £143,182   1 

 
Note: 
The Chief Executive is appointed as the Electoral Registration Officer and Returning Officer and the 
appropriate payments are made. The Chief Executive receives fee payments pursuant to his/her 
appointment as Returning Officer at elections. The fees paid in respect of elections vary according to 
the size of the electorate and number of postal voters and are calculated in accordance with the 
allowance set by the Authority. Fee payments for National and European elections are set by Central 
Government and are, in effect, not paid by the Authority, as the fees are reclaimed. 

 
 Fees paid for 2021/22 were:-   Nil 
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 The current Chief Executive was also appointed as Heywood Middleton and Rochdale Clinical 
Commissioning Group Accountable Officer from 1st July 2018. 

 
 
 

Designation     Grade/Salary    Number of Posts 
 

Directors    Point 1     £ 102,754     5 
Point 2  £ 109,181 
Point 3  £ 113,330 
Point 4  £ 119,632 
Point 5  £ 125,923 
Point 6  £ 132,225   

 
The current position regarding Assistant Directors substantive pay grade is as follows: 

 
Designation     Grade/Salary    Number of Posts 
 

Assistant Director Level 2   £84,428 to £95,481    2 
 

Assistant Director Level 1   £69,130 to £80,186   11 
 

Consultant in Public Health   £66,582 to £82,434   1 
 

Note: 
In addition, the Director of Public Health is also part of the Greater Manchester Director of Public 
Health on call rota arrangements for which the payment is 2% of salary.  

 
2.3.3 The Council applies Market Supplements to Senior Management Posts, in accordance with the Policy, 

where evidence exists of recruitment and retention issues. 
 

 2.3.4 Under delegated authority (approved by the Employment and Equalities Committee meeting of 18th 
August 2015) the Chief Executive, in consultation with the Portfolio Holder for Corporate and 
Resources, agrees the arrangements for the payment of Responsibility Allowances for officers 
undertaking specific Statutory Officer duties. 

 
 2.3.5 The pay scales, detailed above, for Directors and Assistant Directors include nationally agreed pay 

awards and are adjusted in line with any future pay awards.  The above pay scales includes the 
Nationally agreed pay award from April 2020 which includes all posts and will be adjusted if there is 
any pay ward agreed for 2021/22.   

 
2.4 Responsibility for the application of employment procedures for Senior Management posts 

 
2.4.1 Responsibility for governance in relation to these issues lies with the Chief Officer Employment 

Committee which is a non-executive committee of the Council. The Council is acting in accordance 
with Guidance issued by the Secretary of State in relation to employment decisions for Senior 
Management posts with salaries in excess of £100,000 per annum.  

 
2.5 Pay Ratio 
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2.5.1 The following information is provided to assist with understanding the ratio calculation; 
 

 The Chief Executive Salary level used for comparative purposes is £143,182 i.e. the maximum of 
the grade. 

 The lowest paid Council job i.e. Cleaner has a maximum salary level of £18,562 (The Council 
employs Apprentices who are not considered within the definition of ‘lowest paid employees’) 

 The Mean (average) pay is £28,699. 

 The Mode (most frequently occurring) level of salary is £19,698 

 The Median (middle) of the salary range is 25,481 

2.5.2 The ratio of pay of the top earner i.e. Chief Executive and that of the median earner is 1 to 5.62 and 
is within the 1:20 ratio recommended by the Hutton Review. In other words for every £1 earned by the 
median earner the Chief Executive earns £5.62. The calculation indicates that the Authority’s median 
level of earnings as a proportion of the Chief Executive earnings is 18%, just higher than a sixth. 

 
3 PAY RELATED PROCEDURES 
 
3.1 A number of procedures are in operation that impact upon and determine the remuneration of Council 

employees and should be referred to in conjunction with this policy. These are:- 
 
 Market Factor Supplements (MFS) Procedure 
 Incremental Progression Procedure 
 Mandatory Non-Payment of Increments in Conduct/Capability cases 
 Graduated Unpaid Leave 
 Honorariums & Substitution Pay 
 Car Mileage Allowances 
 Premium Payments 
 Expenses, Travel & Subsistence Allowances 
 First Aid Allowance 
 Grading Procedure (including Job Evaluation) 
 Pay Protection 
  

4 MONITORING 
 
4.1 The Workforce & OD Service will be responsible for monitoring and administering the Pay Policy. 

 
5 EQUALITY & DIVERSITY CONSIDERATIONS 

 
5.1 Directors, Assistant Directors and managers are responsible for ensuring that they operate the policy 

and its associated procedures in line with the Council’s Equality & Diversity Policy to provide equality 
of opportunity for all employees. 

 
5.2  The Council is committed to ensuring that no-one is discriminated against, disadvantaged or given 

preference, through membership of any particular group, particularly based on age; disability; gender 
reassignment;  race, religion or belief; sex; sexual orientation; marriage and civil partnership and 
pregnancy and maternity. This policy will be applied equally to all employees irrespective of their 
background or membership of a particular group. 
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5.3  In addition, in line with the Trade Union and Labour Relations (Consolidation) Act 1992 (TULCRA) 

Part 3, the Council is committed to ensure that employees are not disadvantaged or discriminated 
against by virtue of their trade union membership in the application of this policy. 

 
5.4  The Council will regularly review this policy’s impact on any equality and diversity issues, and will 

identify any inequalities by monitoring and will take appropriate action where necessary. 
 
6  GENDER PAY GAP 
 
6.1  The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 were effective from 

31st March 2017. As part of the existing Public Sector Equality Duty these imposed a specific duty of 
Gender Pay Gap reporting requirements on Public Authorities. 

 
6.2  As a public authority Rochdale Borough Council is required to publish gender pay gap information 

relating to our employees who are employed by us on the relevant snapshot date. 
 
6.3  Each local authority must publish information to demonstrate compliance with the period 12 months 

beginning with the snapshot date of 31st March repeated at yearly intervals thereafter on the same 
snapshot date within that relevant year. 

 
6.4  We are required to publish:- 

 
(a) The difference in the mean pay of full-pay male and female employees expressed as a 

percentage. 
(b) The difference in the median pay of full-pay male and female employees expressed as a 

percentage. 
(c) The proportions number of male and female full-pay relevant employees employed in the 

lower, lower middle, upper middle and upper quartile pay bands. 
(d) Differences in bonus pay* 
(e) The information on our website to be accessible to all employees and the public for at least 3 

years from the date of publication and to upload on the dedicated government website. 

*this is not applicable to us as bonus was removed as part of the Pay & Grading Review process in 
2010. 
 

6.5 This information can be found on the Council’s website the link is Gender Pay Gap Report.    

http://www.rochdale.gov.uk/pdf/2020-03-31-gender-gap-v1.pdf
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