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1.0 INTRODUCTION 
 
1.1 Under section 112 of the Local Government Act 1972, the Council has the “power to appoint 

officers on such reasonable terms and conditions as authority thinks fit”.  Section 38 of the 
Localism Act 2011 required the Council to prepare a Pay Policy Statement (the ‘statement’) 
for the financial year 2012/13 and each subsequent financial year.  This statement relates to 
the financial year 2025/26. 

 
2.0 PURPOSE 
 
2.1 The purpose of the statement is to provide transparency with regard to the Council’s 

approach to setting the pay of its employees (excluding teaching staff working in local 
authority schools) by identifying the; 

 
• methods by which salaries of all employees are determined;  
• detail and level of remuneration of its most senior staff i.e. ‘chief officers’,  

  as defined by the relevant legislation; 
 

2.2 The specific requirements from section 38 are as follows: 
 

1) A relevant authority must prepare a pay policy statement for the financial year 
2012/2013 and each subsequent financial year. 
 

2) A pay policy statement for a financial year must set out the authority’s policies for the 
financial year relating to- 

 
a) The remuneration of its chief officers, 
b) The remuneration of its lowest paid employees, and  
c) The relationship between –  

 
i) The remuneration of its chief officers, and 
ii) The remuneration of its employees who are not chief officers. 

 
3) The statement must state- 

 
a) The definition of “lowest-paid employees” adopted by the authority for the 

purposes of the statement, and 
b) The authority’s reasons for adopting that definition. 

 
4)  The statement must include the authority’s policies relating to- 

 
a) the level and elements of remuneration for each chief officer, 
b) remuneration of chief officers on recruitment, 
c) increases and additions to remuneration for each chief officer, 
d) the use of performance-related pay for chief officers, 
e) the use of bonuses for chief officers, 
f) the approach to the payment of chief officers on their ceasing to hold office under 

or to be employed by the authority, and 



  

 

g) the publication of and access to information relating to remuneration of chief 
officers. 

 
5) A pay policy statement for a financial year may also set out the authority’s policies for 

the financial year relating to the other terms and conditions applying to the authority’s 
chief officers. 

 
2.3 Once approved by the full Council, this policy statement will come into immediate effect 

and will be subject to review on a minimum of an annual basis, the policy for the next 
financial year being approved by 31st March each year. 

 
3.0 BACKGROUND 
 
3.1 In determining the pay and remuneration of all of its employees, the Council will   
 comply with all relevant employment legislation.  This includes legislation such as, but not 
exclusively, the: 
 

• Equality Act 2010;  
• Part Time Employment (Prevention of Less Favorable Treatment) Regulations 2000; 
• Transfer of Undertakings (Protection of Employment) Regulations.   

 
3.2 The Council endeavors to ensure that there is no discrimination within its pay structures 

and that all pay differentials can be objectively justified through the use of job evaluation 
mechanisms designed to directly establish the relative levels of posts in grades according to 
the requirements, demands and responsibilities of the role.   

 
4.0 PAY STRUCTURE 
 
4.1 The Council has a locally agreed pay and grading structure which determines the salaries of 

its non-teaching workforce and covers all NJC employees up to grade 12 (see Appendix A).   
 
4.2 The Council awaits the outcome of the 2025 national pay awards process and will apply 

them once agreed nationally.  
 
4.3 The Council adopts the national pay bargaining arrangements in respect of the revision of 

the local pay and grading structure, for example, through any agreed annual pay increases 
negotiated with joint trade unions. The application of any annual pay increases to staff 
protected through TUPE legislation is considered on a case-by-case basis, with any decision 
being taken by the Head of Paid Service. 

 
4.4 The Council’s Pay and Grading structure from Grade 13 up to Grade A is subject to the LGE 

Senior Job Evaluation scheme, but this scheme has not been agreed by the recognised 
Trade Unions.  

 
4.5 All other pay related allowances are the subject of either nationally or locally  

 negotiated rates, having been determined in accordance with the collective bargaining 
machinery.   

 



  

 

4.6 All new appointments will be in accordance with the Constitution and the Council’s    
Recruitment and Selection Policy and Recruitment and Selection Code of Practice. 

 
4.7 From time to time, it may be necessary to take account of the external pay levels in the 

labour market in order to attract and retain employees with particular experience, skills and 
capacity.  Where necessary, the Council will ensure the requirement for such is objectively 
justified by reference to clear and transparent evidence of relevant market comparators, 
using data sources available from within the local government sector and outside, as 
appropriate. Any temporary supplement to the salary scale for the grade is approved in 
accordance with the provisions of the Council’s Market Supplement Policy. This policy has 
recently being reviewed in consultation with the Trade Unions, with an amended policy 
signed off by the Joint Consultative Committee in January 2025.  

 
4.8 The Council adopted the Living Wage Foundation rate for grade 1 employees with effect 

from 1st April 2016 and it makes a commitment to continue to do so with effect from 1st 
April 2025.  Any increase in the rate is usually implemented with effect from 1 April each 
year. 

 
 
5.0 SENIOR MANAGEMENT REMUNERATION 

 
5.1 For the purposes of this statement, senior management means ‘chief officers’ as   
 defined within the Localism Act 2011.   
 
5.2 The Council considers its Chief Officers to be the following: 
 

Chief Executive 
Deputy Chief Executive and Director of Corporate Services (Section 151 Officer) 
Directors (including Director of Growth, Director of Public Health, Director of Environment 
and Transport, Director of Children’s Services, Director of Adult Social Care, , Director of 
Workforce and Organisational Change and Director of Law and Governance) and 
Director of Finance (Deputy Section 151).  
 
The posts falling within the statutory definition are set out in the Council’s Statement of 
Accounts which publishes details of remuneration packages of all senior employees. 

 
5.3 The Council’s overall Senior Management structure has been continuously reviewed in 

recent years for efficiency by the Chief Executive as Head of Paid Service, with appropriate 
Member consultation, and savings then delivered with the council’s Medium Term Financial 
Plan.   

 
5.4 The salary (basic pay) of the Chief Executive falls within a range of three incremental points 

from £176,989, rising to a maximum of £183,021.  This is excluding the payment made for 
returning officer duties. It should be noted that the jobholder works part time and 
payments received reflect pro rata payments of 0.9 of a full-time employee making the 
permanent actual salary £164,719.  

 



  

 

5.4 The salary (basic pay) of the post designated as Director of Corporate Services and also 
assigned as Deputy Chief Executive will be £134,761, (Grade B3). 

 
5.5 The salary (basic pay) of posts designated as Directors fall within a range of four incremental 

points between £107,443, rising to a maximum of £115,825. The exception is the Director of 
Workforce and Organisational Change whose salary falls within a range of five incremental 
points between £91,265 rising to a maximum of £106,649, although the jobholder also 
receives a market supplement payment of £9,176 per annum. 

 
5.6 The salary (basic pay) of the post designated as Director of Finance falls within a range of 

five incremental points between £91,265 rising to a maximum of £106,649. 
 
5.7 The salary (basic pay) of the post designated Director of Law and Governance falls within a 

range of five incremental points between £91,265 rising to a maximum of £106,649. 
 
5.8 The arrangements and factors considered in determining an individual’s progression 

through the relevant grade pay scale are set out in the appropriate terms and conditions of 
employment.  Specifically, employees will be entitled to incremental progression to the top 
of their new pay grade, subject to satisfactory performance.  

 
5.9 The Council’s Heads of Service are paid between Grade 13 and Grade 16, with the details of 

the salaries for those grades provided at Appendix 1.  
 
 
6.0 RECRUITMENT OF CHIEF OFFICERS 
 
6.1 The Councils policy and procedures with regard to recruitment of JNC chief officers is set 

out within Section G of the council’s constitution Public Documents (warrington.gov.uk) 
 
6.2 When recruiting to all posts, the Council will take full and proper account of all   
 provisions of relevant employment law and its own Equal Opportunities,    
 Recruitment and Selection and Redeployment Policies as approved by Council.   
 
6.3 The determination of the remuneration to be offered to any newly appointed chief  
 officer will be in accordance with the pay structure and relevant policies in place at   the 
time of recruitment. 
 

   
7.0 ADDITIONS TO SALARY OF CHIEF OFFICERS 
 
7.1 The Council does not apply any bonuses or performance related pay to its chief officers.   
  
7.2 In addition to basic salary, those posts over £50,000 receiving additional pay are set out in Section 

15 of the Statement of Accounts, which can be found here. 
 

7.3 To meet specific operational requirements, it may be necessary for an individual to 
temporarily take on additional duties to their identified role. The Council’s arrangements for 

https://cmis.warrington.gov.uk/cmis5/PublicNoticesDocuments.aspx
https://www.warrington.gov.uk/financial-accounts-2023-24


  

 

authorising any additional remuneration relating to temporary additional duties is through 
the Scheme of Delegation.   

 
7.4  The following Chief Officers received additions to salary, subject to income tax and   

National insurance, during the financial year 2024/25: 
 
The Director of Education and Community Services received an honoraria payment of 
£10,000 for taking on additional duties, specifically in relation to Public Health.  
This post has now been deleted from the council’s structure with effect from 1 January 
2025.  
 
The Director of Workforce and Organisational Change who receives a market supplement 
payment of £9,176 per annum. 
 
The former Director of Law and Governance received a market supplement payment of 
£20,000 per annum and an essential car user allowance of £846 per annum. This postholder 
left the authority on the 21 June 2024.  

 
 

7.5 Officers undertaking the roles of Returning Officer and Deputy Returning Officer are entitled 
to claim fees in respect of the duties that they undertake.  

 
 
8.0 PENSION CONTRIBUTIONS 
 
8.1 Where employees have exercised their statutory right to become members of the Local 

Government Pension Scheme, the Council is required to make a contribution to the scheme 
representing a percentage of the pensionable remuneration due under the contract of 
employment of that employee.  The rate of contribution is set by Actuaries advising the 
Cheshire Pension Fund and reviewed on a triennial basis in order to ensure the scheme is 
appropriately funded.   

 
8.2 The rate set for 1st April 2025 was 20%. The employee contribution rates,  which  are 

defined by statute, are between 5.5% and 12.5%, dependent on salary levels. 
  
9.0 PAYMENTS ON TERMINATION 
 
9.1 The Council’s approach to statutory and discretionary payments on termination of 

employment of chief officers, prior to reaching normal retirement age, is set out within the 
Council’s Redundancy Policy and its Local Government Pension Scheme Discretionary Policy 
Statement.  

   
9.2 Termination payments are subject to approval by the Chief Executive under the scheme of 

delegation and where total termination costs (comprising of all statutory, contractual and 
any pension ‘strain’ costs) exceed £95,000, the approval of the Cabinet Member for 
Finance, Assets and Investments, is required.  

   
10.0 STATEMENT OF ACCOUNTS 



  

 

 
10.1 For senior employees, the Council’s Annual Statement of Accounts will include a note 

setting out the total amount of: 
 

• salary, fees or allowances paid to or receivable by the person in the current and 
previous year; 

• any bonuses so paid or receivable by the person in the current and previous 
year; 

• any sums payable by way of expenses allowance that are chargeable to UK 
income tax; 

• any compensation for loss of employment and any other payments connected 
with termination;  

• any benefits received that do not fall within the above  
 

10.2  The numbers of the Authority’s other employees receiving more than £50,000 
remuneration for the year, including teachers (excluding employer’s pension contributions) 
are shown in a summary table in the Council’s Annual Statement of Accounts, grouped by 
£5,000 pay bands. 

 
 

11.0 LOWEST PAID EMPLOYEES 
 
11.1 With effect from 1st April 2025, the Council is committed to pay the new and increased 

Living Wage Foundation rate of £12.60 an hour.  
 

11.2 The lowest paid persons employed under a contract of employment with the Council are 
employed in accordance with the minimum spinal column point currently in use within the 
Council’s grading structure, although an hourly supplement is to be paid with effect from 1st 
April 2025 to reflect the Living Wage Foundation rate (or the NJC rate if higher).  This means 
that lowest paid employees in the council will receive (full time equivalent) £24,309 per 
annum.  

       
11.3 The relationship between the rate of pay for the lowest paid and chief officers is 

determined by the processes used for determining pay and grading structures as set out 
earlier in this policy statement.   

 
11.4 The current pay levels within the Council define the multiple between the median (average) 

full time equivalent earnings (at basic rate) and the Chief Executive as 6.4:1 and; between 
the lowest paid employee and average chief officer as 4.9:1. 

 
11.5 The ratios for the Council are lower than the pay multiple of 20:1 top pay to lowest pay for 

public services as considered by the Hutton Review of Fair Pay.  
 

11.6 The Hutton Fair Pay Review also noted that most top to bottom pay multiples in the public 
sector were in the region of 8:1 to 12:1.  The Council’s top to bottom pay multiple is 7.7:1 
which is below the bottom of this range. 

 
12.0 ACCOUNTABILITY AND DECISION MAKING 



  

 

 
12.1  The Council’s policy and procedures with regard to accountability and decision making in 

respect of the recruitment of JNC chief officers is set out within Section G of the 
constitution. 

 
12.2 New appointments that are made which have a remuneration package (salary plus any 

applicable fees and allowances) with a value of over £100,000 will be subject to approval of 
full Council. 

 
13.0 RE-EMPLOYMENT / RE-ENGAGEMENT OF FORMER CHIEF OFFICERS 

 
13.1 It is the Council’s policy that immediate re-employment of former Chief Officers following 

redundancy or early retirement either as direct employees, via an agency, or on a 
consultancy basis is not acceptable unless there are extenuating and exceptional 
circumstances. If there are any exceptional circumstances that might appear to justify such 
arrangements, these must be agreed with the appropriate Director, Director of Workforce 
and Organisational Change and the Chief Executive. 

 
13.2 Prior to any proposal for re-engagement of a Chief Officer, the following should be key 

considerations: 
 

• whether there are any extenuating circumstances that would make such an appointment 
justifiable and assurance that all other strategies have been explored 

 
• any re-engagement should be unconnected with original redundancy, except where 

alternative employment is found and pension and redundancy payments are returned in 
accordance with the relevant legislation; 

 
• any re-engagement should be on merit through an fair, open and transparent process in line 

with the organisation’s Recruitment and Selection Policy and subject to the normal approval 
processes for external appointments on any contractual basis including agency or 
consultancy; 

 
• take into account the appropriate and acceptable use of public money, the exigencies of the 

Council and any potential political or reputational issues that may arise as a result of re-
employment of a Chief Officer. 

 
13.3 Where a former Chief Officer leaves the Council’s employment as a result of redundancy 

they cannot be eligible for re-engagement within the four week period immediately 
following the effective date of redundancy as continuity of service will not be broken and 
the employee would be required to return any redundancy pay received.  

 
13.4 Where a former Chief Officer leaves the Council's employment on the basis of Early 

Retirement for the reason of efficiency and then enters into further employment within 
Local Government, then, subject to confirmation by the Chief Executive and Director of the 
employing directorate and the Director of Workforce and Organisational Change, they shall 
become liable for the remaining 'Capitalised Cost' payments which have been incurred by 
the Council. 

https://intranet.wla.int/RASC/Democratic/SiteAssets/SitePages/Civic%20Services%20and%20Mayoralty/Warrington%20Borough%20Council%20Constitution.pdf%23search=constitution
https://intranet.wla.int/RASC/Democratic/SiteAssets/SitePages/Civic%20Services%20and%20Mayoralty/Warrington%20Borough%20Council%20Constitution.pdf%23search=constitution


  

 

 
14.0 MONITORING, EVALUATION AND REVIEW 
 
14.1 This policy statement is subject to review on a minimum of an annual basis and the policy 

for the next financial year will be approved annually by 31st March.  
 

15.0 FURTHER INFORMATION 
 
15.1 Upon approval by Full Council, this statement will be published on the Council’s   
 Website.   

 
15.2 This policy is also available in alternative formats such Braille, large print, on audio 

 tape or community languages if requested. 
 

  



  

 

Appendix 1 
 

 

 

Grade 
Spinal 
Column 
Point 

NJC JE 
Salary  Monthly 

Amount 
Hourly 
Rate  From To  

Grade 01 2  249 £23,656 £1,971.33 £12.26 

Grade 02 3 250 274 £24,027 £2,002.25 £12.45 

Grade 03 
4 275 

299 

£24,404 £2,033.67 £12.65 

5 £24,790 £2,065.83 £12.85 

Grade 04 
6 300 

349 

£25,183 £2,098.58 £13.05 

7 £25,584 £2,132.00 £13.26 

Grade 05 

8 350 

399 

£25,992 £2,166.00 £13.47 

9 £26,409 £2,200.75 £13.69 

11 £27,269 £2,272.42 £14.13 

12 £27,711 £2,309.25 £14.36 

14 £28,624 £2,385.33 £14.84 

Grade 06 

15 400 

449 

£29,093 £2,424.42 £15.08 

17 £30,060 £2,505.00 £15.58 

19 £31,067 £2,588.92 £16.10 

20 £31,586 £2,632.17 £16.37 

22 £32,654 £2,721.17 £16.93 

Grade 07 

23 450 

499 

£33,366 £2,780.50 £17.29 

24 £34,314 £2,859.50 £17.79 

25 £35,235 £2,936.25 £18.26 

26 £36,124 £3,010.33 £18.72 

27 £37,035 £3,086.25 £19.20 

Grade 08 

28 500 

549 

£37,938 £3,161.50 £19.66 

29 £38,626 £3,218.83 £20.02 

30 £39,513 £3,292.75 £20.48 

31 £40,476 £3,373.00 £20.98 

32 £41,511 £3,459.25 £21.52 

Grade 09 

33 550 

599 

£42,708 £3,559.00 £22.14 

34 £43,693 £3,641.08 £22.65 

35 £44,711 £3,725.92 £23.17 

36 £45,718 £3,809.83 £23.70 

37 £46,731 £3,894.25 £24.22 

Grade 10 

38 600 

649 

£47,754 £3,979.50 £24.75 

39 £48,710 £4,059.17 £25.25 

40 £49,764 £4,147.00 £25.79 

41 £50,788 £4,232.33 £26.32 

Grade 11 

42 650 

699 

£51,802 £4,316.83 £26.85 

43 £52,805 £4,400.42 £27.37 

44 £53,893 £4,491.08 £27.93 

45 £54,988 £4,582.33 £28.50 

Grade 12 

46 700 

749 

£56,081 £4,673.42 £29.07 

47 £57,186 £4,765.50 £29.64 

48 £58,290 £4,857.50 £30.21 

      



  

 

Grade 
Spinal 
Column 
Point 

Salary Monthly 
Amount Hourly Rate 

 

Grade 13 

49 £60,267 £5,022.25 £31.24  

50 £62,797 £5,233.08 £32.55  

51 £65,329 £5,444.08 £33.86  

Grade 14 

52 £66,594 £5,549.50 £34.52  

53 £69,126 £5,760.50 £35.83  

54 £71,657 £5,971.42 £37.14  

Grade 15 

55 £72,922 £6,076.83 £37.80  

56 £75,454 £6,287.83 £39.11  

57 £77,987 £6,498.92 £40.42  

Grade 16 

58 £83,122 £6,926.83 £43.09  

59 £86,016 £7,168.00 £44.59  

60 £88,913 £7,409.42 £46.09  

     
 

     
 

Grades A-D are subject to JNC terms and conditions of 
employment 

 

 
     

 

Grade D 61 £91,265 £7,605.42 £47.31  

 62 £94,341 £7,861.75 £48.90  

 63 £100,493 £8,374.42 £52.09  

 64 £103,571 £8,630.92 £53.68  

 65 £106,649 £8,887.42 £55.28  

Grade C 66 £107,443 £8,953.58 £55.69  

 67 £110,138 £9,178.17 £57.09  

 68 £112,831 £9,402.58 £58.48  

 69 £115,825 £9,652.08 £60.04  

Grade B4 70 £122,908 £10,242.33 £63.71  

Grade B3 71 £134,761 £11,230.08 £69.85  

Grade B2 72 £140,632 £11,719.33 £72.90  

Grade B1 73 £146,502 £12,208.50 £75.94  

Grade A 74 £176,989 £14,749.08 £91.74  

 75 £180,005 £15,000.42 £93.30  

 76 £183,021 £15,251.75 £94.86  

 


