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1. Introduction and Purpose 

Under Section 112 of the Local Government Act 1972, the Council has the “power 

to appoint officers on such reasonable terms and conditions as the authority thinks 

fit”. This Pay Policy Statement (the ‘statement’) sets out the Council’s approach to 

pay policy in accordance with the requirements of Section 38-43 of the Localism 

Act 2011 and due regard to the associated Statutory Guidance including the 

Supplementary Statutory Guidance issued in February 2013, and guidance issued 

under the Local Government Transparency Code 2015. 

The purpose of the statement is to provide transparency with regard to the 

Council’s approach to setting the pay of its senior employees (excluding teaching 

staff, employees working in local authority schools and academies, and alternative 

service delivery vehicles) by identifying: 

• The methods by which salaries of all employees are determined. 

• The detail and level of remuneration of its most senior employees, i.e. ‘Chief 

Officers’, as defined by the relevant legislation. 

“Remuneration” for the purposes of this statement includes three elements; basic 

salary, pension and all other allowances arising from employment. 

Once approved by full Council, this policy statement will come into effect on the 1st 

April 2024 superseding the 2023/24 statement and will be subject to review on a 

minimum of an annual basis, the policy statement for the next year being approved 

by 31st March each year. 

2. Background 

In determining the pay and remuneration of all its employees, the Council takes 

account of the need to ensure value for money in respect of the use of public 

expenditure. This is balanced against the need to recruit and retain employees in 

an increasingly competitive market who can deliver the Council’s commitments and 

meet the requirements of providing high quality services, which are delivered 

effectively and efficiently and at times at which those services are required. 

The Council complies with all relevant employment legislation and codes of 

practice. This includes legislation such as the Employment Rights Act 1996, 

Equality Act 2010, The Part Time Workers (Prevention of Less Favourable 

Treatment) Regulations 2000 and where relevant, the Transfer of Undertakings 

(Protection of Employment) Regulations 2006 and the National Minimum Wage 

Regulations 2015. The Council seeks to ensure there is no pay discrimination 

within its pay structures and that all pay differentials can be objectively justified 

using job evaluation mechanisms and the application of key criteria, which directly 

establish the relative levels of posts in grades according to the requirements, 

demands and responsibilities of the role. 
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3. Senior Management (‘Chief Officers’) Remuneration 

3.1 Principles 

There are a number of overriding principles which govern the Council’s approach 

to senior management reward: 

• The policy will be affordable; with reward being commensurate with 

individual and corporate performance. 

• Reward policy for senior post-holders will be transparent, clearly defined and 

readily understood. 

• The policy will offer the flexibility to reward job size, capability and market 

rates (where these may be relevant, with evidence). 

• Reward for senior roles will be fair and proportionate in comparison to 

reward for the wider workforce. 

3.2 Reward components 

Reward will comprise basic salary and a range of benefits as follows: 

• Basic salary: This is guaranteed fixed cash remuneration, paid monthly. The 

level of basic salary is contractual. For some jobs, this remuneration may 

increase by annual increments until the maximum of the grade is reached, 

i.e. Grade 13 and 14. These two grades contain three increments in each 

with annual incremental progression on the anniversary of the appointment. 

• Benefits: The Council provides a range of benefits. The principal benefits 

are holidays and access to the Local Government Pension Scheme (LGPS). 

Further details can be found on the Council’s website. 

3.3 Job Evaluation and Banding 

The Council uses the Hay Group job evaluation scheme to position roles into the 

Cheshire East Senior Management pay bands. The bands are linked to Hay Job 

Evaluation points ranges which have been determined as part of the Council’s 

operating model. 

4. Pay and Grading Structure 

4.1 Senior Managers (JNC) 

This defined pay structure determines the salaries of senior managers on JNC 

(Joint National Council for Chief Officers) conditions of service. A score is produced 

from the HAY job evaluation process which equates to a pay band on the Council’s 

senior manager pay structure.  

The current pay structure for senior managers who are on JNC conditions of 

service can be seen by accessing the pay and grading structure.  

In addition, there is a very small number of public health employees who transferred 

under TUPE to the Council on NHS Pay and Terms and Conditions on 1st April 

https://www.cheshireeast.gov.uk/jobs_and_careers/employee-benefits.aspx
https://www.cheshireeast.gov.uk/pdf/Council-and-democracy/council-information/open-data/PPS-Link-1-CEC-Pay-and-Grading-Structures-Updated-April-2024.pdf
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2013 and these employees remain on the terms and conditions of their previous 

NHS employer. The council also employs staff on Soulbury and Youth and 

Community Workers terms and conditions. 

When applying the senior manager pay structure, for the purposes of this 

statement, the definition of Chief Officers is as set out in Section 43 of the Localism 

Act. The details of the salary packages are as follows: 

Tier 1 (Chief Executive) 

• The current salary package falls within a range of £170,000 to £190,000 

Tier 2 (direct reports to the Chief Executive) 

• The salary package falls within a range of £131,208 to £148,823 

Tier 3 (direct reports to Tier 2 managers) 

• The salary package falls within a range of £85,883 to £115,826 

4.2 NJC Employees 

The NJC pay framework comprises 44 salary points, between SCP 2 (£22,366 per 

annum) and SCP 45 (£59,346 per annum) for a full-time employee (based on a 37-

hour week). 

The current pay and grading structure for employees who are on NJC conditions 

of service can be seen by accessing the pay and grading structure.  

5. Recruitment of Chief Officers  

The Council’s policy and procedures regarding the recruitment of Chief Officers are 

set out in the Council’s Constitution and are undertaken by the Appointments 

Committee in accordance with arrangements set out in the Constitution (see 

Chapter 2). Full Council approval will be sought in relation to decisions affecting 

the remuneration of any new post whose remuneration is or is proposed to be or 

would become £100,000 per annum or more. 

Key statutory posts (Head of Paid Service, Section 151 Officer and Monitoring 

Officer) are Council appointments. 

When recruiting to all posts, the Council will take full and proper account of all 

provisions of relevant employment law and its own Recruitment Policy and 

Procedure, Disability Confident commitment, Hidden Disabilities Sunflower 

Scheme Employer, Redeployment Procedure and Equality in Employment Policy. 

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 and in line with this Pay Policy Statement. New appointments will 

normally be made in accordance with the JNC pay structure, any variation to this 

approach will be by exception and based on objectively justified criteria supported 

by appropriate evidence. An appointee’s existing pay and their relevant experience 

and qualifications may be included in any consideration but would need to take 

account of any equal pay implications that could arise within the Council. 

https://www.cheshireeast.gov.uk/pdf/Council-and-democracy/council-information/open-data/PPS-Link-1-CEC-Pay-and-Grading-Structures-Updated-April-2024.pdf
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From time to time, it may be necessary to take account of the external pay levels 

in the labour market and to pay market-related supplements to attract and retain 

employees with particular experience, skills and capacity. Where necessary, the 

Council will ensure the requirement for such additional payments 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 such payments will be reviewed at least annually   

to ensure their ongoing suitability and appropriateness. 

Where the Council is unable to recruit Chief Officers, or there is a need for interim 

support to provide cover for a substantive Chief Officer post, the Council will, where 

necessary, put in place the most effective arrangements to engage individuals. 

These arrangements will comply with HMRC IR35 requirements, relevant 

procurement processes and ensure the Council is able to demonstrate maximum 

value for money. 

6. Additions to Chief Officers’ Salaries 

The following payments can be applied to Chief Officers’ salaries: 

• Returning and Deputy Returning Officers’ Fees 

• Travel Allowances and Expenses 

• Salary Sacrifice Lease Car Scheme (only applicable for salary sacrifice 

vehicles ordered before 7th September 2020 as this scheme ended on 15th 

September 2020) 

• Relocation Expenses 

• Professional Fees and Subscriptions 

Further details of Additions to Chief Officers’ salaries are published in the Council’s 

Transparency Data and in the Statement of Accounts.   

7. Pension Contributions 

Eligible employees are automatically enrolled into the Local Government Pension 

Scheme (LGPS). The Council is required to contribute to the scheme based on a 

percentage of the pensionable remuneration due under the contract of employment 

of that employee. The employer contribution rate is set by the Actuary advising the 

Cheshire Pension Fund (the name of the LGPS in Cheshire) to ensure the scheme 

is appropriately funded. Employee contribution rates are set in bands and are 

defined by statute.  

Details of the Local Government Pension Scheme discretions exercised, 

contribution bands, actuarial rates and discretions policy application are available. 

8. Redundancy Payments and Payments on Termination 

The Council’s policy on compulsory redundancies, including redundancy 

payments, is set out in the Organisational Change Policy and Procedure. If 

employees have two or more years’ service, they may be entitled to a redundancy 

https://ourcheshire.sharepoint.com/:w:/r/sites/CE-HR-Policy-PayPolicyStatementPPS/Shared%20Documents/2024-25%20PPS/Link%202%20Additions%20to%20Salary%20of%20Chief%20Officers.docx?d=w425a0a2abdf1466aa6b4d4de0bab5c13&csf=1&web=1&e=Gi0Je3
https://ourcheshire.sharepoint.com/sites/CE-HR-Policy-PayPolicyStatementPPS/Shared%20Documents/Forms/AllItems.aspx?id=%2Fsites%2FCE%2DHR%2DPolicy%2DPayPolicyStatementPPS%2FShared%20Documents%2F2024%2D25%20PPS%2FLink%203%20%2D%20Local%20Government%20Pension%20Scheme%2Epdf&parent=%2Fsites%2FCE%2DHR%2DPolicy%2DPayPolicyStatementPPS%2FShared%20Documents%2F2024%2D25%20PPS
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payment. The payment is based on the statutory formula (on actual weekly pay). 

Any overtaken leave/flexi will be deducted from their final salary. Where there is an 

outstanding leave entitlement, this must be taken during their notice period and 

before their employment ends.   

To minimise the need for compulsory redundancies and in conjunction with other 

measures, e.g. restricting recruitment, the Council may consider requests from 

employees to be made redundant (voluntary redundancy). Employees who leave 

on grounds of voluntary redundancy will normally be entitled to receive a 

redundancy payment in accordance with the statutory formula (on actual weekly 

pay) plus an additional severance payment of 0.8 times the statutory payment, 

bringing the total payment to 1.80 times the statutory formula and up to a maximum 

of 50 week’s pay. 

The Council’s current approach to statutory and discretionary payments on 

termination of employment of Chief Officers, prior to reaching normal retirement 

age and for those eligible for retirement, is set out in the Leaving the Council Policy 

& Procedure and in accordance with the Local Government (Early Termination of 

Employment) (Discretionary Compensation) Regulations 2006 and Local 

Government Pension Scheme Regulations 2007. 

All payments under this section are subject to the approval process set out in the 

Organisational Change Policy & Procedure, the Leaving the Council Policy & 

Procedure and CEC Constitution.  

The Council reserves the right to change all discretionary elements. The Council 

will also take into consideration the Government’s statutory guidance on the making 

and disclosure of Special Severance Payments by local authorities in England - 

GOV.UK and will implement any government changes to exit payments when they 

become law. 

9. Early Retirement and Severance on the Grounds of Business Efficiency 

In line with the Local Government (Early Termination of Employment) 

(Discretionary Compensation) (England and Wales) Regulations 2006, the Council 

also operates a voluntary scheme to facilitate early retirement or severance on 

grounds of business efficiency to enable the Council to continue to achieve 

effective use of resources and provide value for money. The terms of this are set 

out in the Leaving the Council Policy and Procedure and due consideration will 

again be given to the statutory guidance on exit payments.  

10. Mutually Agreed Resignation Scheme (MARS) 

The Council has operated a Mutually Agreed Resignation Scheme (MARS) which 

enables individual employees, including Chief Officers, in agreement with the 

Council, to choose to leave their employment voluntarily in return for a discretionary 

‘severance’ payment. This scheme creates resourcing flexibility to avoid 

compulsory redundancies in future, enable the redeployment of resources to higher 

priority areas of work and reduce costs in lower priority areas. MARS is non 

contractual and has no pension liabilities. A decision is taken whether to run the 

https://www.cheshireeast.gov.uk/council_and_democracy/your_council/constitution.aspx
https://www.gov.uk/government/publications/special-severance-payments/statutory-guidance-on-the-making-and-disclosure-of-special-severance-payments-by-local-authorities-in-england
https://www.gov.uk/government/publications/special-severance-payments/statutory-guidance-on-the-making-and-disclosure-of-special-severance-payments-by-local-authorities-in-england
https://www.gov.uk/government/publications/special-severance-payments/statutory-guidance-on-the-making-and-disclosure-of-special-severance-payments-by-local-authorities-in-england
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scheme by the Chief Executive and due regard will be given to the statutory 

guidance on exit payments.  

11. Settlement Agreements 

The Council uses settlement agreements for all voluntary redundancies/severance 

and MARS severance payments, for all employees, including Chief Officers. The 

use of settlement agreements on this basis minimises any risk of future claims 

against the Council and can ensure that any potential or pending legal proceedings 

and their associated legal costs can be avoided. The Council follows the current 

guidance for public sector settlement agreements in these circumstances. 

12. Pay Multiples 

The Council publishes a range of information to meet the Transparency Code 

requirements and has used the recommended formulae in the code guidance and 

Local Government Association (LGA) guidance to calculate the relationship 

between the rate of pay for the lowest paid, median and Chief Officers, known as  

pay multiples.    

13. Re-employment or re-engagement 

Any decision to re-employ an individual (including Chief Officers) already in receipt 

of a Local Government Pension (with same or another local authority) will be made 

on merit, considering the use of public money and the exigencies of the Council. 

In particular, the Voluntary Redundancy Scheme provides that former Cheshire 

East/Legacy Authority employees who left their employment on grounds of 

voluntary retirement, redundancy or severance will not be re-employed in any 

capacity, except in exceptional circumstances and subject to the agreement of the 

Head of HR in consultation with the Chair of the Corporate Policy Committee. Re-

engagement includes all types of contractual relationships whether they are a 

contract of employment, contract for service etc. and whether the individual is 

appointed as an employee or engaged as an interim, direct consultancy or via an 

agency or other supplier.  

14. Publication and access to information 

Upon approval by the full Council, this Statement will be published on the Council’s 

website (www.cheshireeast.gov.uk). Additionally, in line with Code of Practice and 

Accounts and Audit Regulations, salary, allowances and bonus compensation and 

employers pension contributions will be published for: 

a) Senior employees whose salary is £150,000 or more (who will also be 

identified by name). 

b) Senior employees whose salary is £50,000 or more. 

The Council will also publish, on an annual basis, Gender Pay Gap data in line with 

the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. 

 

https://www.cheshireeast.gov.uk/pdf/council-and-democracy/your-council/link-4-pay-multiples.pdf


 
CHESHIRE EAST PAY POLICY STATEMENT 2024/25 – UPDATED OCTOBER 2024         | 8 

 

Prepared by:  HR Operations 

Date:                        December 2023 

Updated:  October 2024  

Next review date:  March 2025 
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Annex 1 – Links 

All the relevant policies and procedures as referred to in the Pay Policy Statement 

can be found using the links in section 1 below. Please email  

humanresources@cheshireeast.gov.uk  should you have any difficulties accessing 

this information. 

Section 1: Additional information  

Link 1 – Pay and grading structure for senior managers and employees 

Link 2 – Additions to Chief Officers’ salaries  

Link 3 – Local Government Pension Scheme 

Link 4 – Pay multiples   

Statement of Accounts 

Section 2: Internal intranet links to the further relevant policies, procedures 

and other relevant information 

• Payment of a Market Supplement  

• Pay and Allowances Policy 

• Pensions Discretions Policy 

• Organisational Change Policy and Procedure  

• Leaving the Council Policy and Procedure 

• Recruitment Policy and Procedure 

• Redeployment Procedure 

• Equality in Employment Policy 

• Relocation and Excess Travel Policy and Procedure 

 

For those seeking to access copies of policies and procedures externally, please 

email humanresources@cheshireeast.gov.uk to request copies of the relevant 

documents. 

 

mailto:humanresources@cheshireeast.gov.uk
https://www.cheshireeast.gov.uk/pdf/Council-and-democracy/council-information/open-data/PPS-Link-1-CEC-Pay-and-Grading-Structures-Updated-April-2024.pdf
https://www.cheshireeast.gov.uk/pdf/Council/pay-grading-structure/Link-2-Additions-to-Salary-of-Chief-Officers.pdf
https://ourcheshire.sharepoint.com/:b:/r/sites/CE-HR-Policy-PayPolicyStatementPPS/Shared%20Documents/2024-25%20PPS/Link%203%20-%20Local%20Government%20Pension%20Scheme.pdf?csf=1&web=1&e=YbkSYU
https://www.cheshireeast.gov.uk/pdf/council-and-democracy/your-council/link-4-pay-multiples.pdf
https://www.cheshireeast.gov.uk/council_and_democracy/your_council/council_finance_and_governance/statement_of_accounts/statement_of_accounts.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/pay-scales-grading-and-pay-policies.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/pay-scales-grading-and-pay-policies.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/pensions.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/restructuring-toolkit.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/leavers-and-resignation-guide/policies-procedures-and-resources.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/recruitment-process-guide/recruitment-process-guide.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/redeployment-and-career-transition.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/equality-in-employment.aspx
https://centranet.cheshireeast.gov.uk/how-do-i/hr-pay-and-employment/relocation-and-excess-travel-expenses.aspx
mailto:humanresources@cheshireeast.gov.uk

