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1. Purpose 

The Council has an obligation under Section 38 (1) of the Localism Act 2011 to prepare a Pay Policy 
Statement for each financial year. It must be approved by the council and published on the Council’s website.  
 
This Pay Policy Statement covers the financial year 2024/25 and is updated annually from April each year. 
 
This Statement complements the Council’s existing Pay Policy, which was approved by the council in 
November 2011 and came into operation on 1st January 2012.  
 
The Statement sets out Mid Sussex District Council’s policies relating to the pay of its workforce for the 
financial year 2023/24, in particular: - 
 

a) the remuneration of its Chief Officers 
b) the remuneration of its “lowest paid employees” 
c) the relationship between: 

• The remuneration of its Chief Officers and 

• The remuneration of its employees who are not Chief Officers  

2. Definitions  

This Statement is required to use the following definitions:   
 

2.1  “Pay” in addition to salary includes charges, fees, allowances, benefits in kind, increases 
in/enhancements to pension entitlements, and termination payments. 

 
2.2  “Chief Officer” refers to the following roles within the Council: - 
 

▪ Members of the Council’s Management Team, as follows: 

• Chief Executive 

• Deputy Chief Executive 

• Director People & Commercial Services 

• Director Resources & Organisational Development 
 

2.3  “Lowest paid employees” refers to those staff employed from the level 2 Apprentice grade, as it is the 
lowest grade on the council’s pay framework.  

 

2.4  “Employee who is not a Chief Officer” refers to all staff who are not covered under the “Chief Officer” 
group above.  

3.  Pay framework and remuneration levels 

3.1 General approach 
 
Remuneration at all levels needs to be adequate to secure and retain high-quality employees to fulfil the 
council’s business objectives and deliver services to the public.  This must be balanced by ensuring 
remuneration is and is seen to be, fair value to the public purse.  
 
Mid Sussex District Council supports the principle of equal opportunities in employment and believes that 
staff of different age, disability, gender (including staff who have proposed, commenced, or completed gender 
re-assignment), race, religion or belief, or sexual orientation, with or without trade union membership, should 
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receive equal pay for the same or broadly similar work, for work rated as equivalent and for work of equal 
value. Since 30 March 2018, the council has been required to publish figures relating to its gender pay gap.  
 
Mid Sussex District Council will not make payments to staff, or those that could be considered to be staff, via 
Limited Companies. All staff will be directly employed by the Authority. 
 

3.2 Responsibility for decisions on remuneration  
 
It is essential for good governance that decisions on pay and reward packages for Chief Executives and 
Chief Officers are made in an open and accountable way and that there is a verified and accountable process 
for recommending the levels of top salaries. 
 
Mid Sussex District Council will apply the pay agreements reached by the National Joint Council (for staff not 
covered under the Chief Officers Group) and the Joint Negotiating Committee (for Chief Officers) on Pay and 
Conditions of Service. The council may however choose to apply local variations as appropriate/locally 
devised conditions of service. This is only likely to apply if there are recruitment difficulties in certain areas of 
the employment market.    
 
Any decision regarding the recruitment, selection, and remuneration for the post of Chief Executive and Head 
of Paid Service will be made by the whole Council and cannot be delegated.  Advice on such matters will be 
given by a properly constituted ‘Leader’s Panel’, set up by the council to deal with these matters as and when 
they arise.  The Panel will be politically balanced and will take advice from the Section 151 Officer, the 
Monitoring Officer and the Director, Resources & Organisational Development as a minimum before 
recommendations are made to Council. Once an appointment has been made, future remuneration will be 
determined by the Leader of the Council. These awards will comply with a pay scale that has been agreed 
by Council.  
 
The appointment of a Section 151 Officer, Monitoring Officer, and any roles with a salary package above 
£100K (excluding pension contributions) will be approved by Council.  
 

3.3 Salary grades and grading framework 
 
Grades are determined in line with national guidance, with the grade for each role being determined by a 
consistent Job Evaluation process. This followed a national requirement for all Local Authorities and other 
public sector employers to review their pay and grading frameworks to ensure fair and consistent practice for 
different groups of workers with the same employer.  
 
There are 13 grades for employees who are not included in the Chief Officer group or are recruited as an 
Apprentice into the council. Apprentices are paid in line with the Real Living Wage and the level of their 
apprenticeship, this is a stand-alone pay scale.  Each employee will be on one of the 13 grades based on 
the job evaluation of their role or aligned to a grade in the apprenticeship pay scales, with Level 2 Apprentice 
grade being the lowest pay band paid and grade ADIR1 the highest. 
 
Each post within the officer establishment is subject to grading by a job evaluation process. The starting 
salary on appointment will normally be at the lowest point of the salary scale for the grade evaluated for the 
job. 
 
All employees will rise by an annual increment payable on the 1 April each year until the maximum of the 
grade is reached. There will be no further progression payment once an employee reaches the maximum 
spinal column point of their salary grade scale.   
 



 

 
     

 

Page 3  

Annual pay bargaining is conducted nationally and not determined locally. Remuneration is reviewed annually 
for staff, as per agreements reached as part of national negotiations with the National Joint Council on Pay 
and Conditions of Service. These negotiations are binding. 
 
For Chief Officers the value of any pay award is determined by the Joint Negotiating Committee for Chief 
Officers of Local Authorities.   
 
The last pay award to Chief Officers (Deputy Chief Executive and Directors) was made in May 2023. Due to 
national negotiations, all other Employees and the Chief Executive received their pay award in December 
2023 (backdated to April 2023).  

4.  Remuneration – level and element 

4.1 Salaries  
 
4.1.1 “Chief Officers” are those officers occupying the posts as identified in 2.2.  
 
This group of “Chief Officers” is paid outside the council’s pay framework. 
 
The annual pay review for these Chief Officers is considered by the Joint Negotiating Committee for Chief 
Officers of Local Authorities each year.  
 
Typically, these Chief Officers have received the same percentage award determined nationally for other 
grades of Local Government employees within the council.  
 
Salary on appointment for Chief Officers has regard to the demands and challenges of the role compared to 
other Chief Officer roles within the council and the structure of the senior team. Account is also taken of other 
relevant available information, including the salaries of Chief Officers in other similar sized organisations. The 
final decision on the salary on appointment for Chief Officers lies with the Chief Executive or the Director 
Resources & Organisational Development. 
 
The Council’s Senior Officer remuneration data is already published within the annual Statement of Accounts 
and can be found on the Council’s website. 

 

4.2 Bonuses 
 
The council has no provision for and does not intend to make bonus payments for any group of staff. It is not 
the council’s policy to pay substantive honoraria, unless in exceptional circumstances and agreed by the 
Head of Paid Service. 

 

4.3 Acting Up Payments 
 
As per section 12 of the council’s Pay Policy, all contracted employees may be required to take on an acting-
up role, for which the sum payable will be commensurate with the substantive post being covered if the staff 
member acting up is being asked to be responsible for all the duties of the post. If the individual is only 
carrying out some of the duties of the higher-grade job, the calculation will be adjusted accordingly in relation 
to the specific duties being carried out.  

 
The acting-up duties should be carried out for a continuous period of at least 4 weeks (other than cover for 
annual leave) and should be time-limited to cover a specific short-term requirement which should not exceed 
12 months in duration.  

https://www.midsussex.gov.uk/media/5bpf2ht5/2022-23-statement-of-accounts-unaudited.pdf
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4.4 Market Supplements 

 
It is recognised that a shortage of staff with particular skills, either locally or nationally, may drive up the ‘going 
rate’ and create difficulties in recruiting and retaining staff. Mid Sussex District Council has recognised the 
potential for such problems and may consider paying market supplements or enhancements to an individual 
or group of employees where this can be objectively justified.  The specific measures for managing and 
monitoring this process are detailed in section 10 of the council’s Pay Policy.   

 

4.5 Charges, fees, or allowances 
 
Any allowance or other payments will only be made to staff in connection with their role or the patterns of 
hours they work and must be in accordance with the council’s policies and collective agreements.  

 

4.6 Electoral Payments to Officers 
 
The Head of Paid Service is the council’s Returning Officer. The fees for this role are paid according to a 
national fees & charges order in the case of national elections, or the scale of fees & charges agreed in West 
Sussex, in the case of local elections. From this fee, the Returning Officer will pay discretionary fees to any 
Deputy Returning Officers appointed for that election. 
 
The Returning Officer will also charge a clerical fee to the body for which the election is being held. This fee 
is devised from a formula laid out in the scale of fees & charges agreed in West Sussex.  
 
It is to be noted that the above payments do not form part of any employee’s contractual entitlement or 

payments.  

4.7 Car Allowance and Mileage 
 
Where a post attracts essential car user status, the post holder will receive a lump sum allowance per annum 
and mileage rate in accordance with HMRC Car Allowance Rates. Other employees will be able to claim 
casual car allowance mileage.   

4.8 Benefits in Kind 

4.8.1 Mid Sussex Council Membership  

This is a discounted membership scheme for employees of the council to use the leisure facilities at its three 
leisure centres located within the District. This benefit is open to all contracted employees.  

4.8.2 Health and Life Insurance Cover 

 
All Chief Officers are eligible for health and life insurance cover.  

4.9 Pay and Performance  

There is no separate provision or intention for performance-related pay for any council employee.  

4.10 Pension 
 
All employees as a result of their employment are eligible to join the Local Government Pension Scheme.   
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4.11 Severance Payments 
 
The council complies with the Local Government (Early Termination of Employment) (Discretionary 
Compensation) Regulations 2006 as revised in 2010 regarding compensation for loss of employment as a 
result of both voluntary and compulsory redundancy.   
 
Given that the formula for statutory redundancy payments based on age and service is deemed by the 
Government to be permitted under the EU Directive on Age, as per regulation 33 of the Age Discrimination 
Regulations, the council will link compensation payments to the statutory redundancy pay calculator.  
 
In cases of voluntary redundancy, the council will use a multiplier of 2.1 (i.e. multiplying the number of weeks’ 
pay the employee would be entitled to under the statutory formula to the factor of 2.1), giving a maximum 
payment of 63 weeks’ pay, including the statutory redundancy payment.  
 
In cases of compulsory redundancy, the council will use a multiplier of 2 (i.e. multiplying the number of weeks’ 
pay the employee would be entitled to under the statutory formula to the factor of 2), giving a maximum 
payment of 60 weeks’ pay, including the statutory redundancy payment.  
  
Employees who are members of the Local Government Pension Scheme are given the option of converting 
compensation payments (less the statutory redundancy payment) into additional pensionable service on a 
strictly cost-neutral basis, in accordance with the formula published by the Government.  
 
The council will not make use of the augmentation provisions of regulation 52 of the LGPS.  
 
Any other payments on early termination of employment will only be agreed on the basis of the latest 
guidance, which forms part of the best value regime for local authorities in England as set out in section 3 of 
the Local Government Act 1999.   

 

4.11 New Starters Joining the Council 
 
Employees new to the council will normally be appointed to the first point of the salary range for their grade. 
Where the candidate’s current employment package would make the first point of the salary range 
unattractive (and this can be demonstrated by the applicant in relation to current earnings) or where the 
employee already operates at a level commensurate with a higher salary, a higher salary may be considered 
by the recruiting manager.  This will be within the salary range for the grade. The candidate’s level of skill and 
experience should be consistent with that of other employees in a similar position on the salary range. 

 

5. Relationship between remuneration of “Chief Officers” and 

“employees who are not Chief Officers”. 

The ratio between the mean average Chief Officer earnings and the mean average earnings across the 
Council is 100:30.  
 
The ratio between the mean average Chief Officer earnings and the lowest grade currently used is 100:17.  

 
This calculation is based on all taxable earnings for the year, including base salary, allowances, and the 
cash value of any benefits in kind where appropriate.  

 


