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EXECUTIVE SUMMARY

1.

The pay policy sets out the pay and conditions of Council staff on green book terms
and conditions so does not cover fire service staff or teachers. The Green book
covers the national agreement for pay and conditions of the National Joint Council
(NJC) for local government services known as the Single Status Agreement. The
purpose of the policy is to provide an open and transparent framework locally that
ensures clarity, fairness and consistency in the remuneration of our workforce and
in doing so will also meet the requirements of Section 38 of The Localism Act 2011,
which requires local authorities to publish a pay policy statement which has to be
adopted by Full Council by 31 March each year immediately preceding the financial
year to which it relates. This policy sets out the council’s approach to the pay of its
workforce for the financial year 1 April 2020 to 31 March 2021.

The recommendation of the report will be to accept the revised pay policy.

BACKGROUND

The council’s current pay policy approved by Full Council at its meeting of 16
January 2019 has been updated to reflect changes in the council’s arrangements
during the intervening period. The proposed amendments have been included in
the revised document shown at Appendix A to this report. Full Council is now being
asked to approve the revised pay policy for the period 2020-21, prior to its
publication. The amendments since the last pay policy are as follows:

3.1.2- updated figures and clarity on Apprenticeship payments.

5.8-updates of those roles in receipt of the market supplement.

5.11-explanation that the pay award for 2020-2021 has not yet been agreed
nationally so the pay within the pay policy reflects that currently paid as of January
2020.



5.10-Amendments of essential car user allowances in line with part 3, paragraph 6
of NJC terms and conditions.

5.11- With the introduction of new agile working practices within the council which
promotes flexibility in workplace location, further clarity has been provided on when
mileage claims may be made.

5.17-updated pension contribution information in line with new contribution rates.
6.1- update of childcare voucher information

8.1- clarity relating to tax arrangements for senior appointments.

8.4-updated pay information for grade 10E to reflect the current pay for that grade.
9.1-Additonal pay and information relating to Chief Officer pay.

9.4- updated pay ratio information to reflect current pay differentials within the
council’s pay structure.

9.5- updated gender pay gap data to reflect current salary information and as
annually published on the government website.

10.1.5- clarity on Additional voluntary contributions salary sacrifice scheme.
Appendix A- updated information reflecting pay framework 2019.

Appendix F- updated to reflect current number of permanent full-time equivalent
posts by grade.

STRATEGIC CONTEXT

4. The pay policy is on the forward plan each year and as stated above annually by 31
March. The Localism Act 2011 sets out the statutory requirement for a local
authority to establish publish and annually review a pay policy, which is approved
by Full Council. Central government’s transparency agenda also sets out clear
expectations of local authorities to demonstrate their accountability to the local
community. In addition, a key component of the council's pay policy is a
commitment to equal pay for equal work for all employees and to seek to eliminate
any bias in our pay systems. The production and publication of the pay policy
document clearly underpins the delivery of all council priorities.

CONSULTATION

5. The draft report this year has no substantial changes but proposed amendments
have been made available for consideration by the council’s recognised trade
unions. No formal consultation is required for the pay policy as this is a document
that contains all the necessary information on the council’s terms and conditions of
employment and addresses the statutory requirements of the Localism Act.

FINANCIAL / BUDGET IMPLICATIONS

6. There are no direct budgetary implications arising from this report as it relates to
current pay, although it is necessary to highlight that the pay policy will serve to
ensure that any proposed changes to staffing are made within agreed budgetary
parameters and available resources. It should be noted that this pay policy relates
to current pay as at February 2020, as the pay award for April 2020 has not yet
been agreed nationally. Two percent has been made available by the Isle of Wight
council for the 2020-2021 pay award. Benchmarking is a crucial element of ongoing
monitoring and review to both demonstrate cost effectiveness against other like-for-
like employers as well as to maintain competitiveness within the employment
market to avoid recruitment and retention difficulties in key posts.



LEGAL IMPLICATIONS

. Section 38 of the Localism Act sets out the statutory requirements of what is to be

included within a pay policy statement each financial year. The statement must set
out an authority’s policies towards a range of issues relating to the pay of its
workforce, particularly its senior staff and its lowest paid employees. Section 39
sets out the requirement for a local authority’s pay policy statement to be approved
by a resolution of the authority (through Full Council) before it comes into force and
this must be completed by 31 March immediately preceding the financial year to
which it relates. This must be followed by publication on the authority’s website.

EQUALITY AND DIVERSITY

The council as a public body is required to meet its statutory obligations under the
Equality Act 2010 to have due regard to eliminate unlawful discrimination, promote
equal opportunities between people from different groups and to foster good
relations between people who share a protected characteristic and people who do
not share it. The protected characteristics are: age, disability, gender reassignment,
marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex
and sexual orientation.

Under the Equality Act 2010 we are required to have due regard to our equality
duties when making decisions, reviewing services, undertaking projects, developing
and reviewing policies. An equality impact assessment was undertaken and offered
for consideration by all relevant parties together with recognised trade unions as
part of the consultation undertaken for policy introduction in 2012. This revised pay
policy does not negatively impact on any protected characteristic and there are no
substantive changes since the last pay policy and therefore no further equality
impact has been drafted.

RISK MANAGEMENT

10.The proposed revised pay policy statement sets out a clear framework through

11

which pay spending decisions are taken. The proposed revisions serve to ensure
that all relevant aspects of terms and conditions are up to date and accurate for the
public record. All changes to terms and conditions are subject to formal procedural
processes and after due consultation with the council’'s recognised trade unions.
There are no substantive changes to any terms and conditions proposed within this
report.

. There has and continues to be much media interest in council spending and there is

the potential for considerable reputational damage should it not be possible for the
council to justify its decision-making processes with regards to pay. In addition,
there is now a statutory requirement for the publication of a pay policy statement
and a failure to do so within the required timescale could lead to potential
prosecution and the resulting potential costs. However, it is also within the context
of the council’s commitment to public accountability and transparency in which it is
considered that such a policy approach serves to improve confidence in the
council’s governance arrangements.



12.This pay policy has no substantial changes since the last one approved in March
2019 and the staff pay is in line with the nationally agreed pay award. There are
therefore not believed to be any significant risks.

OPTIONS

13.a) to adopt the proposed pay policy as drafted and attached as Appendix A,
b) to reject the proposed pay policy as drafted and attached as Appendix A, and
refer back to officers for further consideration.

EVALUATION

14.There is a continued legislative requirement under the Localism Act 2011 to
establish and publish a pay policy statement which is approved by Full Council each
year before the 31 March immediately preceding the year to which it relates. Further
revisions have been made to reflect the up to date position with regards to the
council's pay and reward arrangements. In addition to the statutory guidance,
consideration has also been given to the inclusion of detail relating to pay and
reward for the whole workforce to offer greater openness and transparency in pay
related decisions.

15.The pay policy can be adopted as drafted or rejected. There is no significant
change from the previous version; the pay award for 2019 was agreed nationally as
part of a two year pay award which the Council were aware of and therefore could
budget for last year. It is therefore affordable and there are no risks associated with
the option. As stated above, the 2020 pay award has not yet been agreed nationally
and this pay policy reflects the pay currently paid to staff as at the date of the report.

16.RECOMMENDATION

That the proposed pay policy as attached at appendix A is adopted as drafted.

APPENDIX ATTACHED

Appendix A- Draft Pay Policy- February 2020.

17.Contact Point: Judy Mason, HR Manager and Principal Lawyer, @ 821000 e-mail
Jjudy.mason@iow.gov.uk

CLARE SHAND COUNCILLOR STUART HUTCHINSON
Director of Corporate Deputy Leader and Cabinet Member for
Services Resources



https://www.iow.gov.uk/Meetings/committees/mod-council/26-2-20/PAPER%20F-APPENDIX1.pdf

