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Dartford Borough Council Pay Policy Statement – 2017-18

1. Purpose

This Pay Policy Statement is made in accordance with Section 38(1) of the 
Localism Act 2011 and will be updated annually as part of the budget report.

This Pay Policy Statement sets out Dartford Borough Council’s policies 
relating to the pay of its workforce for the financial year 2017-18, 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. Legislative Framework

In determining the pay and remuneration of all its employees, the Council will 
comply with all relevant employment legislation.  This includes:

 The Equality Act 2010
 The Part Time Employment (Prevention of Less Favourable Treatment) 

Regulations 2000
 The Agency Workers Regulations 2010, and where relevant
 The Transfer of Undertakings (Protection of Employment) Regulations.

With regard to the Equal Pay requirements contained within the Equality Act, 
the Council ensures that there is no pay discrimination within its pay 
structures and that all pay differentials can be objectively justified.

3. Definitions 

For the purpose of this Pay Policy Statement the following definitions will 
apply:

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

3.2 “Chief Officer” (has the meaning given in section 2 of the Local 
Government and Housing Act 1989) and refers to the following roles within 
Dartford Borough Council:

a) Head of Paid Service;
b) Section 151 Officer;
c) Monitoring Officer;
d) Directors; 
e) Staff who report to the Managing Director;
f) Staff who report to Directors. 
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3.3 “Lowest Paid Employees” refers to those staff employed within grade 
B of the Council’s local pay framework. 

The definition for the “Lowest Paid Employees” has been adopted because 
grade B is the lowest grade on the Council’s local pay framework. A number 
of cleaners and one seasonal part time worker are paid no less than the 
Government’s National Living Wage.

From time to time the Council employs Apprentices or other such categories 
of workers, including casual workers, who are not included within the definition 
of ‘Lowest Paid Employee’ as they are employed under the Government’s 
National Minimum Wage legislation and pay is dependent on age.

3.4 “Specified Posts” refers to the most senior staff below Directors that 
have high level and wide ranging responsibilities

3.5 “Other Officers” refers to all other staff other than the Managing Director, 
Directors and Statutory Officers and includes Lowest Paid Employees and 
staff who report, respectively, to the Managing Director and Directors. 

3.6 “Statutory Officers” refers to the Head of Paid Service, the Section 151 
Officer and the Monitoring Officer.

4.  Pay framework and remuneration levels

4.1 General approach

Remuneration at all levels needs to be adequate to secure and retain high-
quality employees dedicated to fulfilling the Council’s business objectives and 
delivering services to the public.

3.2 Responsibility for decisions on remuneration 

It is essential for good governance that decisions on pay and reward 
packages for 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.

The pay grade for the Managing Director, Directors and Statutory Officers is 
determined by a meeting of the General Assembly of the Council.

The pay grade for Other Officers is determined in accordance with the 
Council’s Pay and Grading Policy.  

The Council’s local pay framework was approved by the General Assembly of 
the Council on 25 February 2002. 
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4.3 Salary grades and grading framework

Grades for Other Officers are determined by job evaluation. The Council 
operates the Hay Job Evaluation Scheme, with the grade for each role being 
determined by a consistent job evaluation process, or an extension thereto for 
specified posts.

As part of this, the Council determines a local pay framework, from Grade B 
(lowest) to Grade M (highest). Each job is evaluated against the Hay Job 
Evaluation Scheme criteria. Each grade comprises an entry level and a 
market level. New starters are appointed at entry level and move to market 
level after 12 months, subject to satisfactory performance.

The Managing Director, Directors and Statutory Officers are evaluated under 
the Council’s local pay framework and these posts are paid at a specific salary 
(with no increments) as determined by the General Assembly of the Council. 
The salary of Other Officer posts is determined by the Managing Director, 
based on the Hay Job Evaluation Scheme, or on comparables and/or external 
advice.

Other than entry and market level, pay grades do not have any increments.

Pay awards are considered annually for all staff and approved as part of the 
budget report considered by the General Assembly of the Council in February 
or March each year.  

5.  Remuneration – level and element 

5.1 Salaries 

5.1.1 Managing Director and Directors

As noted in 4.3 above the salary and terms and conditions of the Managing 
Director and Directors is determined by the General Assembly of the Council.

This group of staff is subject to the same pay award (if any) as Other Officers. 

5.1.2 Other Officers

The salaries for Other Officers are determined in accordance with the Pay and 
Grading Policy. The salary of specified posts will be determined by the 
Managing Director in accordance with existing structures, comparables, 
and/or external advice. 

This group of staff is subject to the same pay award (if any) as Officers 
reporting to Council and Statutory Officers. 
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5.1.3 Statutory Officers

As noted in 4.3 above, the salary and terms and conditions of Statutory 
Officers is determined by the General Assembly of the Council.

This group of staff is subject to the same pay award (if any) as Other Officers. 

5.2 Bonuses

The Council does not pay bonuses to any member of staff.

5.3 Fees or allowances

Any allowance or other payment 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 e.g. Expenses Policy, Pay and Grading Policy, 
Employee Handbook. 

All employees at or above Grade H are entitled to subsidised medical health 
insurance. 

Other non-contractual benefits may from time to time be offered to all 
employees e.g. subsidised sports membership.

Separate payments are made to staff for election duties. The fees paid to 
Council employees for undertaking these election duties vary according to the 
type of election they participate in, and the nature of the duties they 
undertake.

When deciding on such payments, regard is given to guidance proposed by 
the Kent Association of Electoral Administrators or similar organisations and 
approved by Kent Chief Executives. The Managing Director has delegated 
authority to agree the fee levels as proposed by the relevant body and 
approval for this delegation will be sought each year along with this Pay Policy 
Statement.

5.4 Performance related pay 

The Council does not operate a scheme of performance related pay.

5.5 Benefits in kind

Any benefits in kind will be in accordance with any specific policy e.g. 
Expenses Policy and subsidised medical health insurance.

5.6 Pension

All employees are eligible to join the Local Government Pension Scheme 
(LGPS). In line with the new LGPS rules, all new employees are auto enrolled 
on commencement of employment. The Council will not offer an alternative 
scheme to employees.
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In certain circumstances, the Council may grant additional scheme 
membership. The Council’s policy on employer pension discretions is included 
as an annex to this Pay Policy Statement. 

Additional scheme membership for the Managing Director, Directors and 
Statutory Officers is approved by the General Assembly of the Council. For 
Other Officers, approval is by the Managing Director.

5.7 Severance Payments

The Council is required to have a policy for discretionary payments under the 
Local Government (Early Termination of Employment) (Discretionary 
Compensation) Regulations 2006.

The Council’s policy on these discretionary payments is included as an Annex 
to this Pay Policy Statement.

Any discretionary compensation for the Managing Director, Directors and 
Statutory Officers will be approved by the General Assembly of the Council. 
For Other Officers approval is by the Managing Director.

It is not the general policy of the Council to re-employ former employees who 
have received a redundancy or discretionary compensation payment on 
leaving. However, the Council must have flexibility to respond to operational 
requirements. For Other Officers, the Council will only re-employ former 
employees who have received a redundancy or discretionary compensation 
payment after approval by the Managing Director. In the case of the subject 
being the Managing Director, Directors or Statutory Officers, approval would 
be required by the General Assembly of the Council.

5.8 New starters joining the Council

Employees new to the Council will normally be appointed to the entry 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, the market grade may 
be payable, subject to the approval of the Managing Director. 

The grade and starting salary, for the Managing Director, Directors and 
Statutory Officers will be determined by the General Assembly of the Council.  
The grade for Other Officers will be determined by the Hay Job Evaluation 
scheme.

6. Relationship between remuneration of “Chief Officers” and “Other 
Officers”

For the purpose of this Pay Policy Statement, the “pay multiple” is defined as 
the ratio between the highest paid salary and the mean average salary of the 
whole workforce. In this context, salary excludes any payments made for 
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election duties, travel expenses, and any payments made on termination of 
employment.

The policy of the Council is to set the pay multiple at a maximum of six. 

7. Publication and access to information about the remuneration of Chief 
Officers

The Council provides information in response to Freedom of Information 
Requests (FOIs) and as a note to the statutory accounts. 

8. Amendments to this Pay and Policy Statement

This Pay and Policy Statement may be amended in-year by resolution of the 
General Assembly of the Council. 
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Annex to Pay Policy Statement

Schedule of employer policy decisions under the Pension Regulations 
for Dartford Borough Council

The Local Government Pension Scheme Regulations 2013

9 (1) & (3) Contributions

Dartford Borough Council will determine the appropriate 
contribution band for an employee by using the pensionable pay 
received on 1 April each year.  In cases where pensionable pay 
drops substantially, employees can request a review of their 
pension contribution band.

For variable time employees, initial contribution rates are set at 
5.5% with a reassessment on 1 April each year.

Dartford Borough Council will notify employees of their individual 
contribution rates in their April payslips or by letter each year 
and thereafter when any changes are made.  

16 (2)e &
16 (4)d Shared Cost Additional Pension Contributions (SCAPC)

It is not Dartford Borough Council’s general policy to operate a 
SCAPC where a scheme member wishes to purchase extra 
annual pension (up to the limit defined in the regulations).  

This does not apply where an scheme member has a period of 
child related leave or authorised unpaid leave and elects, within 
30 days of return to work, to pay a SCAPC to cover the amount 
of pension ‘lost’ during the period of absence, Dartford Borough 
Council is required to contribute 2/3rds of the cost. If an election 
is made after the 30 day time limit the full costs will be met by 
the scheme member. 

17 (1) Shared Cost Additional Voluntary Contributions (SCAVC)

Dartford Borough Council will not operate a SCAVC for 
employees.

21 (5) In determining Assumed Pensionable Pay whether a lump sum 
payment made in the previous 12 months is a ‘regular lump 
sum’.

Dartford Borough Council will maintain a list which details what 
Dartford Borough Council considers to be a regular lump sum 
payment made to our employees to be used in the calculation of 
the Assumed Pensionable Pay.
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22 (7)(b) & Aggregation of Benefits
22 (8)(b) 

Employees who have previous LGPS pension benefits in 
England and Wales will automatically have these aggregated 
with their new LGPS employment unless they elect within 12 
months of commencing membership of the LGPS in the new 
employment to retain separate benefits.  Dartford Borough 
Council may extend this time limit if the scheme member can 
demonstrate exceptional circumstances so as to justify this.

 
30(6) & Flexible Retirement
30(8)  

It is Dartford Borough Council’s policy to only agree to the 
flexible retirement of a scheme member, and the immediate 
payment of benefits, where there is no detrimental effect on the 
service.

If consent has been given under Regulation 30(6), it is not 
Dartford Borough Council’s policy to waive, in whole or part, any 
actuarial reduction to the scheme member’s benefits.

30(8) Waiving of Actuarial Reductions

It is not Dartford Borough Council’s general policy to waive any 
actuarial reductions applied to benefits paid early or where a 
scheme member has previously been awarded a deferred 
benefit, unless there is a demonstrable benefit to the 
organisation which would take full account of any extra costs to 
be borne by the authority. Any such consent shall be approved 
by the Managing Director.

Where a request has been made for the early payment of 
benefits for compassionate reasons full consideration must be 
given to the guidelines issued by Kent County Council.  Payment 
may only be made after agreement by the Managing Director.  

31 Award of Additional Pension

Dartford Borough Council has the discretion to award additional 
pension (up to the additional pension limit defined in the 
regulations) to an active member or within 6 months of leaving 
the scheme to a scheme member who was dismissed on 
grounds of redundancy or business efficiency.  

Dartford Borough Council will only exercise this discretion in 
exceptional circumstances and only at the discretion of the 
Managing Director.

Additional pension granted under this policy will be awarded as 
a contribution of 1.5% of basic salary for every completed five 
years of service, subject to a maximum of 20 years’ service 
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being taken into account and an overall maximum of £6,500 
additional pension being awarded.

100 (6) Aggregation of Benefits

If an employee wishes to transfer any pension benefits they 
have built up in other schemes to the Local Government 
Pension Scheme, the election to do so must be made within 12 
months of starting a new period of membership.  This time limit 
may be extended if the employee can demonstrate exceptional 
circumstances so as to justify this.

The Local Government Pension Scheme (Transitional Provisions, 
Savings and Amendments) Regulations 2014

Schedule 2
1 (1)(c) Whether to allow the rule of 85 to be ‘switched on’ for members 

from age 55 and before age 60.

It is not Dartford Borough Council’s general policy to make use 
of the discretion to ‘switch back on’ the 85 year rule protections 
unless there are clear financial or operational advantages to 
Dartford Borough Council.

Each case will be considered on its merits by the Managing 
Director.  

The Local Government Pension Scheme (Benefits, Membership and 
Contributions) Regulations 2007

11(2) Where a scheme member’s pensionable pay consists of fees, it 
is the policy of Dartford Borough Council that, if this produced a 
higher figure, an average of all such fees for any three 
consecutive years ending 31 March within the period of 10 years 
ending with the last date of active membership may be used in 
the calculation of benefits.

The Discretionary Compensation Regulations (2006)
 
5 It is the policy of Dartford Borough Council to base redundancy 

pay on the actual week’s pay rather than the statutory ceiling.

6 Additional compensation allowed in this regulation will not 
normally be agreed unless there is an overall benefit to the 
authority; such cases to be approved by the Managing Director.


