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Summary 
 
This report outlines the proposal to make changes to Chief Officer’s pay and grading.  
The changes are driven by both a need to reduce the rate of pay growth at senior 
management levels, particularly at a time of significant financial strain and a desire to 
embed a consistent, fairer and more transparent approach to reward.  
 
Following the conclusion of a formal consultation process with all affected officers 
which ended on 4th November 2019, the Chief Officers Employment Panel is 
requested to approve the recommended changes to Chief Officer terms and 
conditions of employment. 
 
 
Recommendations 
 

1. Approve the new grade and salary ranges as detailed in section 1 below for 
the Chief Executive and all Chief Officers (as defined in the constitution).  The 
new grade and salary ranges to take effect from 1st April 2020. 
 

2. Note that the new grade and salary ranges will replace all SMG grades from 
1st April 2020. 

 

 
Wards Affected: None 
 

 
 
  



H&F Priorities 
 
Please state how the outcome will contribute to our priorities – delete those priorities 
which are not appropriate  
 

Our Priorities Summary of how this report aligns to the 
H&F Priorities  

 Building shared prosperity Not applicable 

 Creating a compassionate 
council 

Additionally, the proposal provides greater 
parity of conditions between senior manager 
and non-senior manager grades in light of 
the fact that only senior managers are 
currently eligible to receive PRP. 

 Doing things with local 
residents, not to them 

Not applicable 

 Being ruthlessly financially 
efficient 

The removal of the current senior manager 
performance related pay schemes and 
introduction of new pay grades is forecast to 
reduce pay inflation by a total of £4.7 million 
over the four-year period 2020/21 to 
2023/24.   

 Taking pride in H&F Not applicable 

 
Financial Impact  
 
This report focuses only on the strategic leadership team terms and conditions rather 
than the wider implications of the senior manager PRP scheme. The financial impact 
of this decision is currently unknown and will depend on the pay points of the Chief 
Executive and Chief Officers reporting to the Chief Executive, their assessed 
performance in 2019/20 and future years, and the costs of the proposed Total 
Reward approach. 
 
The new scheme is projected to reduce pay inflation on the costs of senior managers 
(Head of Service and above) by £4.7 million during the next four years with a £1.8 
million per annum reduction in senior manager costs by the end of 2023/24 
compared to continuing with the current PRP schemes. 
 
It should be noted that this report focuses only on the strategic leadership team 
terms and conditions.  
 
Legal Implications 

 
A consultation exercise involving all senior staff currently on SMG grades has been 
conducted, the summary of which is attached as Appendix 1 to this report for 
consideration by the Panel.  The proposals contained within this report comply with 
legislative requirements and mitigates the risk of equal pay challenge. 
 



 

 
Contact Officer(s): 
 
Name: Mark Keeble 
Position: Pay and Reward Consultant 
Telephone: 07966 942741 
Email: mark.keeble@lbhf.gov.uk 
 
Name: Emily Hill, 
Position: Assistant Director, Finance 
Telephone: 020 8753 3145 
Email: Emily.Hill@lbhf.gov.uk 
 
Name:  Rhian Davies 
Position: Borough Solicitor  
Email: rhian.davies@lbhf.gov.uk 
 
 

 
Background Papers Used in Preparing This Report 

 
There are no background papers  
 

 
DETAILED ANALYSIS 
 
1. Proposals and Analysis of Options  

 
Background to review of senior manager pay and reward 
 

1.1 A review of senior management pay and reward was undertaken to ensure 
levels of remuneration reflected the financial envelope the Council has to 
operate within to deliver excellent service in the context of increasing demands 
and reducing levels of resources.  The structure of the organisation had also 
changed as a result of reshaping our departments to deliver strategic 
commitments, bringing some services back in-house and becoming a 
sovereign borough again in delivering many of our services. 
 

1.2 The staff survey undertaken at the end of 2018 identified the need for greater 
transparency in our pay and reward approach across the Council.  There was 
also a need to increase fairness in pay increases across the workforce so that 
senior managers were not receiving levels of reward that could be considered 
excessive in comparison to the rest of the workforce.  In addition, when Full 
Council approved the 2019/20 Pay Policy Statement, it contained a 
commitment to review the existing Performance Related Pay (PRP) schemes.  
This includes the senior manager PRP schemes, one of which applies to the 
Chief Executive and Chief Officers (as defined in the Constitution), which 
requires a decision by this committee to implement any changes. 
 



Designing the new pay and grading scheme 
 

1.3 The remuneration packages for senior managers were reviewed based on 
several design principles and the need for greater efficiency.  These design 
principles were: 

 

 Salary uplifts to consider the Council’s overall financial position 

 Review non-consolidated performance related bonuses  

 The level of remuneration paid to senior managers to be brought into 

line with the principles of fair pay 

 Seek to reduce pay inflation compared to the previous 4 years  

 A competitive salary to be offered considering the median pay in other 

London Boroughs 

 The potential impact on our gender pay gap to be considered 

 The design and application to comply with best practice on equal pay 

 Administration of senior manager pay to be efficient 

 A new pay model should offer a reasonable prospect of reaching 

agreement to implement. 

 
1.4. There were four main options considered for the design of the new pay 

scales: 
 

1. Do nothing 
2. Use fixed spot salaries 
3. Use of pay ranges 
4. Use of incremental points 

 
1.5. Option 1 to do nothing was discounted on the basis that it would not reduce 

the rate of pay inflation or achieve more equitable levels of reward across the 
workforce.  Option 2 of using fixed spot salaries was identified as having equal 
pay risks and was likely to have limited the Council’s ability to recruit and 
retain in a competitive labour market.  Option 3, using pay ranges was 
considered to offer flexibility and financial control.  Option 4  restricted 
flexibility and financial control by having a set number of incremental salary 
points within each grade. 
 

1.6 In considering the current design and structure of the Council’s departments 
and the hierarchy of senior manager roles within them, it was decided that six 
different senior management grades differentiated between different levels of 
responsibility.  It was also decided to remove overlap in salaries between 
different grades. 
 
Proposal for grades for the Chief Executive and Chief Officers (as 
defined in the Constitution) 

 
1.7 The changes on the grading and other aspects of remuneration for the posts 

within the remit of this Committee were part of the formal consultation with the 
whole of the Council’s senior manager cohort.  A copy of the close out 



consultation report which details the process undertaken is attached as 
Appendix 1. 

 
1.8 The most significant changes that are proposed are the removal of the 

existing PRP scheme and the replacement of the Chief Executive and SMG1 
Upper Range with two new grades as follows: 

 

Current Grade Current Salary 
Range 

New Grade New Salary 
Range 

Chief Executive £156,060 to 
£192,474 

Grade A £175,000 to 
£195,000 

SMG1 Upper £124,947 to 
£168,345 

Grade B £136,001 to 
£170,000 

 
1.9 The reason for the increases in the minimum salaries for both Grade A and 

Grade B compared to the current grades is to remove overlap and 
differentiate between the levels of responsibility.  The actual salary paid to the 
postholders employed in Grade B is determined by the Chief Executive. 

 
2 Reasons for Decision 

 
2.1 The Chief Officers Employment Panel is responsible for all decisions on all 

matters related to the terms and conditions and policies of employment 
covering the Chief Executive and other Chief Officers (as defined in the 
Council’s Constitution).   
 

2.2 The following roles are defined as Chief Officers within the Constitution: 
 

1) Head of Paid Service (Chief Executive) 
2) Section 151 Officer (Strategic Director of Finance & Governance) 
3) Director of Children’s Services 
4) Strategic Director of Social Care 
5) Strategic Director of the Environment 
6) Strategic Director of the Economy 

 
2.3 All other staffing matters are the responsibility of the Head of Paid Service 

(Chief Executive). 
 

3 Equality Implications  
 

  It is not considered that the proposed changes at the Chief Officer level will 
have any implications for equalities.  Please refer to appendix 1 which 
provides full details of the wider equality impact assessment that was 
undertaken. 

 
Implications verified/completed by: (Mark Keeble, Pay and Reward Consultant, 
Telephone: 07966 942741) 
 

4 Risk Management Implications 
 



4.1 The report sets out the rationale for changing the remuneration arrangements 
for the Council’s Chief Officers which is in line with the Council’s objective of 
being Ruthlessly Financially Efficient with the proposed arrangements 
contributing to the Council’s savings requirement.   
 

4.2 The recommended option mitigates the risk of equal pay challenge and being 
able to recruit and retain suitable individuals to fill senior leadership roles in a 
competitive market. 
 

4.3 Implications verified/completed by: (David Hughes, Director of Audit, Fraud, 
Risk and Insurance, 07817 507 695) 

 
5 Consultation 

 
5.1 Formal consultation was undertaken with senior managers employed by the 

Council and recognised trade unions (Unison and GMB) between 30 
September 2019 and 4 November 2019.  Section 3 on page 4 of Appendix 1 
describes the consultation method. 

 
List of Appendices: 
 
Appendix 1 – Consultation Close Out Report: Senior Management Pay and Reward. 
Appendix 2 – Commencement of Consultation Report: Senior management Pay and 
  Reward 


