Crawley Borough Council Pay Policy Statement for 2018/19
Introduction
The Council is committed to a fair, equitable and transparent pay policy which recognises
and rewards good performance at all levels in the organisation. The terms and conditions of
Council employees are in accordance with the relevant national negotiating bodies which
are:
Chief Executive
Chief Officers
All other staff

Joint Negotiating Committee for Local Authority Chief Executives
Joint Negotiating Committee for Chief Officers of Local Authorities
(this covers Deputy Chief Executive & Heads of Service)
National Joint Council for Local Government Services

Key Elements of the Pay Package
The most significant element of the pay and benefit package is basic pay. A substantial pay
review was undertaken in 2001/2, and the national scheme for job evaluation was adopted
for all posts. This was undertaken in partnership with the trade unions, and was
implemented successfully. Incremental pay scales were established for all posts, including
Chief Officers, as part of this process. Progress within the scales occurs annually, subject to
satisfactory performance. Annual cost of living increases are negotiated nationally.
In addition to basic pay there is a local flat rate payment entitled Crawley Allowance which is
paid to all staff and is increased each year in line with RPI.
Enhanced rates for scales A-E were also agreed locally in 2011/12 following the Chancellor
of the Exchequer’s commitment to low paid staff in the 2010 Autumn Budget Statement.
A local pay agreement was implemented in October 2013 for all Community Services staff to
ensure consistent payment of allowances for evening, weekend and bank holiday working.
A review of senior management took place at the end of 2014/15 which led to the deletion of
Director posts. The salary scales for these roles were deleted. A new post of Deputy Chief
Executive was created and a locally agreed grade was created for this role. The details are
shown in the attached salary scales.
A review of the Job Evaluation Scheme was carried out in 2016 in consultation with the trade
union. A further grade was created at the top of the staff salary scale. This was agreed in
recognition of the increased level of responsibility at third tier management level following
the review of senior management in 2014/15.
New employees will normally be appointed to the first point of the salary scale for their
grade. There is discretion to increase this within the scale where the candidate is currently
earning a higher salary or operating at a level commensurate with a higher salary.
The Section 151 Officer, the Monitoring Officer and their deputies are also paid locally
agreed allowances which are increased in line with national pay awards.
All salary scales and the Local Pay Agreement are attached.
•
•

Chief Officers salary scale
Staff salary scale

•
•

Local Pay Agreement
Apprenticeships salary scale

Other Financial Benefits















Discretionary reimbursement of a proportion of relocation expenses (including
contribution to professional and removal fees, disturbance allowance and interim
arrangements up to a maximum of £8,000.)
Recruitment Incentive Scheme for hard to recruit posts
Payment of professional fees where they are an essential requirement of the job
Essential and casual car user allowances at NJC rates but subject to local criteria
Loans for car purchase and public transport season tickets
Free parking at the Town Hall for essential car users
Salary sacrifice schemes for child care vouchers and bike to work available
Voluntary Benefits scheme allowing access to a range of retail discounts for all staff
Access to the Local Government Pension Scheme including local discretions
Redundancy compensation at the rate of 2 weeks actual salary for each year of
service up to a maximum of 104 weeks plus access to pension for staff over the age
of 55. This will be reviewed in order to comply with the Government’s proposed
further reforms to exit payments when these are introduced.
In exceptional circumstances other severance arrangements may be agreed. Any
such payments will be subject to the agreement of the Chief Executive, Leader,
Cabinet Member for Resources and Head of Legal and Democratic Services. The
payment will take into account the Council’s contractual and legal obligations, value
for money, reputation of the Council and goodwill towards the employee. In the
event of the Chief Executive being the subject of the payment then the Section 151
Officer would replace the Chief Executive in the authorisation process.
All exit payments will be subject to compliance with the proposed Public Sector Exit
Payment Regulations when these are introduced.

Chief Officers are subject to the same pay arrangements as all other staff and do not receive
bonuses or performance related pay. The Chief Executive is appointed as Returning Officer
for Crawley. The pay for this role is determined nationally for national elections, and for local
elections the scale is set jointly by the West Sussex local authorities. The Chief Executive
may appoint a Deputy Returning Officer to assist with this process whose pay will be
determined in the same way.
Lowest Paid Employees
All staff are paid within relevant nationally negotiated salary scales and the lowest paid staff
will be on spinal column point 6 for which the annual salary inclusive of Crawley Allowance is
£19,284*. There is a pay ratio of 1:6 between these posts and the current top point of the
scale for the Chief Executive. The Council feels that this is acceptable and is well within the
Government’s recommended pay ratio which is 1:20. There are a small number of
apprentices who spend a significant amount of their time in training and are employed on a
training contract at a locally agreed rate of 60% of Scale A.
The Council recognises the importance of the living wage and is accredited by the Living
Wage Foundation. All staff, apart from apprentices, are paid above the living wage rate of
£8.75 per hour.

Re-employment
Where an employee has left the authority on the grounds of redundancy and then seeks to
be re-employed on a new contract, a period of 3 months must elapse before their application
will be considered. They will have lost their entitlement to continuous service and abatement
rules will apply if they are in receipt of a pension as a result of that redundancy.
Relationship between remuneration of Chief Executive and other employees
The median average salary of employees is £24907 per annum. The pay ratio between this
and the Chief Executive’s salary is 1:4.7
Any changes to the pay policy will be subject to agreement by Cabinet and Council. An
updated pay policy statement will be issued each year.
Gender Pay Gap
The government have introduced a requirement for all employers of 250 employees or more
to report on the gender pay gap. The first report must be published before 30th April 2018.
The Council already reports on this data and our pay gap for all staff in 2016/17 was 1.6%.
The national figure for all workers is 18.01%.

Lucasta Grayson
Head of People & Technology
11th January 2018

*This salary will take effect from 1.4.18 subject to confirmation of the national pay offer which
is pending at the point of writing this policy.

