THE ROYAL BOROUGH OF KENSINGTON AND CHELSEA
ADMINISTRATION COMMITTEE - 8" JANUARY 2024
REPORT OF THE DIRECTOR FOR HUMAN RESOURCES AND
ORGANISATIONAL DEVELOPMENT AND THE CHIEF EXECUTIVE

PAY POLICY 2024/25

Full Council is requested to approve the Council’s pay policy statement for 2024-25 as set
out in Appendix 1.
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FOR DECISION
INTRODUCTION AND BACKGROUND

Under Section 38(1) of the Localism Act 2011 (the “Act”), the Council is required
to prepare a pay policy statement for each financial year. This statement must be
approved by Council. The provisions of the Act do not apply to local authority
schools.

The pay policy statement must be approved by a resolution of Council before it
comes into force. Once in force it must be complied with, although it may be
amended by Council during the financial year. It must always be published on the
Council’'s website as soon as reasonably practicable after approval or
amendment.

The Council must in setting pay policy statements, have regard to any guidance
issued by the Secretary of State for Levelling Up, Housing and Communities .
This includes:

e Local Government Transparency Code amended 2015 issued
pursuant to section 2 of the Local Government Planning and Land Act
1980;

e Guidance and supplementary guidance issued in February 2013 under
section 40 of the Localism Act 2011; and,

e Statutory Guidance on Special Severance Payments 2022.

CONTENT OF THE PAY POLICY STATEMENT

The Act provides that the Council must include in its pay policy statement, its policies
relating to

The remuneration of its chief officers. Remuneration includes salary or payment
for a contract for services, expenses, bonuses, and performance related pay as
well as severance payments. The definition of chief officers includes the head of
paid service, statutory chief officers, non-statutory chief officers and those who
report to them.



2.1

2.2.

2.3

2.4

3.1

3.2

3.3

3.4

The remuneration of its lowest paid employees. The pay policy statement must
set out its definition of “lowest paid employee” and the reasons for adopting that
definition.

The relationship between the remuneration of its chief officers and employees
who are not chief officers.

Section 38 of the Act together with the statutory guidance also provide for
further information to be included in the pay policy statement. The pay policy
statement should include the Council’s policy on remuneration for its highest
paid staff alongside its policies towards its lowest paid employees. In particular,
the Council should explain what it thinks the relationship should be between the
remuneration of its chief officers and other employees and its policy on the
lowest paid (outlined in the paragraph on ‘Definitions’ within the pay policy
statement). The Council should include its current policy towards maintaining or
reaching a specific pay multiple, within its broader policy on how pay and reward
should be fairly dispersed across its workforce.

So far as other elements of senior remuneration are concerned, including
bonuses, performance related pay (PRP), severance payments and the
payment of fees for election duties, the Council must also make it clear what
approach it takes to the setting and publishing of these.

The pay policy statement must also deal with a number of aspects of re-
employment of staff. The Council must explain its policy in relation to the
payment of salary and pension to the same individual. It must also set out its
policy in relation to the re-employment of chief officers who have retired and
may be re-employed on a contract for services.

Due regard has been given to the guidance in the preparation of this pay policy
statement.

PROPOSAL AND ISSUES

The Government guidance for local authorities on the preparation of a pay
policy statement recommends the calculation and publication of an authority’s
pay multiple. This is to illustrate the relationship between the median salary in
the organisation and the salary of its highest paid officer.

The median is defined as that earnings figure at which there are an equal
number of officers’ earnings figures above and below it. The highest paid officer
in the Council is currently the Chief Executive. The remuneration of the highest
paid officer is divided by the median earnings figure to arrive at the pay multiple.
This figure is 4.8 as at March 2023. This has reduced from 5.5 last year.

For comparison, the average pay multiple of Inner London Boroughs reported in
the 2023 London Councils Chief Officer Pay Survey was 5.9. The Council will
continue to compare its pay multiple and if there is a significant change, report
to Administration Committee.

The Council is an accredited London Living Wage Employer. All Council
employees are paid at or above the London Living Wage.
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OPTIONS AND ANALYSIS OF OPTIONS
The policy can be adopted as proposed.

Amendments can be proposed to the pay policy statement before it is adopted
by the Council.

CONSULTATION

This policy is not subject to consultation; it provides a statement on current
remuneration policies. The Council has a duty to consult employees and Trade
Unions whenever it proposes to amend an existing policy that affects the pay
and conditions of employment.

EQUALITY IMPLICATIONS

As mentioned, this report has been produced so that the Council approves the
pay policy statement. There are no actions that impact on equalities and as a
result, the policy’s equalities impact assessment (EIA) is rated as low. The
Council monitors equalities implications of pay and other workforce measures
on an on-going basis.

LEGAL IMPLICATIONS
The statutory requirement set out in the Localism Act 2011 (Sections 38-43) are
summarised in the report and the pay policy statement at Appendix 1. The pay

policy statement complies with the statutory requirements.

These implications have been verified or completed as appropriate by LeVerne
Parker Chief Solicitor

FINANCIAL AND RESOURCES IMPLICATIONS
This report sets out the current position on pay within the Council and any
increase in pay rates agreed via national negotiations are factored into the

Council’s annual budget setting process.

These implications have been verified or completed as appropriate by Lisa
Taylor, Interim Director of Financial Management.

RECOMMENDATIONS

That Full Council approves the pay policy statement and its appendices for
2024-25 as set out in Appendix 1 attached.

Debbie Morris
Director for Human Resources and Organisational Development

Maxine Holdsworth
Chief Executive
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APPENDIX 1: PAY POLICY STATEMENT 2024/25

ROYAL BOROUGH OF KENSINGTON AND CHELSEA (RBKC)
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Fairness and Transparency

The Council is committed to paying its staff on a fair basis to reflect the work
that they do. At the same time, it recognises that there is public interest in
both the remuneration of its staff and the way in which that remuneration is
set. It is therefore publishing this statement to ensure transparency and fulfil
its obligations under section 38(1) of the Localism Act 2011.

Council Values and Behaviours

A new set of values and behaviours were developed by staff and adopted in
2018. In addition, managers have a document which sets out the behaviour
the Council requires employees to demonstrate.

The values, key behaviours and guide to good management are used during
recruitment to vacant posts, discussions on learning and development needs
and performance appraisal.

The Council recognises that, as an organisation which expects high standards
from its staff, it should motivate and reward accordingly, both to recruit the
best and to continue to ensure a high level of individual employee
performance.

Pay Design

Salaries for approximately two-thirds of the Council’s 2,580 employees are set
by national pay bargaining through the Greater London Provincial Council
(GLPC). However, the Council decided that, in order to retain staff, it would
combine pay scales into longer salary ranges. There are five of these — from
Grade B to Grade F. With effect from 1 April 2021, the lowest 3 points of
Grade B were removed to increase the minimum salary paid to an employee
who is not an Apprentice. Progression through grades is by annual
increments and is related to satisfactory service. All staff have an annual
performance appraisal.

The remaining staff within the non-schools’ headcount, numbering
approximately 875 including the Chief Officers, have locally determined salary
ranges — from Grade G to Grade O. Progression through the grades is by
annual increments and is related to satisfactory service. All staff have an
annual performance appraisal.

The Council’s pay scale is set out in the attached Appendix A. The rates
shown are those effective from 1 April 2023 The pay scale is reviewed
annually on 1 April. Grade A is increased to match the London Living Wage.
Grades B to F are increased in line with the cost of living award agreed by the
National Joint Committee for Local Government Services. The cost of living
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award for Grades G to O is determined locally by RBKC.This years pay award
was agreed on 15t November 2023 and will be paid in December payroll with
backdated pay to 15t April 2023.

The grades of all posts in the Council are determined through job evaluation
to ensure fairness and equality. In respect of Grades B to F, this is done
through a job evaluation scheme developed some years ago for all councils in
London called the Greater London Provincial Council scheme. For Grades G
to O, the job evaluation scheme that is used is the one devised by the Hay
Management Consultancy Group, now part of the Korn Ferry Group. The
composition of the Hay Korn Ferry scheme is different from the GLPC
scheme.

In addition to these annual salaries, the Council can choose to pay extra sums
to staff to recognise market pressures or additional work undertaken. These
may be pay supplements, acting-up allowances and honoraria.

Currently the Council pays market supplements to the following staff groups:

Child Protection Social Workers

Approved Mental Health Practitioners

Senior Planning and Building Control Managers/Engineers

Educational Psychologists

Small numbers of senior professional roles in services such as ICT and
Housing

Managers are expected to appoint successful candidates on the first point of
the grade unless a higher point is justified. Appointments above the first point
must be supported by evidence of experience relevant to the role, the skills or
qualifications of the individual and the current market rate, which includes
consideration of the individual’s current salary.

Those officers who have statutory positions in relation to elections i.e.
Returning officer/ Acting Returning Officer and deputies also receive a fee in
recognition of these roles. This fee reflects the advisory fee set for each
election by the Cabinet Office. There are also fees paid to staff who carry out
the annual canvass of the electoral register and who undertake additional
work at the time of the election — poll staff, inspectors, count staff, etc.

The Council has a number of shared senior management posts with the City
of Westminster and to a lesser extent with the London Borough of
Hammersmith and Fulham. Where these are in place the remuneration is
shared by the relevant Councils.

Benefits

The Council tries to adopt best practice and allow for market forces when
determining additional benefits for its staff. In addition, it acknowledges that
benefits are an important part of its recruitment and retention package. All
staff are therefore eligible to receive a range of benefits which the Council
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either provides or has negotiated, such as: interest free travel loan and travel
allowance, purchase of additional annual leave, cycle to work salary sacrifice
scheme, free swimming at Council Leisure Centres, training support,
outplacement support and career counselling for staff made redundant.
Council employees also benefit from various discounted membership and
reduced entry offer schemes made available to employees by various
organisations.

Pension and Severance Payments

A week’s pay for the purposes of severance payments is calculated in
accordance with the provision of the Local Government (Early Termination of
Employment) Discretionary Compensation (England and Wales) Regulations
2006. The actual amount of a week’s pay is based on the average pay
received in the 12 weeks before termination. For maternity leave, long term
sick leave or unpaid leave the week’s pay will be based on the last full 12
weeks of actual or contractual pay as appropriate.

The number of weeks’ redundancy is based on age and length of continuous
reckonable service at leaving and is subject to a statutory limit of 30 weeks’

pay.

Non-Teaching staff are entitled to join the Council’s local government pension
scheme from their first day of employment and a scheme member who has
met the vesting period (usually 2 years’ membership) can receive their
pension at their normal pension age with no reductions. Employees voluntarily
leaving the Council who are age 55 or over and prior to their normal pension
age, with a minimum of 2 years in the scheme, can elect to voluntarily take
their pension before normal pension age but with actuarially reduced benefits.
Pension payments will be released early in certain circumstances including
redundancy and ill health retirements, provided the appropriate statutory
regulations, scheme regulations and local pension policy criteria are met as
appropriate. There is a separate, published local LGPS discretionary policy
which is attached as Appendix B. This is updated from time to time.

Any exit payments of £20,000 or more that fall within the scope of the
statutory guidance on special severance payments must be approved by the
Chief Executive. Special severance payments are those payments over and
above statutory or contractual entitlements and typically might be considered
when settling a claim issued or proposed to be issued in the Employment
Tribunal.

New starters are enrolled into the Local Government Pension Scheme
(LGPS), subject to certain conditions, unless choosing to voluntarily opt out
which is also subject to certain conditions (note that new teaching staff are
enrolled into the national Teachers Pension scheme).

Under the LGPS, eligible staff aged 55 or over and who have not reached
their normal pension age may request flexible retirement whereby they can
retire early but continue to work on a part-time basis with permanently
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reduced hours or with a permanent reduction in grade. Flexible retirement is
not a right, it is subject to Council agreement.

Employees who receive a redundancy or severance payment will not be re-
employed or engaged as an agency worker, interim or through a contract for
services without a business case justifying the decision which requires the
approval of the Director of HR and OD.

The Council’s local government pension scheme does not operate an
abatement policy and so does not reduce any pension in payment if a former
employee is appointed to work for the Council again or for another authority
operating the LGPS under a contract of employment, agency/interim
assignment or contract for services.

Publication and Access to Remuneration of Chief Officers

The Council publishes details of remuneration of Chief Officers in the Annual
Statement of Accounts and on the Council’s website. The Council also
publishes information about the level of remuneration of other senior staff on
its website.

Definitions and Explanation

The pay ranges for senior staff are set by the Council and reflect the need to
recruit and retain good staff. Annual reviews of the pay scales for these staff
normally take account of the nationally agreed cost of living increases and are
payable from April 15t every year.

The Localism Act requires the Council to define its lowest paid employee. The
Council is an accredited London Living Wage (LLW) employer and is
therefore required to pay this rate as a minimum to employees. Grade A on
the Council’s pay scale is equal to the hourly rate for the LLW. In RBKC, this
means no employee will receive less than £13.00 an hour (LLW rate
announced October 2023). This is significantly above the statutory National
Living Wage, which for employees aged over 25 is £10.42 an hour (April 2023
rate). Accredited LLW employers are required to implement the new LLW
rate within six months of the announcement. The Council applies the
increase from 1 April following the announcement in the autumn.

Only apprentices employed by the Council who are studying for a qualification
at level 2 or 3 are paid on Grade A. The next lowest pay point on the pay
scale is Grade B, which is point 4 of the GLPC pay scale. The Council does
not use the lowest three points on the GLPC scale. This means that the next
lowest paid employees will be in receipt of a salary of £28,128, which is
equivalent to £14.97 per hour (April 2023 rate).

The Council evaluates the job descriptions for all apprentices studying for a
qualification at level 4 and above and for all graduate trainees to determine
which grade they should be remunerated at.
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In addition, the Council is required to publish the pay multiple between the
highest paid employee and the median salary of the workforce. The current
multiple is 4.8 (March 2023). The pay multiple will be kept under review. The
Council uses the earnings data that is consistent with the statutory Gender
Pay Gap measures to calculate the median pay multiple. This is because it
includes all regular and one-off payments made to employees in addition to
their salary and can be produced on a consistent basis each year.

The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017
requires organisations of more than 250 employees to publish their gender
pay gap figure and associated data on their websites as well as uploading the
information to the Government’s website. This requirement needs to be met
by 30t March each year for Public Sector organisations. This information is
being produced and with a supporting narrative will be published on the
Council’s website and uploaded to the Government site prior to 30" March
2023. If the publication of the Gender Pay Gap information results in any
changes to the Pay Policy these will be reported to Council. In line with
commitments to diversity and inclusion and increasing transparency,
information on the Council’s ethnicity pay gap has been published annually
from March 2020 and disability pay gap data since March 2021.

Salary packages on appointment which exceed £100,000

All posts, including those which exceed a salary package of £100,000, are
appointed within a grade and structure where the principles of reward and
remuneration are consistent with this policy which is agreed by full Council on
an annual basis. Any new appointments with a salary package which
exceeds £100,000 and which are outside of this approved pay structure will
be referred for approval to Administration Committee.

Role of Full Council
The Localism Act 2011 requires full Council to approve a pay policy for each

financial year. Amendments made to a pay policy during a financial year also
require the approval of full Council.



Appendix A: RBKC Pay Scale

This table shows the Council’s grade structure with effect from 1 April 2023. For
Grades B to F, it also shows the equivalent grade on the Greater London Provincial
Council (GLPC) pay spine.

REKC PAY SCALE

1 April 2023

RBELC Eqiil;:en Spine Annual RBELC Spine Annual RBELC Spine Annual
Grade t Grade Point Salary Grade Point Salary Grade Point Salary
A M LLw™*| £22434 1| £45 854 1| £110,241
B Scale 2 4| £28,128 2| £50,757 2| £112385
5| £28,545 3| £51,578 3| £114591
Scale 3 6| £28977 - 4| £52,517 4| £115832
- 7| £2%412 - 5| £53,574 - 5| £115121
- 8| £29,859 5| £54,552 5| £121452
Scalz 4 2| £30,309 7| £55,548 7| £123831
10] £30,771 5| £56,565 5| £126258
12| £31716 1| £55497 1| £127 257
Seale £ 1 £32,205 2| £56,514 2| £129,733
14| £32,700 3| £57,548 3| £132.300
D 1 £33,204 H 4| £EE505 M 4| £134 885
15| £34770 5| £59.682 5| £137544
Scale 6 1 £35,313 &| £60,780 5| £140,244
20| £35,862 7| £61,502 7| £142 75958
23| £37575 5| £63,045 5| £145 805
501 24| £38166 1| £64929 1| £168015
- 25| £38,769 2| EBE,1TT 2| £171.330
= 27| £40,005 3| £67,452 3| £174,708
502 28| £40,389 | 4| £68751 N 4| £178,152
29| £41286 5| £70,080 5| £181662
201 30| £41,967 5| £71433 5| £185,250
B 1| £42 855 7| £72,810 7| £188 904
P02 32| £43,824 5| £74,220 8| £192,636
33| £44862 1| £75,252 1| £208,797
F POZ 34| £46053 2| £76,710 2| £212925
35| £47043 3| £78195 3| £217134
36| £48,0632 4| £7%,707 - 4| £221427
PO4 37| £43,071 5| £B1,252 = 5| £225,807
38| £50,088 5| £B2,830 5| £230,274
7| £B4435 7| £234831
5| £B6,076 5| £233478
1| £B7,546
Note: RBKC does not use GLPC points 1 to 2| £89 247
3, 11 16 17,21, 27 and 26 3| £50,981
K 4| £92,751
* LLW rat= paid from 1 April 2023 5| £94,557
5| £36402
7| £98277
5| £100,1%4




APPENDIX B: STATEMENT OF LOCAL EMPLOYER PENSION POLICY APRIL
2019

This statement applies to all employees of the Royal Borough of Kensington and
Chelsea (the Council), who are eligible to be members of the Local Government
Pension Scheme. There are four specific matters on which the Council needs to
declare its local policy as an employer and two specific matters on which the Council
needs to declare its local policy as an administering authority. These are set out
below.

1. Discretion of employer to award additional pension

Regulation 31 LGPS Regs 2013

This regulation gives an employer the power to award up to £6,755 per year
additional pension (increased in April each year by the Pensions Increase Act 1971)
to an active member or a member who is dismissed by reason of redundancy or
business efficiency on retirement.

Local policy

The Council will consider use of this regulation to award additional pension on the
recommendation of the Director of Human Resources (DHR). Where the discretion is
exercised the cost to the pension fund is to be reimbursed by the employing
department, within one month of a resolution being made to agree that payment.

2. Discretion to permit flexible retirement
Regulation 30(6) and 30(8)) LGPS Regs 2013

This regulation enables an employer to let an employee aged 55 or more reduce
his/her hours or grade and receive immediate payment of all or part payment of the
pension benefits to which that member would be entitled in respect of that
employment, adjusted by the amount shown as appropriate in actuarial guidance
issued by the Secretary of State.

If the employee would suffer an actuarial reduction in the pension and lump sum due
to the early payment, the regulations confer a further discretion for the employer, at
its own cost, to waive that reduction in any particular case.

Local Policy

The Council will consider allowing flexible retirement to an employee aged 55 or
more only where no costs occur to the pension fund from flexible retirement. No
waiver of actuarial reduction will be made in such a case.

If flexible retirement is requested in relation to a reduction in contractual hours,
requests will only be considered where the reduction in hours is at least 40 per cent
of their existing contractual working hours. Under this arrangement no employee
would not be permitted to work more than 3 days per week. Also, this discretion may



only be used where the employing department can demonstrate that there will be no
adverse impact to service users.

The Council wishes to support employees who wish to have a gradual transition to
full retirement via a reduction in working hours or a reduction in grade, so will be
minded to support applications from members who have attained age 60, subject to
there being no costs to the pension fund. In all cases support will be required from
the employing department who will need to submit a business case detailing how the
service will be maintained. The DHR will consider such requests in conjunction with
the Chief Executive and Director of Finance.

3. Discretion to waive in whole or in part any actuarial reduction
Regulation 30(8) LGPS Regs 2013

This regulation gives the employer discretion to waive in whole or in part any
actuarial reduction that would be required where a LGPS CARE scheme member,
who has attained age 55 or more, elects to receive immediate payment of a
retirement pension in relation to an employment, if that member is not their employee
in local government services in that employment.

Local Policy

No waiver of actuarial reduction will be made in such a case.
4. Permitting additional pension contributions
Regulation 16 LGPS Regs 2013

Regulation 16 gives the employer discretion to fund in whole or in part the scheme
member’s lump sum contribution to pay Additional Pension Contributions (APCs) to
cover a period of absence from work on child-related leave, reserve forces leave or
because of iliness or injury. In the event of the employer exercising its discretion to
fund in whole or in part the absence, it also permits the administering authority to
require a medical report from the applicant, to show that he/she is in reasonably
good health.

Local Policy

The Council will only in exceptional circumstances fund in whole or in part the
pension contributions to cover a period of absence. Consideration will be given to the
circumstances of each individual case and will include reasons for the absence e.g.
unplanned change in circumstances or bereavement. The Council will always
require a medical report from an applicant- obtained at the applicant’s cost — before
agreeing any additional pension contributions.

5. Awarding Death Grant payments

Regulation 40 LGPS Regs 2013



This regulation gives an administering authority absolute discretion to pay the death
grant to or for the benefit of the scheme member’s nominee, personal
representatives or any person appearing to the Council to have been a relative or
dependant of the scheme member.

Local Policy

The Council will decide to whom death grants should be paid, taking into account,
but not limited to an expression of wish form.

The Local Government Pension Scheme allows a scheme member to complete an
expression of wish form, nominating a beneficiary or beneficiaries to receive the tax
free lump sum death grant payable in the event of his or her death. Completion of an
expression of wish form will usually allow the council to pay the death grant quickly
and without the need to wait for an estate to be settled and Probate obtained.

Where there is no expression of wish form or the scheme member’s circumstances
have changed since the nomination was completed (for example there is a
subsequent marriage, divorce or children) the Council may need to wait for the
estate to be settled and Probate issued in order to make a decision

6. Paying Child Pensions

Schedule 1 LGPS Regs 2013

Under this schedule, an administering authority has the discretion to treat a child’s
full-time education or vocational training as continuous, ignoring any break.

Local Policy
The Council will take into account the circumstances of each individual case which

will include consideration of the reasons for the break e.g. unplanned change in
circumstances or bereavement.



