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PURPOSE 

This Pay Policy Statement is provided in accordance with Section 38(1) of the 
Localism Act 2011 and will be updated annually from 1 April each year. 
 
The Pay Policy Statement sets out Winchester City Council’s policies relating to the 
pay of its workforce for the financial year 2025/26, in particular: 

• the remuneration of its Chief Officers; 

• the remuneration of its “lowest paid employees”; and 

• the relationship between: 
o the remuneration of its Chief Officers and 
o the remuneration of its employees who are not Chief Officers. 

 
The purpose of the statement is to provide an open and transparent framework that 
ensures clarity, fairness and consistency in the remuneration of Chief Officers. It also 
ensures that employees at all levels of the Council are remunerated on a fair and 
equitable basis in accordance with equality legislation. 
 

 

RECOMMENDATIONS: 

1. That the Pay Policy Statement for the financial year 2025/26 is recommended 

to Council for adoption. 

 
 
 
 
 



 

IMPLICATIONS: 
 
1 COUNCIL PLAN OUTCOME 

1.1 Publishing an Annual Pay Policy Statement demonstrates an open and 
transparent approach to determining how council employees are 
remunerated.  Defining key principles of how remuneration is determined 
contributes to the objective of achieving a balanced budget and stable council 
finances. 
 

2 FINANCIAL IMPLICATIONS 

2.1 There are no additional financial implications for the council in adopting this 
Pay Policy Statement.  The proposed 2025/26 budget fully reflects the 
assumptions in the Pay Policy Statement. 

2.2 The level of remuneration is a very important factor in both recruitment and 
retention of staff.  There is a need to balance affordability and value for money 
with creating a reward framework that ensures the council can recruit, retain, 
motivate and develop employees who have the skills and capabilities 
necessary to ensure the continued provision of high quality services. 

3 LEGAL AND PROCUREMENT IMPLICATIONS 

3.1 The Pay Policy Statement 2025/26 takes full account of the Secretary of 
State’s guidance in relation to open and transparent reporting of senior level 
pay in addition to relevant legislative requirements.  This includes ensuring 
that there is an appropriate relationship between the remuneration levels of 
our senior managers and of all other employees. 

3.2 The Pay Policy Statement 2025/26 takes account of: 

• the Local Government Transparency Code 2015 issued by the 
Department for Communities and Local Government in February 2015  

• Openness and Accountability in Local Pay: Guidance under S40 of 
Localism Act 2011 issued in February 2012  

• Openness and Accountability in Local Pay: Guidance under S40 of 
Localism Act 2011 Supplementary Guidance issued in February 2013  

• guidance issued by the Joint National Council (JNC) for Local Authority 
Chief Executives on pay policy statements, published in November 
2011 and supplementary notes published in January and March 2012  

• Employment and equalities legislation affecting local authority 
employers, where relevant.  
 

3.3 The Council’s current Contract Procedure Rules encourages existing 
contractors to apply the Living Wage Foundation rates of pay and for new 
contractors to submit a plan on how they will implement the Living Wage 



 

foundation rates of pay should they be awarded the contract when bidding for 
contracts.  

4 WORKFORCE IMPLICATIONS 

4.1 The overall approach to the remuneration for all employees, including senior 
management is based on: 

• compliance with equal pay, discrimination and other relevant 
employment legislation such as the Equality Act 2010; and  

• ensuring that our overall remuneration packages position the council as 
an “employer of choice” and that as such our “total reward package” is 
competitive within the local government and public sector markets. 

4.2 In the application of the remuneration framework, the council takes into 
account market rates, individual performance and the need for consistency in 
the way remuneration bandings are applied.  All remuneration differentials can 
be objectively justified using job evaluation mechanisms that directly establish 
the relative levels of posts in remuneration bands according to the 
requirements, demands and responsibilities of the post. 

4.3 In determining remuneration, the council recognises the need to exercise the 
greatest care in managing scarce public resources while securing and 
retaining high quality employees.  The principle of fair pay is important to the 
provision of well-managed services and the council is committed to ensuring 
fairness and equity in its remuneration practices. 

5 PROPERTY AND ASSET IMPLICATIONS  

5.1 None.  

6 CONSULTATION AND COMMUNICATION  

6.1 The Localism Act 2011 requires the Council to publish a Pay Policy Statement 
on an annual basis.  There are no material changes to the provisions set out 
in previous policy statements and there is therefore no requirement to consult 
on this policy wider than the scrutiny by the Audit & Governance Committee. 

7 ENVIRONMENTAL CONSIDERATIONS 

7.1 None. 

8 EQUALITY IMPACT ASSESSEMENT  

8.1 There is no differential impact on a specified group as all HR matters are 
applied consistently. 

8.2 As required nationally, the council reports on any potential discrepancies in 
pay, based on gender (“Gender Pay Gap” reporting), in accordance with the 
statutory timeframe. 



 

8.3 An equality impact assessment (EIA) has been completed on the 
implementation of the Pay Policy Statement and no negative impacts from the 
policy have been identified. The EIA will be reviewed annually alongside the 
Pay Policy Statement. 

8.4 As requested at the February 2021 meeting of the Audit and Governance 
Committee, the distribution of gender by grade is now provided in the annual 
report (Appendix 3). 

9 DATA PROTECTION IMPACT ASSESSMENT 

9.1 This report does not contain confidential data and so there is no need to 
undertake a Data Protection Impact Assessment. 

10 RISK MANAGEMENT 

Risk  Mitigation Opportunities 

Financial Exposure 

Failure to recruit / retain 

necessary, high-quality 

employees leading to 

increased costs of 

employing locum / agency 

staff 

Assessment of market 

rates and individual 

performance combined 

with consistent 

application of 

remuneration bandings. 

Revisions to the pay 

grades implemented in 

recent years improved the 

Council’s position within 

the employment market 

which should aid 

recruitment and retention. 

Positioning the council as 

an Employer of Choice. 

Exposure to challenge 

Failure to comply with the 

publication requirements 

of the Localism Act 2011, 

resulting in adverse local 

media coverage or legal 

challenge 

Pay policy review is 

embedded within the 

committee work 

programme to ensure 

annual publication. 

 

Reputation 

Failure to recruit / retain 

necessary, high-quality 

employees leading to 

service delivery delays / 

failures. 

Assessment of market 

rates and individual 

performance combined 

with consistent 

application of 

remuneration bandings. 

Revisions to the pay 

grades implemented in 

recent years improved the 

Council’s position within 

 



 

the employment market 

which should aid 

recruitment and retention. 

Other 

Potential increase in 

sickness absence 

amongst lower paid staff 

if they do not believe their 

contribution to the council 

is valued. 

Revisions to the pay 

scales implemented 

during April 2019 and 

2023 improved the basic 

pay for staff; the council 

remains a Living Wage 

Foundation employer. 

 

 
11 SUPPORTING INFORMATION: 

11.1 Under the Localism Act 2011 (‘The Act’) every council is required to prepare 
and adopt a Pay Policy Statement and have that statement approved by 
Council.  The Pay Policy Statement must contain the policy for the 
remuneration of the council’s employees on appointment, subsequent 
progression and any use of bonus or performance related pay.  There are 
specific requirements as to the appointment of Chief Officers set out in the 
council’s Constitution.  The Pay Policy Statement sets out the approach to the 
remuneration of Chief Officers on their ceasing to hold office or to be 
employed by the authority. 

11.2 The Act also requires councils to define ‘lowest paid employees’, to consider 
the relationship between the remuneration of the highest and lowest paid and 
to explain the rationale for their approach and to publish details of pay 
relativities to encourage fairness in remuneration. 

11.3 The Pay Policy Statement sets principles and rules relating to the 
remuneration of senior employees.  It does not set out the details of individual 
payments made in accordance with these principles – although there are 
separate requirements for the publication of payments made to senior staff in 
the annual statement of accounts. 

11.4 The nationally agreed local government pay award is applied from the 1 April 
each year. 

11.5 The Pay Policy Statement 2025/26 does not contain any substantial changes 
to those considered previously. 

KEY POLICY ISSUES 

11.6 There are a number of matters to note in the attached Pay Policy Statement: 

a) The Policy uses the term “Chief Officers” to identify senior employees, 
or those in receipt of the highest remuneration.  This reflects a 
requirement in the Act, where the definition covers a number of senior 
posts for Winchester City Council (see 2.3 of the Pay Policy 
Statement).  The Policy recommends the current practice of adopting 



 

national pay schemes and job evaluation procedures as a basis for 
determining remuneration. 

b) The definition of “lowest paid employees”, required to show pay 
relativities, draws on Scale 3 of the pay scales, the lowest pay of 
permanent staff in the Council at present.  The ratio of remuneration for 
highest to lowest paid is under 20:1 – the benchmark as recommended 
by the Hutton Review. 

c) The City Council is a ‘Living Wage Foundation Employer’ which means 
that a nationally agreed minimum hourly rate of pay is applied to 
directly employed employees. 

d) The Policy also covers increases and additions to remuneration.  This 
is already covered by our adopted pay scheme and policies on annual 
incremental increases, which the Policy refers to.  The Policy also 
makes clear at present the council has not adopted performance 
related pay or a system of bonus payments and sets out the policy on 
payment of honoraria. 

12 OTHER OPTIONS CONSIDERED AND REJECTED  

12.1 Publishing an annual Pay Policy Statement is a statutory requirement under 
the Localism Act 2011 therefore no other options were considered. 

BACKGROUND DOCUMENTS:- 

Previous Committee Reports:- 

AG041 Final Report and Pay Policy Statement 2021/22, 11 Feb 2021 

AG062 Final Report and Pay Policy Statement 2022/23, 11 November 2021 

AG092 Final Report and Pay Policy Statement 2023/23, 10 November 2022 

AG103 Final Report and Pay Policy Statement 2024/25, 9 November 2023 

Other Background Documents:- 

None. 

APPENDICES: 

Appendix 1 - Pay Policy Statement 2025/26  

Appendix 2 – Gender Distribution by Grade 

Appendix 3 – Equality Impact Assessment 

 
 
 

 



 

Appendix 1 
 

Winchester City Council 
Pay Policy Statement – Financial Year 2025/26 

 
1. Purpose 

 
1.1 This Pay Policy Statement is provided in accordance with Section 38(1) of 

the Localism Act 2011 and will be updated annually from 1 April each year. 
 
1.2 The Pay Policy Statement sets out Winchester City Council’s policies 

relating to the remuneration of its workforce for the financial year 
2025/26, in particular: 

 

• the remuneration of its Chief Officers 

• the remuneration of its “lowest paid employees” 

• the relationship between: 
o the remuneration of its Chief Officers and 
o the remuneration of its employees who are not Chief Officers 

 
1.3 The purpose of the statement is to provide an open and transparent 

framework that ensures clarity, fairness and consistency in the remuneration 
of Chief Officers.  It also ensures that employees at all levels of the council 
are paid on a fair and equitable basis in accordance with equality legislation. 

 
2. Definitions 

 
2.1 For the purpose of this statement the following definitions will apply: 

 
2.2 “Remuneration” in addition to salary will also include charges, fees, 

allowances, benefits in kind, increases in/enhancements to pension 
entitlements, and termination payments. 

 
2.3 “Chief Officer” refers to the Statutory Chief Officers (Head of Paid Service, 

Monitoring Officer and S151 Officer) and to Strategic Directors. 
 
2.4 “Lowest paid employees” refers to those employed on Grade 3 of the 

council’s pay framework. 
 
2.4.1  The above definition for the “lowest paid employees” has been adopted 

because Grade 3 is the lowest grade on which employees are  
presently paid within the council’s pay framework. 

 
2.4.2  Those engaged on Casual Worker Agreements are paid a fixed hourly rate in 

line with the voluntary UK Living Wage Foundation.  They are excluded from 
the definition of “lowest paid employees”. 

 



 

2.5 “Employee who is not a Chief Officer” refers to all employees that are 
not covered under the “Chief Officer” group above.  This includes the 
“lowest paid employees” i.e. employees on Grade 3. 

 
3. Pay Framework and Remuneration Levels 

 
3.1 General Approach 

 
3.1.1  Remuneration for all employees needs to be at the appropriate level to 

secure and retain high-quality employees dedicated to fulfilling the council’s 
business objectives and delivering services to the public.  This has to be 
balanced by ensuring remuneration is proportionate and appropriate for the 
role.  Each council has responsibility for balancing these factors and faces 
its own unique challenges and opportunities in doing so.  It is important that 
Winchester City Council retains flexibility within its pay framework to cope 
with a variety of circumstances that might necessitate the use of market 
supplements or other such mechanisms for individual categories of posts 
where appropriate.  Using such solutions should only be short term and 
regular reviews should ensure that they are discontinued when 
circumstances change. 

 
3.2 Responsibility for Decisions on Remuneration 

 
3.2.1  It is essential for good governance that decisions on remuneration and 

reward packages for the Chief Executive and 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. 

 
3.2.2  Remuneration for employees at all grades is based on the national 

agreements on pay as follows: 
 

• National Joint Council for Local Government Services  

• Joint Negotiating Council for Chief Officers 

• Joint Negotiating Council for Chief Executives. 
 
3.2.3 Remuneration packages above £100,000 gross per annum must be 

considered by Cabinet, with a recommendation to Full Council.   
 
3.3 Salary grades and grading framework 

 
3.3.1  Grades for all posts are determined by a consistent job evaluation process.  

This followed a national requirement for all local authorities and other 
public sector employers to review their remuneration and grading 
frameworks to ensure fair and consistent practice for different groups of 
workers with the same employer. 

 
3.3.2  Job Evaluation is a systematic process for ranking jobs within an 

organisation ensuring consistency of approach and outcomes appropriate to 
the complexity and accountability of the role.  Where the grade of a post 



 

changes as a result of the job evaluation process, any pay adjustment will 
only be backdated to the date on which the role was considered by a job 
evaluation panel.  

 
3.3.3  The council’s pay structure is based on the pay spine issued by the National 

Joint Council (NJC) as part of the National Agreement for Local Government 
Services.  Roles are placed within the pay structure on the basis of the 
evaluated grade of their role. 

 
3.3.4  Incremental spinal column points provide for progression in role with the  

acquisition of skills, experience and competence (subject to satisfactory 
performance). 

 
3.3.5   Pay awards are applied in line with the national agreements detailed in 

3.2.2 on an annual basis for all employees, in conjunction with the nationally 
recognised trade unions. 

 
3.4 Market Review and Market Payments 

3.4.1 The council will from time to time, benchmark its remuneration and benefits 
by comparing a sample of posts.  For the purpose of benchmarking and 
market testing the comparator group comprises public sector authorities in 
Hampshire, West Sussex and Surrey and authorities in other areas if 
relevant, who are similar to the council in terms of size (number of employees 
and population) and similar relevant factors.  Jobs within London Boroughs 
will not be used for comparator purposes due to London weighting allowance.  
In exceptional circumstances, other external market pay data, including 
private sector data, will also be considered where relevant. 

 
3.4.2 Where the benchmarking exercise highlights a discrepancy in remuneration, 

following consideration of a report made to the Executive Leadership Board 
a market supplement may be awarded, subject to annual review.  Market 
supplements are typically paid as a fixed monthly amount. 

 
3.4.3 Decisions relating to awarding a market supplement for the Chief Executive 

will be referred to Cabinet, with a recommendation to Full Council. 
 
3.4.4 In some circumstances, targeted recruitment (i.e. ‘Golden hellos’) and 

retention (i.e. ‘Golden handcuffs’) payments can be more effective than 
market supplements in addressing ‘hard to fill’ vacancies.  In contrast to 
market supplements, these are typically one-off payments at the start or end 
of a set period with repayment terms in the event of an early resignation 
from post. 

 
3.4.5 Where evidence supports a recruitment/retention payment, the Chief 

Executive will approve the payment and repayment terms in the event of an 
early resignation from post. 

 



 

 
4. Remuneration 
 
4.1     Remuneration details including benefits in kind are set out in the council’s 

published Annual Statement of Accounts. 
 
4.2     “Chief Officers”, as defined in paragraph 2.3 of this statement, are 

paid within the council’s pay framework which applies to all other 
employees.  Normally, Chief Officers have received the same percentage 
pay award as other managers and employees within the council. 

 
4.4 “Lowest paid employees” 

 
4.4.1  Winchester City Council is an accredited Living Wage Foundation 

Employer. The Living Wage is paid voluntarily and is set to avoid poverty 
wages and support the principle that workers should be paid at a level 
which enables them to achieve an acceptable standard of living.  The 
lowest paid employees are presently paid within the salary range for 
Grade 3 which covers six salary points ranging between £25,922 - £28,163 
. 

 
4.4.2  The lowest paid employees do not include apprentices for whom there 

are separate remuneration arrangements. 
 
4.5 Honoraria and Additional Responsibilities 

 
4.5.1  All employees are expected to perform any other duties commensurate with 

their job grade as reasonably required from time to time.  However, there 
may be occasions where an employee agrees to take on additional duties 
and responsibilities that may be at the same level of their substantive grade 
but are beyond the reasonable scope of their normal job remit.  In such 
circumstances, subject to approval from the Executive Leadership Board 
(ELB), an honorarium payment may be awarded.  Honoraria are awarded in 
£100 multiples and should not normally exceed £500.  Awards up to a 
maximum of £1,000 may be approved by ELB in specific circumstances. 

 
4.5.2  The appropriate Strategic Director, in consultation with ELB, may award an 

“acting up” allowance where an employee takes on temporary increased 
responsibility.   

 
4.5.3 The amount awarded should reflect the nature and duration of the work or 

responsibility.  Where the employee has been covering the long term 
absence of a more senior officer, “acting up” payments are calculated 
based on the difference between the employee’s scale point and the bottom 
scale point of the role they are covering.  Temporary acting-up 
arrangements of this nature will not exceed more than 12 months duration 
and acting up should generally be undertaken for at least one month before 
payment will apply. 

 



 

 
4.6 Charges, fees or allowances 

 
4.6.1  No fees for election duties are included in the salaries of Chief Officers.  

Any additional fees payable for such responsibilities are calculated in 
accordance with the statutory rules and associated guidance published by 
the Government. 

 
4.6.2  Special fees are paid for Returning Officer duties which are not part of the 

post holder’s substantive role.  These fees are payable as required and can 
be made to any senior officer appointed to fulfil the statutory duties of this 
role. 

 
4.6.3 The Returning Officer is an officer of the City Council who is appointed 

under the Representation of the People Act 1983.  Whilst appointed by 
the City Council, the role is one which involves and incurs personal 
responsibility and accountability and is statutorily separate from their duties 
as an employee of the council.  The Returning Officer is paid a separate 
allowance for each election for which they are responsible. 

 
4.6.3  Where the council’s Monitoring Officer or S151 Officer is not a Chief Officer, 

a special responsibility allowance of £6,000 gross per annum is paid in 
recognition of the additional requirements of the statutory role.   

 
4.6.4  Any allowance or other payment will only be made to an employee in 

connection with their role or the patterns of hours they work and must be 
in accordance with the council’s employment policies. 

 
4.6.5  Where the council offers voluntary benefits e.g. childcare vouchers and 

employee discount schemes, they are offered to all employees regardless of 
their role and grade within the council. 

 
4.7 Performance related pay 

 
4.7.1  Performance is reviewed annually through the council’s appraisal system 

and the council reserves the right to withhold increments where performance 
has not met the required standard and where this has been raised with the 
employee formally.  Beyond annual increments awarded in this way, the 
council does not offer performance related pay to any employee. 

 
4.7.2 Subject to approval from the appropriate Corporate Head of Service and 

Strategic Director, an employee may receive more than 1 increment in any 
financial year. 

 
4.8 Pension 

 
4.8.1  All employees, as a result of their employment, are eligible to join the 

Local Government Pension Scheme (LGPS).   
 
 



 

4.8.2  In addition to the employee’s own contribution, the council makes a 
contribution of 18% towards the pension of each member of the LGPS 
scheme. 

 
4.9 Remuneration on appointment and promotion 

 
4.9.1 The starting salary on appointment or following promotion will normally be 

based on the appointee’s level of relevant experience and current salary, 
regardless of whether they are a current employee of Winchester City 
Council.   

 
4.9.2 The chair of the recruitment panel has the discretion to determine the 

appropriate spinal column point within the agreed pay scale but the 
starting salary should not exceed the mid-point of the pay scale.  In 
exceptional circumstances (e.g. the current salary is higher than the mid-
point of the scale), the Service Lead: Human Resources or in their absence, 
the HR Manager: People, may authorise appointment on a spinal column 
point which is higher than the mid-point of the scale.  

 
5. Relationship between Remuneration of “Chief Officers” and 

“Employees who are not Chief Officers” 
 
5.1 It is the policy of the council to ensure that the ratio of the salary of the 

highest paid officer and the lowest paid officer is below the 20:1 ratio 
recommended as a maximum in the terms of reference for the 2011 Hutton 
review of Fair Pay in the Public Sector. 

5.2 As at 1st April 2024, pay ratios within the council stand as follows (pay 
award pending): 

Highest: lowest = 1.5:6  
 

5.3 This is based on the following salary packages: 

• Highest paid annual salary =  £146,495 

• Lowest paid (minimum grade 3) = £25,992  
  

6. Benefits in kind 
 
6.1 The council pays professional fees for officers where it is an essential 

requirement for the post holder to maintain professional accreditation.  Only 
one set of professional fees are paid per annum. 

 
6.2 The council offers a Health Care Cash Plan scheme which is available to 

all employees regardless of their role and grade within the council. 
 

6.3 A Park and Ride pass is offered to all employees. 
 



 

6.4 Officers who are designated as “Essential Car Users” are issued with a permit 
for one of the car parks nearer to the council offices to enable them to meet 
the specific operational requirements of their role.  

 

7. Termination Payments 

 
7.1 Payments made on termination of employment are limited to those expressly 

required or allowed by law.  In accordance with the council’s Constitution, 
termination payments which exceed £100,000 (regardless of the post to 
which they apply and the reasons for the payment) require approval from full 
council.  

 

8. Access to Pension Payments 

 

8.1 In some circumstances, an employee may be eligible to access their pension 
on termination of employment. 

 

8.2 The LGPS requires employers to prepare and publish a written statement of 
policy in relation to the payment of pensions.  The council’s policy on 
pensions (and related discretionary payments) is set out in Annex A of this 
document. 

 

9. Redundancy Payments 

 

9.1 The calculation of redundancy payments is based on the provisions of 
Employment Rights Act 1996 and may be subject to revision should this 
legislation be amended. 

 
9.2 Redundancy payments are based on a ratio of completed years’ service and 

the employees’ age at the effective date of termination, using a multiplier of 
1.6.  Completed years’ service will be capped at 20 years and the maximum 
of 48 weeks’ pay will apply.  The council uses the employee’s actual 
contractual pay to calculate redundancy payments.  

 

10.   Settlement Agreements 

 

10.1 In exceptional circumstances, and specifically to settle an employment 
tribunal claim or similar significant dispute, the  Section 151 Officer can 
agree payment of a settlement up to £10,000. 

 

10.2 In such cases, each decision as the level of payment will be taken on its 
merits.  Where the proposed termination payment exceeds £10,000, 
approval from the Section 151 Officer and one other Chief Officer is required. 

 
10.3 In accordance with the council’s Constitution, settlement payments which 

exceed £100,000 (regardless of the post to which they apply) require 
approval from full council.  

 



 

11.   Re-employment of officers 

 

11.1 When an employee is dismissed on the grounds of redundancy, the council 
will not re-employ them for a period of 12 months following the termination. 

 

11.2 When an employee ceases employment with the council on the grounds of 
early retirement with the employer’s consent, the council will not re-employ 
them for a period of 12 months following the termination. 

 

12.   Data Transparency 
 
12.1 Under the Local Government Transparency Code 2014, remuneration 

information and a list of responsibilities for employees paid over £50,000 
must be published.  This information is available on the council’s external 
website. ‘Senior employees’ remuneration can also be found in the annual 
Statement of Accounts.  

 
 
 
 
 
  



 

Annex A 

 
Pensions Discretions Policy Statement  

 
The Local Government Pension Scheme Regulations 2013 and Local 
Government Pension Scheme (Transitional Provisions, Savings and 

Amendment) Regulations 2014 
 

1. Introduction 

 
1.1 This policy statement is made in accordance with Paragraph 60 of the Local 

Government Pension Scheme Regulations 2013 and Paragraph 2 (2) of 

Schedule 2 of the Local Government Pension Scheme (Transitional 

Provisions, Savings and Amendment) Regulations 2014. 

 
1.2 It sets out how Winchester City Council will apply discretionary provisions 

available within those Regulations. 

 

1.3 This policy applies to all employees of Winchester City Council who are 

members of the Local Government Pension Scheme.  It does not apply to 

Elected Members of the council. 

 

1.4 In formulating and reviewing its policy, the council: 

 

• has regard to the extent to which the exercise of discretionary powers, 

unless properly limited, could lead to serious loss of confidence in the 

public service; and 

• is satisfied that the policy is workable, affordable and reasonable having 

regard to the foreseeable costs. 

 
2. Purpose of this Policy 

 
2.1 This policy aims to provide fairness and consistency in situations where 

the council is agreeing to the release of accrued pension benefits. 

 
3. Flexible Retirement – Regulations 30 (6) and 30 (8) ( 2013 Regulations) 

 
3.1 The Pension Scheme allows for flexible retirement from age 55 with the 

payment of all or part of accrued pension benefits in situations where the 

employer agrees to the hours of work or the level of responsibility being 

reduced and to the release of pension benefits.  In most cases, the 

pension benefits will be reduced if taken before normal retirement age. 

 



 

3.2 Flexible retirement can benefit both the employee through enabling a 

gradual adjustment to retirement and the council through the ability to 

retain valuable experience and knowledge; it also increases the 

opportunity for succession planning and reflects the ethos of flexible 

working. 

 
3.3 The council will consider all requests for flexible retirement in response to 

written requests from eligible employees. 

 
3.4 The council will approve requests only where it is in their interest to do so; 

where there is no adverse impact on the service; where the costs are 

affordable or where there are likely to be cost savings achieved as a result 

of the proposal. 

 
3.5 A request should typically involve a substantial reduction of at least 40% 

in remuneration, either through reduced hours or level of responsibility. 

 
3.6 Requests for flexible retirement will be considered by the Executive 

Leadership Board.  Where a request for flexible retirement is from a Chief 

Officer, the decision will be made by the Chief Executive.  Requests for 

flexible retirement from the Chief Executive will require approval from full 

council.  

 
4. Awarding Additional Pension – Regulation 31( 2013 Regulations) 

 
4.1 The council will not make use of the provision to award additional pension. 

 
4.2 This discretion is therefore not exercised. 

 
5. Shared Cost Additional Voluntary Contributions (SCAVC) and Shared Cost 

Additional Pension Contributions (SCAPC) – Regulations 16(2) (e) and 16(4) 
(d) ( 2013 Regulations) 

 
5.1 The council will exercise discretion to allow Local Government Pension 

Scheme Members to contribute to a shared cost salary sacrifice additional 

voluntary contribution scheme. 

 
5.2 The council will not exercise its discretion to allow Local Government 

Pension Scheme Members to contribute to a Shared Cost Additional 

Pension Contributions Scheme. 

 
 
 
 



 

6. Discretion to “switch on” the 85 year rule for 55 year olds and older but 

before the age of 60 – Para 1(1) (c ) Schedule 2 of the 2014 Regulations 

 
6.1 The council will only exercise this discretion where there is a business 

reason to do so and where any costs associated with the discretion are 

affordable and sustainable to the council.  Requests will be considered by 

the Executive Leadership Board. 

 
7. Waiving Reduction due to Early Payment of Pension – Regulation 30 (8) 

(2013 Regulations) 

 
7.1 Employees can retire from age 55 and receive immediate payment of their 

pension benefits however the pension benefits payable will be subject to 
an actuarial reduction. 

 
7.2 The council will exercise the discretion to waive the actuarial reduction 

where Regulation 30 (7) is applicable (that is where employment is 
terminated on the grounds of redundancy or in the interest of business 
efficiency). 

 
7.3 The council will exercise this discretion only where there is a business 

reason to do so and where any costs associated with the discretion are 

affordable and sustainable to the council.  Requests will be considered by 

the Executive Leadership Board.  

8. Early Payment of Deferred Pension Benefits – Regulation 30 of the LGPS 

(Benefits, Membership and Contributions) Regulations 2007 

 

8.1 The council will not normally exercise this discretion but may consider it in 

exceptional circumstances where any costs associated with the discretion 

are affordable and sustainable to the council. 

 

8.2 Requests will be considered by the Executive Leadership Board. 
 
9. Transfer of Pension Rights – Regulation 100 (6) (2013 Regulations) 

 
9.1 The Regulations permit the employer to extend the normal time limit 

(currently 12 months) during which a scheme member may transfer 

service from a previous employer. 

 
9.2 The council will not make use of the provision to extend the normal time 

limit. 

 
9.3 This discretion is therefore not exercised.  

 



 

10.   Aggregation of Membership - Regulations 22, 7(b) 8(b) (2013   Regulations) 

 
10.1 If a member has a deferred, pre-1 April 2014 LGPS pension account, the 

Regulations allow for them to make a decision about whether it is combined 
with their new LGPS membership.  If the LGPS account was deferred on or 
after 1 April 2014 the Regulations allow the member to elect to keep them 
separate. 

 
10.2 Any such decision to maintain combined or separate pension accounts must 

be made within 12 months of becoming an active member. 
 
10.3 The Regulations permit the employer to extend the normal timescale. 
 
10.4 The council will not make use of the provision to extend the normal time limit. 
 
10.5 This discretion is therefore not exercised. 
 
11. Other Discretions  

 
11.1 With the exception of the discretions set out in this policy statement, the 

council will not exercise any pension discretions pursuant to the 2013 and 

2014 Regulations. 

12. Review of the Policy 

 
12.1 This policy will be reviewed by Human Resources annually. 

 

 

  



 

Appendix 2 

 
Gender distribution by grade 

The council has an overall gender split of 60% female to 40% male employees. 
 
 
1 September 2023 

 
 1 September 2024 

 

 F% M% 
 

  F% M% 
 

Chief Executive 100 0  Chief Executive 100 0 

Director 60 40  Director 60 40 

Corporate Head of 
Service 

75 25  Corporate Head of 
Service 

71 29 

Grade 9 29 71  Grade 9 33 67 

Grade 8 39 61  Grade 8 30 70 

Grade 7 26 74  Grade 7 48 52 

Grade 6 59 41  Grade 6 51 49 

Grade 5 65 35  Grade 5 68 32 

Grade 4 66 34  Grade 4 62 38 

Grade 3/2 69 31  Grade 3/2 69 31 

 

  



 

Appendix 3 
 

 
 

Winchester City Council  

Data and Equality Impact Assessment  
When undertaking your Data and Equality Impact Assessment for your policy or project, it is important that you take into 
consideration everything which is associated with the policy or project that is being assessed against the Data Protection Act 
1998 and General Data Protection Regulations and the public sector equality duty. 
The checklist below is to help you sense check your policy or project before you move to Section 2. Note that the public sector 
duty is inclusive and not exclusive if there are any other relevant matters please insert a row.  

 
Section 1 - Data Checklist  
  Yes/No Please provide details 

1 Have there been any complaints data related to 
the policy or project you are looking to 
implement? 

 
No 

No complaints have been received in respect of the city 
council’s pay policy. 

2 Have all officers who will be responsible for 
implementing the policy or project been 
consulted, and given the opportunity to raise 
concerns about the way the policy or function 
has or will be implemented?  

 
 
Yes 

The policy is implemented and reviewed annually by the 
Human Resources department of the city council.  The 
policy and annual report is reviewed by the Executive 
Leadership Board and the Audit & Governance 
Committee.  

3 Have previous consultations highlighted any 
concerns about the policy or project from an 
equality impact perspective?  

 
No 

No concerns have been highlighted and the pay policy 
statement is implemented in accordance with central 
government guidance and regulations. At the request of 
the Audit & Governance Committee February 2021, 
gender distribution by grade is now included in the annual 
report. 

http://www.winchester.gov.uk/graphics/winchester_city_council_logo_2017.png


 

4 Do you have any concerns regarding the 
implementation of this policy or project? 
 
(i.e. Have you completed a self-assessment and 
action plan for the implementation of your policy 
or project?) 

 
No 

The Council is required under the Localism Act 2011 to 
publish a pay policy statement on an annual basis. There 
are no concerns in the implementation of this policy. 
  
A self-assessment and action plan for the implementation 
of this policy will be undertaken. 

5 Does any accessible data regarding the area 
which your work will address identify any areas 
of concern or potential problems which may 
impact on your policy or project? 

 
No 

The council’s pay policy statement fully takes account of 
central government guidance and regulations and there 
are no concerns about any accessible data. 

6 Do you have any past experience delivering 
similar policies or projects which may inform the 
implementation of your scheme from a data 
protection point of view? 

 
Yes 

The Localism Act 2011 requires annual publication of a 
pay policy statement.  In the main, the policy sets the 
generic principles and rules for the pay of its employees 
and Chief Officers and does not include details of the pay 
arrangements for individual, named employees.   

7 Are there any other issues that you think will be 
relevant?  

No  

 
 

Section 2 - Your Equality Impact Assessment form  
Directorate:  Your Service Area: 

Resources 
Team: Human 
Resources 

Officer responsible 
for this assessment: 
Jamie Cann, HR 
Manager People  

Date of assessment: 
21.10.2024 

 

 Question Please provide details 

1 What is the name of the policy or project that is being 
assessed? 

Pay Policy Statement 2025/26 

2 Is this a new or existing policy? Annual update to existing policy. 

3 Briefly describe the aim and purpose of this work. The purpose of the pay policy statement is to provide an 
open and transparent framework that ensures clarity, 



 

fairness and consistency in the remuneration of Chief 
Officers. It also ensures that employees at all levels of the 
Council are remunerated on a fair and equitable basis in 
accordance with equality legislation. 

4 What are the associated objectives of this work? To provide an annual update to ensure that statutory 
obligations are met which include the public sector equality 
duty. 

5 Who is intended to benefit from this work and in what 
way? 

Staff are intended to benefit. Publication of a pay policy 
ensures an organisation’s approach to pay is open and 
transparent and does not discriminate.  

6 What are the outcomes sought from this work? To provide a Pay Policy Statement in accordance with 
Section 38(1) of the Localism Act 2011 which is agreed and 
updated annually from 1 April each year. 

7 What factors/forces could contribute or detract from the 
outcomes? 

A lack of transparency and fairness in the implementation 
of the city council’s pay policy. 

8 Who are the key individuals and organisations 
responsible for the implementation of this work?  

The city council has a directly employed team which 
manages the pay policy implementation. 

  Please select your answer in bold. Please provide detail 
here.  

9a Could the policy or project have the potential to affect 
individuals or communities on the basis of race differently? 

 
Y 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of race. 

9b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

10a Could the policy or project have the potential to affect 
individuals or communities on the basis of gender? 

 
Y 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of gender. 



 

10b  What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

11a Could the policy or project have the potential to affect 
individuals or communities on the basis of disability 
differently in a negative way? 
 
(you may wish to consider: 

• Physical access 

• Format of information 

• Time of interview or consultation event 

• Personal assistance 

• Interpreter  

• Induction loop system 

• Independent living equipment 

• Content of interview) 

Y N The policy will not have an effect on an 
individual or group of the community on the 
basis of disability. 
 

11b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff.  

12a Could the policy or project have the potential to affect 
individuals or communities on the basis of sexual 
orientation? 

 
Y 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of sexual orientation. 

12b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

13a Could the policy or project have the potential to affect 
individuals or group of community on the basis of age? 

 
Y 
 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of age. 

13b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

14a Could the policy or project have the potential to affect 
individuals or communities on the basis of religious belief? 

 
Y 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of religious belief. 



 

14b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

15a Could this policy or project have the potential to affect 
individuals on the basis of gender reassignment? 

 
Y 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of gender reassignment. 

15b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

16a Could this policy or project have the potential to affect 
individuals on the basis of marriage and civil partnership? 

 
Y 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of marriage and civil partnership. 

16b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

17a Could this policy or project have the potential to affect 
individuals on the basis of pregnancy and maternity? 

 
Y 

 
N 

The policy will not have an effect on an 
individual or group of the community on the 
basis of pregnancy and maternity. 

17b What existing evidence (either presumed or otherwise) do 
you have for this? 

Implementation of current policy together with a review of 
existing staff. 

18 Could any negative impacts that you identified in 
questions 9a to 17b create the potential for the policy to 
discriminate against certain groups on the basis of 
protected characteristics? 

 
Y 

 
N 

The policy statement has been reviewed and 
none are identified. 

19 Can this negative impact be justified on the grounds of 
promoting equality of opportunity for certain groups on the 
basis of protected characteristics? Please provide your 
answer opposite against the relevant protected 
characteristic. 

 
 
 
 
Y 

 
 
 
 
N 

Race: n/a- as no negative impact identified. 

Gender:  n/a- as no negative impact identified. 

Disability:  n/a- as no negative impact 
identified. 

Sexual orientation:  n/a- as no negative impact 
identified. 

Age:   n/a- as no negative impact identified 



 

Gender reassignment:  n/a- as no negative 
impact identified. 

Pregnancy and maternity n/a- as no negative 
impact identified. 

Marriage and civil partnership:  n/a- as no 
negative impact identified. 

Religious belief:  n/a- as no negative impact 
identified. 

21 How will you mitigate any potential discrimination that may 
be brought about by your policy or project that you have 
identified above? 

None identified.  Annual reviews and continuous monitoring 
of staff pay, particularly in relation to protected 
characteristics. 

22 Do any negative impacts that you have identified above 
impact on your service plan? 

 
Y 
 

 
N 

None identified. 

 

Signed by completing officer 
 

Samantha Hanks, Employee Engagement Partner, 21.10 2024 

Signed by lead officer  
 

Jamie Cann, HR Manager People, 21.10.2024  

 
 

 

 

 

 

 


