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MANSFIELD DISTRICT COUNCIL
Pay Policy Statement 2026 – 2027

BACKGROUND

Section 38 of the Localism Act 2011 requires local authorities to publish a Pay Policy Statement by 31 March each year.

The Act and supporting statutory guidance provide details of information that must be included in this statutory pay policy but also emphasises that each local authority has the autonomy to take its own decisions on pay and pay policies.

The Pay Policy Statement will be agreed by Full Council before the beginning of each financial year and will published on the Council’s website and must be complied with when setting the terms and conditions of Chief Officer employees.  The statement may also be amended by Full Council during the course of the year if necessary.  This policy reflects the financial tear of 2025-2026.

PURPOSE AND SCOPE

The purpose of the statement is to increase accountability in relation to payments made to senior members of local authority staff by enabling public scrutiny.

		The Council recognises the importance of administering pay in a way that:

Attracts, motivates and retains appropriately talented people needed to maintain and improve the Council’s performance and meet future challenges.

Reflects the market for comparable jobs, with skills and competencies required to meet agreed delivery and performance outcomes.

Operates within the provisions of Chief Officers pay and conditions as set out in the Joint Negotiating Committee for Chief Executives and Chief Officers of Local Authorities

Operates within the provisions of the national agreement on pay and conditions of service as set out in the National Joint Council for Local Government Services; is affordable and transparent.

The core requirements of the provisions of the Localism Act are that a Pay Policy Statement must set out the Council’s policies relating to senior salaries, remuneration and pay multiples, specifically in relation to the:
	Level and elements of remuneration for each Chief Officer.
	Remuneration of the lowest paid employees.
Definition used for this group and the reason for adopting this definition.

	Relationship between the remuneration of Chief Officers and that of other      Officers.
The Pay Multiple relationship between the highest and lowest earnings and between the highest earning and the medical earning figure for the whole workforce.

The levels and elements of remuneration for each Chief Officer

Remuneration of Chief Officers on appointment

Increased and additions to remuneration for each Chief Officer 

The use of performance related pay for Chief Officers 

The use of bonuses for Chief Officers 

The approach to the payment of chief officers on their ceasing to hold office under or to be employed by the authority, and

The publication of and access to information relating to remuneration of Chief Officers

The Act defines Chief Officer remuneration as the level and elements of remuneration for each Chief Officer (including salary, charges, fees, allowances, benefits in kind, any increase in enhancements of pension entitlements and termination payments).
Posts identified as Chief Officers is set out in Appendix 1. 
The Statement includes all employees covered by the National Joint Council (NJC) for Local Government Services national agreement on pay and conditions of service and those covered by the Joint Negotiating Committee (JNC) conditions of service for Chief Executive’s and Chief Officers

REMUNERATION OF CHIEF OFFICERS 

	The posts which are Chief Officer posts for the purposes of the Council’s Pay Policy Statement under the Localism Act 2011 are: -
Chief Executive (as Head of Paid Service) (S43 (2) (6) of the 2011 Act)
Director of Corporate Resources (Deputy CEO) (section S43 2 (8) of the 2011 Act)
Assistant Director Finance and Digital (Section 151) (S43 (2) (6) of the 2011 Act)
Assistant Director Health, Communities and Insight (S43 (2) of the 2011 Act)
Assistant Director Housing (S43 (2) of the 2011 Act)
Assistant director Law, Governance and People (Monitoring Officer) (S43 (2) of the 2011 Act)
Assistant Director Neighbourhood Services (S43 (2) of the 2011 Act)
Assistant Director Planning (Chief Planning Officer) (S43 (2) of the 2011 Act)

The policy for each group is as follows:

Chief Executive / Head of Paid Service

The Chief Executive also assumes the role of Head of Paid Service on behalf of the Council.
The salary for this post is within a locally determined pay scale which is SCP01 £129,902, SCP02 £133,234 and SCP03 £136,568 per annum.
The pay scale was determined by an independent organisation having regard to the labour market rate for the position of a Chief Executive of a district council of this size, coupled with local market factors relating to salary following an analysis of benchmark data with other comparators and an analysis of the degree of responsibility for the role.
The pay scale was reviewed and determined by Personnel Committee in February 2022 and was subject to a nationally agreed pay award in April 2025.
Progression through the scale is determined through satisfactory annual performance appraisals. 
Other Conditions of Service are as prescribed by the Joint National Council (JNC) for Local Authority Chief Executives national conditions. The terms and conditions for the Chief Executive can be accessed by following the link below:- https://www.mansfield.gov.uk/downloads/file/694/joint-negotiating-committee-chief-officer-conditions-of-service.  In accordance with the national agreement the Chief Executive shall enjoy terms and conditions in other respects no less favourable that those accorded to other officers employed by the Council.

	Remuneration on Recruitment

	When determining the most appropriate scale point at which to offer the post, consideration is given to the individual’s qualifications, experience and current level of remuneration (where appropriate).  Having considered all of these factors the appointment panel will then determine the most appropriate scale point at which to make an offer to the successful candidate so as to ensure that the offer is attractive and one which is likely to be accepted.

	In the event that the post of Chief Executive becomes vacant a report including recommendations relating to the salary scale to be applied in these circumstances would be submitted to Personnel Committee for their consideration before the post was advertised.




Arrangements for the Post of Returning Officer

          In accordance with the national agreement the Chief Executive is entitled to receive and retain the personal fees arising from performing the duties of returning officer, acting returning officer, deputy returning officer or deputy acting return officer and similar positions which he or she performs subject to the payment of pension contributions thereon, where appropriate.
          In accordance with the agreement the Chief Executive’s salary is deemed to be inclusive of all other fees and emoluments with the exception of returning officer duties where separate policy arrangements apply.  Details of the policy relating to the appointment and remuneration of Returning Officer are set out below.    
          The Chief Executive has been formally appointed to act as the Council’s Returning Officer. This extends to the role of Deputy Acting Returning Officer for UK Parliamentary Elections and Counting Officer for any national referendums. The fees associated with these elections are determined nationally by the Ministry of Justice. The Chief Executive is also the Local Area Returning Officer for Police and Crime Commissioners elections, the fees for which are determined by the Home Office.  The Government has announced Commissioners are to be abolished.  In 2024 the first election for the Combined County Authority Mayor was held and on that occasion the fee was the same as for the election of Police and Crime Commissioner.  

          The Chief Executive also acts as Deputy Returning Officer for Nottinghamshire County Council elections, fees for which are determined by Nottinghamshire County Council. These appointments are independent of the Council.

The Nottinghamshire Election Officers group regularly review the scale of fees and these reviews determine the rates applied for the elections held in 2025/2026. This information is available on the Council’s Website.
	Arrangements for all other Election staff

	For local government elections, Election staff can claim specific fees which are determined on a local county-wide basis across Nottinghamshire having regard to the fees set and approved by Council for national elections. The Nottinghamshire Election Officers group regularly review the scale of fees and these reviews determine the rates applied for elections. More information on these fees is available in Appendix 2.

	Director of Corporate Resources (Deputy CEO)

The salary for this post is within a locally determined pay scale which is SCP 01 £90,621, SCP02 £92,949 and SCP03 £95,279 per annum.
The pay scale was reviewed and determined by the Council’s Personnel Committee in February 2025 and was subject to a nationally agreed pay award in April 2025.   The salary scale reflects the median salary range of Directors excluding salaries from the South East of England (source EMC benchmarking September 2018).
Progression through the scale is determined through satisfactory annual performance appraisals. 
Other Conditions of Service are as prescribed by the Joint National Council (JNC) for Local Authority Chief Executives national conditions. 
The terms and conditions for the Chief Executive can be accessed by following the link below:- https://www.mansfield.gov.uk/downloads/file/694/joint-negotiating-committee-chief-officer-conditions-of-service  

In accordance with the national agreement except whether other terms and conditions are referred to in the agreement the Director of Corporate Resources (Deputy CEO) shall enjoy terms and conditions not less favourable than those accorded to other officers employed by the Council.

Statutory Officers (Monitoring Officer and Section 151) and Assistant   
Directors 

The salary for these posts is locally determined.
The current pay scale for Statutory Officer roles ranges from £69,657 to £83,107 per annum.
The current pay scale for Assistant Director roles ranges from £69,657 to £74,316 per annum.
The current salary scale was revised by Personnel Committee in February 2025 and was subsequently subject to a national pay award in April 2025. The salary scale reflects the median salary range of Head of Services excluding salaries from the South East of England (source EMC benchmarking September 2018). Following consultation and some further benchmarking with other authorities in the region, the pay grade has been extended by an additional grade point for statutory officers only.
Progression through the scale is determined through satisfactory annual performance appraisals. 
Other Conditions of Service are as prescribed by the Joint National Council (JNC) for Local Authority Chief Executives national conditions. 
The terms and conditions for the Chief Executive can be accessed by following the link below:- https://www.mansfield.gov.uk/downloads/file/694/joint-negotiating-committee-chief-officer-conditions-of-service  

No member of the Corporate Leadership Group (i.e. those posts listed above) is entitled to other additional elements of remuneration in respect of overtime, flexitime, bank holiday working, stand-by payments etc. as these officers are expected to undertake duties outside their contractual hours and working patterns without additional payment.

In accordance with the national agreement except whether other terms and conditions are referred to in the agreement the Assistant Directors shall enjoy terms and conditions not less favourable than those accorded to other officers employed by the Council.

4.     LOWEST PAID EMPLOYEES

	For the purpose of this policy the Council’s “lowest paid employees” are defined as those employees on the lowest pay point routinely in use by the Council for its substantive roles as determined through use of the approved job evaluation scheme and grading structure.  This does not include grades or pay points put aside as trainee or development scales but relates to the minimum point for a competent employee taken on in a defined role.

With effect from 1 April 2025 the lowest paid employee is paid at Grade1, this equates to £24,413 annual basic pay (£12.6538 per hour) which exceeds the age related statutory National Living Wage of £12.21 per hour for workers aged 21 years and over.   This will be increased in April 2026 to £13.45 per hour to the latest Living Wage Foundation rate.
The Council ensures that remuneration of the lowest paid employee reflects the Real Living Wage.
5.	PAY STRUCTURE AND ALLOWANCES 

Terms and Conditions of Service 
The pay structure for all employees outside Chief Officers is in accordance with the NJC for Local Authorities National Pay Spine.
All posts outside the Chief Officers are evaluated using a locally adopted job evaluation scheme. The Council adopted the NJC Job Evaluation Scheme for all employees outside those on Chief Officer’s terms and conditions on 1 June 2013.
Recruitment of Officers in receipt of a Local Government Pension/Fire Fighters Pension, Severance or Termination Payment

When considering employing individuals in receipt of a local government pension or fire fighter pension the Council is required to have regard to the policy on Pension Abatement as determined by the relevant Administrative Body e.g. Nottinghamshire County Council.  It should be noted that the Administrative Body for the purposes of discretion may differ according to the location where the individual was previously employed.  The Council will not presume against employing such individuals if the Council is satisfied that they are the best candidate for the post. 

	The Council’s current policy in relation to the appointment of former staff as consultants requires that any ex-employee who has taken voluntary redundancy or early retirement be not engaged as a consultant (including under a contract for services) without a formal committee resolution.

	The Council will not presume against re-employing former members of staff who have received a payment for redundancy, severance or any other reasons defined under the terms of a compromise agreement if the Council is satisfied that the individual is the best candidate for the post.  Likewise the Council will not presume against employing individuals who have received severance or termination payments by another organisation listed on the Redundancy Modifications Order if the Council is satisfied that the individual is the best candidate for the post.

	This policy applies to all posts that are advertised within the Council irrespective of their position and is in-keeping with the Council’s policy on Recruitment and Selection in respect of ensuring equality of opportunity. 

Job Evaluation   
The scheme ensures a systematic process to assess the salary for posts in an open and transparent format ensuring consistency. 
The grading of JNC posts is determined locally.
Pay Awards and Increases 
A cost of living pay increase was agreed at 3.2% for JNC Chief Executives, JNC for Chief Officers and, this agreement was payable from 1st April 2025.
For staff on NJC terms and conditions a pay increase of 3.2% was payable from 1st April 2025.
Pay awards are negotiated nationally. When a national pay award is agreed the pay rates stated in above will change to reflect the percentage increase awarded.
Pensions
All employees, including Chief Officers, who are members of the Local Government Pension Scheme (LGPS), make individual contributions to the scheme in accordance with the following, which were effective from 1 April 2025.
Band	Range	Contribution rate for employment
		Main Section	50/50 Section*
1	Up to £17,800	5.50%	2.75%
2	£17,801 to £28,000	5.80%	2.90%
3	£28,001 to £45,600	6.50%	3.25%
4	£45,601 to £57,700	6.80%	3.40%
5	£57,701 to £81,000	8.50%	4.25%
6	£81,001 to £114,800	9.90%	4.95%
7	£114,801 to £135,300	10.50%	5.25%
8	£135,301 to £203,000	11.40%	5.70%
9	£203,001 or more	12.50%	6.25%







*Please note: 50/50 scheme is for employees who opt to pay reduced contributions for a reduced pension
The scheme provides for exercise of discretion that allow for retirement benefits to be enhanced.  The Council will consider each case on its own merits in accordance with the parameters defined within the Council’s Pension Discretions Policy and the Public Sector Exit Payments Regulations 2020. Details of the Policy can be accessed by following the link:

https://www.mansfield.gov.uk/downloads/file/692/employer-pension-discretions-policy 

In addition to the LGSP scheme employees having access to join My Money Matters a salary sacrifice Additional Voluntary Contributions pension plan.
Professional Fees
Employees who meet the criteria as laid down in the Professional Fees Policy are eligible to have full or part of their professional fees reimbursed in accordance with the policy.
Market Forces Supplements
In limited instances it is necessary to aware market supplements due to recruitment and retention difficulties.  In these instances, the Market Forces Supplement Policy is adhered to.
The policy is subject to a periodic review.
Overtime and Weekend Working  
If, subject to service needs, employees are required to work overtime and/or weekends, appropriate payments will be made in accordance with terms and conditions of employment.



Travel and Subsistence
Where expenses for mileage or subsistence are incurred by any employee, including Chief Officers while carrying out their duties they are paid in line with the Travel and Subsistence Policy.
Pay Protection
Current Pay Protection is for 12th months if there is a change in post or grade which results in the grade being reduced by more than one grade.
Redundancy Compensation 
Statutory redundancy pay is applicable in cases of voluntary or compulsory redundancy.  Employees also receive contractual notice when served notice of redundancy, which is ordinarily worked. 
First Aid Allowances
Employees who are classified as a ‘designated first-aider’ are eligible to receive an allowance.
Allowances

There are no additional allowances paid to chief officers outside the basic terms and conditions of service. 

All chief officers are designated as casual car users and may claim car mileage in accordance with published HMRC rates.

Performance Related Pay and Bonuses

The Council does not currently operate any form of performance related pay or bonus schemes.  

6.	SEVERANCE AND DISCRETIONARY PAYMENTS 
	The policy for the award of any discretionary payments is the same for all employees, regardless of their pay level and is in accordance with the Council’s current Pensions Discretionary Policy. 
	The Act is intended to bring out in the open the approach an authority may take in offering a severance payment to senior staff as part of a decision to terminate a contract for any reason. As with other elements of a pay policy statement, any decision that authority takes in relation to the award of severance to an individual chief officer, must comply with their published policy for that year and should represent value for money for taxpayers an individual business case. The business case will be considered and determined by:
Personnel Committee: Chief Officers and Statutory Officers as defined in the Council’s Constitution.
Chief Executive: All other employees.

7.	REMUNERATION DECISIONS
	Decisions on remuneration relating to pay, starting spinal point (for Chief Executive only) and any additional allowances for Chief Officers as defined in the Council’s Constitution are determined by Personnel Committee and ratified by the Council. 
 	Spinal point progression for the Chief Executive is considered and approved by the Personnel Committee subject to satisfactory performance.
	The Personnel Committee acts as the recruitment interviewing committee for all posts defined as Chief Officers and/or Statutory Officer posts in the Council’s Constitution
	Where individual officers are requested to carry out part of a role at a higher level in excess of four weeks and/or carry out project related activities outside of their substantive role, Chief Officers may, at their discretion, propose that an honorarium is paid in accordance with the Council’s Acting Up/Honorarium Arrangements Guidance. This policy is subject to periodic review.
8.	BENEFITS IN KIND
Allowances and benefits typically follow nationally agreed rates. Locally agreed allowances or benefits in kind payments include:
All employees of the Council have access to Viv up, which enable employees to enjoy discounts with major retailers. There is no cost to the Council for this service.
Access to salary sacrifice schemes such as childcare vouchers (This is only applicable to existing employees already in the scheme in line with current legislation) and cycle to work schemes, which are available to all employees in accordance with current policies.
	
9.	RELATIONSHIP BETWEEN THE PAY OF THE HIGHEST AND LOWEST   EARNER

The Council’s current ratio between its top earner to its median earner is: 4.54.1.
The Council’s current ratio between its top earner to its lowest earner is: 5.32:1.
	These ratios will be monitored annually within the Pay Policy Statement and the figures exclude apprentices.
10.		PAY BARGAINING – THE NATIONAL CONTEXT

	The Council is a member of the Local Government Employers Association for national collective bargaining purposes in respect of Chief Executives, Chief Officers and other employees of the Council. Separate negotiations and agreements are in place for each of these groups.  Changes arising from national negotiations linked to remuneration generally take effect from the 1st of April each year and on occasions when negotiations conclude after this day any amendments to pay typically become retrospective to the 1st April.  

		In accordance with the terms and conditions of employment for Council employees, it is the Council’s policy to implement national agreements. A pay award for Chief Executives was agreed in July 2025 and Chief Officers was also agreed in July 2025, both 3.2% and backdated to 1st April 2025. Other staff within the council also had a pay award of 3.2% backdated to 1st April 2025.
	
11.	PAY MULTIPLES

	The Council does not explicitly set the remuneration of any individual or group of posts by reference to a simple multiple of another post or group of posts.  The use of multiples cannot capture the complexities of a dynamic and highly varied workforce in terms of job content and skills required.  Nor can it ensure that employees are treated fairly and equitably in respect of the value and level of a role that they undertake. 

	In terms of overall remuneration packages, the Council’s policy is to differentiate by setting different levels of basic pay to reflect differences in responsibilities in line with the approved job evaluation scheme or as determined locally for Chief Officers engaged on JNC terms.

	In determining pay for Chief Officers engaged on JNC terms, the Council would not expect the remuneration of its highest paid employee to exceed 10 times that of the lowest group of employees, nor would the Council expect the remuneration of the highest paid employee to exceed 6.5 times that of the mean[footnoteRef:2] average earnings across the Council.  

PUBLICATION AND ACCESS TO INFORMATION

This Pay Policy Statement will be published on the Council’s website in accordance with Section 38 of the Localism Act 2011. The statement also contains information of posts attracting salaries in excess of £50,000 to meet the requirements of the Local Government Transparency Code.



13.  	EQAULITY IMPACT ASSESSMENT 

This policy has been developed with due regard and consideration for other policies, procedures and agreements currently in operation within the Council and follows the completion of an equality impact assessment, details of which are held in Human Resources. The Equality Impact Assessment is reviewed annually at the same time as this policy. 

14. 	APPROVAL / /REVIEW 

Before it takes effect, the pay policy statement is approved by a resolution of the Council.  

The Pay Policy Statement will be annually reviewed on or before 31 March each year.
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