JOINT NEGOTIATING COMMITTEE
(EMPLOYERS’)
When:

Monday 22 February 2021
on conclusion of the Joint Negotiating Committee

Where: Online
A link will be made available to those entitled to participate by no later than noon
the day before the meeting. Members of the public can observe proceedings at
https://www.youtube.com/user/MiltonKeynesCouncil

Members of the Committee
Councillor
Middleton (Chair)
Councillors
Bowyer, Carr (Vice-Chair), Darlington, Hosking (Vice-Chair), Miles
and Trendall (substitute for Councillor Alexander)
Enquiries
Please contact Jane Crighton, Committee Manager, on 01908 252333 or
jane.crighton@milton-keynes.gov.uk
This agenda is available at https://milton-keynes.cmis.uk.com/miltonkeynes/Committees.aspx

Milton Keynes Council, Civic, 1 Saxon Gate East, Milton Keynes, MK9 3EJ - Tel: 01908 691691
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Agendas
Agendas and reports for the majority of the Council’s public meetings can be accessed at:
http://milton-keynes.cmis.uk.com/milton-keynes/
Recording of Meetings
The proceedings at this meeting may be recorded for the purpose of preparing the minutes
of the meeting.
In accordance with the Openness of Local Government Bodies Regulations 2014, you can
film, photograph, record or use social media at any Council meetings that are open to the
public. If you are reporting the proceedings.
Guidance from the Department for Communities and Local Government can be viewed at:
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/343182/1
40812_Openness_Guide.pdf
Comments, Complaints and Compliments
Milton Keynes Council welcomes feedback from members of the public in order to make its
services as efficient and effective as possible. We would appreciate any suggestions
regarding the usefulness of the paperwork for this meeting, or the conduct of the meeting
you have attended. Please e-mail your comments to meetings@milton-keynes.gov.uk
If you require a response please leave contact details, ideally including an e-mail address.
A formal complaints / compliments form is available at http://www.miltonkeynes.gov.uk/complaints/
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AGENDA
1.

Apologies

2.

Minutes
To approve, and the Chair to sign as correct records, the Minutes of the
meeting of the Joint Negotiating Committee (Employers’) held on 5 October
2020 (Item 2) (Pages 4 to 5).

3.

Disclosure of Interests
Councillors to declare any disclosable pecuniary interests, or personal
interests (including other pecuniary interests), they may have in the business
to be transacted, and officers to disclose any interests they may have in any
contract to be considered.

4.

Matters Arising from Joint Negotiating Committee: 22 February 2021
To consider and ratify any decisions arising from the Joint Negotiating
Committee held on 22 February 2021.
Smarter Working Proposals

5.

Annual Pay Policy Statement
To consider Item 5 (Pages 6 to 18)
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ITEM 2

Minutes of meeting of the JOINT NEGOTIATING COMMITTEE (EMPLOYERS’) held on
MONDAY 5 OCTOBER 2020 at 10.39 am
Present:

Councillor Middleton (Chair)
Councillors Bowyer, Carr (Vice-Chair) and Darlington

Officers:

S Richardson (Director - Finance and Resources), M Zaman (Head of HR),
O Bannister (HR Business Partner), A Shokar (HR Business Partner) and
J Crighton (Committee Manager)

Apologies:

Councillors Alexander, Hosking (Vice-Chair) and Miles and C Stanton
(Pay and Reward Manager)

JNC(E)05

MINUTES
RESOLVED That the Minutes of the meeting of the Joint Negotiating Committee
(Employers’) held on 6 July 2020 be approved and signed by the Chair
as a correct record.

JNC(E)06

DECLARATIONS OF INTEREST
None disclosed.

JNC(E)07

MATTERS ARISING FROM THE JOINT NEGOTIATING COMMITTEE
HELD ON 5 OCTOBER 2020
The Committee considered the outcomes from the Joint Negotiating
Committee, held prior to this meeting, which had considered reports
on the Social Worker Employee Referral Scheme - Children’s Services
and the Social Worker Registration Fee and ‘Golden Hello’ Payment
Review.
It was noted that there had been unanimous support in relation to
both items.
RESOLVED That the following decisions of the Joint Negotiating Committee be
ratified:
(a)

Social Worker Employee Referral Scheme - Children’s Services
(i)

5 October 2020

That the scheme come into effect from 1 October 2020
in line with the Autumn Social Worker recruitment
campaign allowing current employees across the
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organisation to refer a friend and each to receive up to
£1,000. Depending on the success of the application,
payment will be allocated in two parts to both parties, as
follows:
1. £500 following a successful appointment; and
2. £500 upon completion of one year in post.

(b)

JNC(E)08

(ii)

That the scheme initially be introduced on a trial basis
with a review being undertaken in March 2021 to
measure the impact of the proposal on the recruitment
and retention of social care staff in Children’s Services.

(iii)

That external applicants only be considered to qualify
under the scheme and will not apply to existing
employees of Milton Keynes Council as an internal move
to Children’s Services.

(iv)

That a review meeting be held with the Staff Side and HR
in six months’ time and feedback be provided to
Committee members.

Social Worker Registration Fee and ‘Golden Hello’ Payment
Review
(i)

That the Council continue to reimburse social workers
for their professional fees and that the process for
registration and potential changes to the fees be closely
monitored.

(ii)

That the ‘Golden Hello’ payment continue at a lower rate
and that this differentiates between Grades G and H, and
the impact of the change in the number and quality of
candidates be monitored.

(iii)

That Adult Services continue to develop and enhance its
retention initiatives for existing social workers.

(iv)

That a review meeting be held with the Staff Side and HR
in six months’ time and feedback be provided to
Committee members. In relation to the ‘Golden Hello’
payment, feedback be provided to Committee members
in Summer 2021.

DATE OF NEXT MEETING
It was noted that the next meeting of the Joint Negotiating Committee
(Employers’) would be held on Monday 7 December 2020.

THE CHAIR CLOSED THE MEETING AT 10.49 AM
5 October 2020
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ITEM

5

Joint Negotiating Committee
(Employers’) report
22 February 2021

ANNUAL PAY POLICY STATEMENT
Report sponsor

Steve Richardson
Director - Finance and Resources

Report author

Cindy Stanton
Pay and Reward Manager
cindy.stanton@milton-keynes.gov.uk
07464 496400

Exempt / confidential / not
for publication
Council Plan reference
Wards affected

No
Not in Council Plan
All wards

Executive Summary
The Council is required to adopt and publish its policy statement in accordance with
Section 38(1) of the Localism Act 2011. The JNCE are asked to review the attached
Pay Policy Statement with a view to recommending it to Council for adoption at its
meeting on 10 March 2021. (This item does not go to JNC.)

1.

Decision to be Made

1.1

That the Pay Policy be recommended to Council for adoption, at its meeting on
10 March 2021, with effect from 1 April 2021.

2.

Why is the Decision Needed?

2.1

The Council is required to adopt and publish its policy statement in accordance
with Section 38(1) of the Localism Act 2011. This policy ensures that a
consistent approach is taken to pay across the Council.

MK Council, Civic, 1 Saxon Gate East, Central Milton Keynes, MK9 3EJ
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3.

Implications of the Decision

3.1

The pay policy statement sets out the Council’s approach to pay. This ensures
a clear and consistent approach is taken across the Council. It reflects the
current practice of the Council.

3.2

Comparator information is attached and shows the ratios between the highest
salary and the lowest, mean and median salaries at the Council and
comparator local authorities. This information is taken from the pay policy
statements for each local authority published in April 2020. The information
shows that the Council is ranked:
Highest to Lowest Salary Ratio:
•

9th lowest out of 11 national LA comparators

•

2nd lowest out of 7 local LA comparators

Median Average Earnings Ratio:
•

2nd lowest out of 10 national LA comparators

•

2nd lowest out of 7 local LA comparators

Financial
Legal
Communication
Energy Efficiency
(a)

No
Yes
No
No

Human rights, equalities, diversity
Policies or Council Plan
Procurement
Workforce

Yes
Yes
No
Yes

Financial Implications
None. The pay policy ensures that pay is kept appropriate and
consistent.

(b)

Legal Implications
Having the pay policy in place ensures that a consistent approach is
taken to pay and reduces the risk of challenge from an equal pay / work
of equal value perspective. It meets the requirements of the Localism
Act 2011.

(c)

Other Implications
Having the pay policy in place ensures that a consistent approach is
taken to pay across the Council. It provides a transparent and fair
approach to pay for the workforce.

MK Council, Civic, 1 Saxon Gate East, Central Milton Keynes, MK9 3EJ
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4.

Timetable for Implementation

4.1

The recommended Pay Policy will be put to full Council at its meeting on
10 March 2021 for adoption from 1 April 2021.

List of Annexes:
Annex A

Pay Policy Statement

Annex B

Pay Policy Ratio Benchmark Information

MK Council, Civic, 1 Saxon Gate East, Central Milton Keynes, MK9 3EJ
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ANNEX A

Pay Policy Statement - Financial Year 2020/21
1

Purpose

1.1

This policy statement is provided in accordance with Section 38(1) of the
Localism Act 2011 and will be updated annually from April each year.

1.2

This pay policy statement sets out Milton Keynes Council’s (MKC’s) policies
relating to the pay of its non-schools workforce for the financial year 2021/22.
In particular:
a)

The remuneration of its Chief Officers

b)

The remuneration of its “lowest paid employees”

c)

The relationship between
i. The remuneration of its Chief Officers and
ii. The remuneration of its employees who are not Chief Officers

The pay ratios in respect of these are given at the attached Appendix.
2

Definitions for the purpose of this pay policy are as follows:

2.1

“Pay” in addition to salary includes charges, fees, allowances, benefits in kind,
increases in enhancements to pension entitlements, and termination
payments. It does not include any employer pension or NI contributions.

2.2

“Chief Officer” refers to the following roles with MKC:
a)

Chief Executive (CEO), as Head of Paid Service

b)

Director of Children’s Services (DCS), Director of Adult Services (DASS),
Director of Finance and Resources (Chief Finance Officer), Director of
Law and Governance (Monitoring Officer), and the Director of Public
Health as the Council’s statutory Chief Officers.

c)

Deputy Chief Executive; Director of Planning, Strategic Transport and
Placemaking; Director of Environment and Property; and the Director
of Policy, Insight and Communications as non-statutory Chief Officers
as they report directly or are directly accountable to a statutory or nonstatutory Chief Officer in respect of all or most of their duties.

With the exception of the CEO and the Director of Public Health, these roles
are subject to Chief Officer terms and conditions of service and national pay
bargaining.
These roles make up the Council’s Corporate Leadership Team (CLT).
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2.3

“Lowest paid employees” refers to those employees who remain on
protected terms and conditions of service under TUPE legislation following
transfer to MKC. The lowest pay level is in line with the Living Wage
Foundation Rate of £9.50 per hour. This definition of the “lowest paid
employees” has been adopted because it accurately reflects the lowest pay
rate within MKC. The lowest rate of pay within MKC’s pay structure is above
this level. The lowest pay rate for apprentices is at this level.

2.4

“Employees who are not a Chief Officer” refers to employees who are not
covered under the Chief Officer group above. This includes the lowest paid
employees. These staff are on the following terms and conditions of service:
• Single Status (NJC) terms and conditions of service
• Various TUPE protected terms and conditions of service
• Joint Negotiating Committee for Coroners
• National Employers’ Organisation for School Teachers (NEOST)
• The Soulbury Committee
• Joint Negotiating Committee for Youth and Community Workers

3

Pay framework and remuneration levels

3.1

General approach: Remuneration at all levels needs to be adequate to secure
and retain high-quality employees dedicated to fulfilling MKC’s business
objectives and delivering services to the public. This has to be balanced by
ensuring remuneration is not, nor is seen to be, unnecessarily excessive. Each
council has responsibility for balancing these factors and faces its own unique
challenges and opportunities in doing so and retains flexibility to cope with
various circumstances that may arise that might necessitate the use of market
supplements or other such mechanisms for individual categories or posts
where appropriate. MKC’s pay is set above the National Living Wage rate.

3.2

Responsibility for decision on remuneration: It is essential for good
governance that decisions on pay and reward packages for CEOs 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.
3.2.1 With the exception of any groups where pay is governed by national
consultation or those who have transferred to MKC under TUPE
legislation, pay is determined by the Employer’s Side of the Joint
Negotiating Committee JNC(E). The JNC(E) comprises councillors from
the main political parties and has the responsibility for local terms and
conditions of employment for staff within MKC’s pay framework.
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3.2.2 The current pay framework for Chief Officers was agreed by the JNC on
4 March 2019 and is subject to national pay bargaining.
3.2.3 The current Single Status pay framework was implemented from 1 April
2014 and is subject to national pay bargaining.
3.2.4 Where staff have transferred to MKC with pay protected under TUPE
legislation, MKC will seek to harmonise pay, terms and conditions of
service where this is appropriate.
3.3

Salary grades and grading framework

3.4

Grades are determined for each role by a process of job evaluation, in line
with national guidance. This ensures that there is a fair and consistent
practice for different groups of workers across services.
3.4.1 MKC’s pay framework is determined locally and has 18 grades.
a)

There are three grades allocated to Chief Officer roles. The allocation
of these grades is determined using the Hay Job Evaluation Scheme:
Chief Executive
Deputy Chief Executive
Director

Each Chief Officer is appointed on a spot salary within each pay band. A
review of pay levels within each pay band is undertaken at least every 3 years
to ensure that they remain at an appropriate level. The last review took place
in October 2020. This process can be found pay information
b)

There are 15 grades in the Single Status pay framework. The allocation
of these grades is determined using the NJC and Hay job evaluation
schemes: grade A being the lowest and grade O being the highest.
Progression within the grade on an annual basis is subject to key
objectives being met to an acceptable level and there being no
performance issues.

3.4.2 The above groups are subject to national pay bargaining. MKC is an
accredited Living Wage Employer and as such, will ensure that its
lowest pay rate is above the Living Wage Foundation Rate (LWF rate).
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4

Remuneration

4.1

Chief Officers
4.1.1 The salary of the CEO and the salary bands for all Chief Officers are
published on MKC’s website alongside those of other officers earning
more than £50,000 at pay information .
4.1.2 Salary on appointment: For all roles, salary on appointment has regard
to the relative size and challenge of the role compared to other similar
roles within MKC, via the job evaluation process. Account is also taken
of other relevant available information, including the salaries of similar
roles in other similar sized organisations. The salary is set by the
Appointment Panel for the specific role. This panel comprises
councillors from the main political parties.
4.1.3 If, on appointment, the salary package is in excess of £100,000
(including any fees, allowances, benefit in kind etc but excluding
employer’s pension and NI contributions) it will be reported to full
Council. The decision in respect of salary remains with the
Appointment Panel. Salaries currently falling within this range are
those at CEO, Deputy Chief Executive and some at Director level.
4.1.4 Salary following pay review: If, following a review, the salary package
increases to above £100,000, it will be reported to full Council for
information. The decision in respect of the appropriate salary level will
be made in line with the agreed Senior Manager Pay Review process,
pay information

4.2

Employees who are not Chief Officers: Employees new to MKC will normally
be appointed to the first point of the salary range for their grade. Where the
candidate’s current employment package would make the first point of the
salary range unattractive (and this can be demonstrated by the applicant in
relation to current earnings) or where the employee already operates at a
level commensurate with a higher salary, a higher salary within the salary
range may be considered by the recruiting manager. The candidates’ level of
skill and experience should be consistent with that of other employees in a
similar position on the salary range.

4.3

Lowest paid employee: The lowest full time salary payable is £18,328, the
equivalent of £9.50 per hour (the Real Living Wage rate set by the Living Wage
Foundation). An employee who transfers to MKC under TUPE earning less that
this will have their pay increased to this level on transfer.

4.4

Bonus: There is no provision for bonus payments for Chief Officers, or for
employees who are not Chief Officers, or for the “lowest paid employees”.
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4.5

Market supplements: It is important that MKC is able to attract and retain
staff at all levels of the organisation in an increasingly competitive job market.
Where market forces suggest such a supplement is needed MKC will apply its
market supplement policy. MKC’s policy in respect of this can be found at:
Pay information. Any such supplement is made clear in the contract of
employment and is subject to review, with appropriate adjustments made.

4.6

Honoraria/Temporary responsibility payments: There is provision at all levels
within MKC for an Honoraria, Partial Acting Up or Temporary Responsibility
Payment to be made to staff who have completed the duties of a higher
graded post, provided they meet with the criteria for this scheme set out at
Pay information.

4.7

Recruitment and retention initiatives: For staff groups where there is a
recognised national shortage, MKC continues to consider incentives to attract
and retain staff. All such initiatives are trialled, reported to the local Joint
Negotiating Committee and reviewed before being formally adopted. Such
initiatives are kept under review to monitor their effectiveness. Current
initiatives are:
• Children’s Services Social Worker Employee Referral Scheme that has
been trialled since October 2020. A decision as to its continuation will
be taken in March 2021.
• Adult Services Social Worker Golden Hello Payments to qualifying staff.

4.8

Other pay elements
4.8.1 The overall remuneration, including claimed expenses and employer’s
pension contribution, for Chief Officers who are core members of the
CLT is published in MKC’s Statement of Accounts
4.8.2 Chief Officers are subject to performance management processes in the
same way that employees who are not Chief Officers and lowest paid
employees are.
4.8.3 The CEO’s objectives are set each year by the three political Group
Leaders. The CEO is appraised against those objectives by the three
Group Leaders. There is no financial recognition linked to this appraisal
process.
4.8.4 The Deputy Chief Executive is appraised by the CEO as their line
manager using the standard appraisal process. There is no financial
recognition linked to this appraisal process.
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4.8.5 Other Chief Officers are treated in accordance with the arrangements
applied for lowest paid employees and all other employees who are not
Chief Officers. Full details of the appraisal system can be found on the
internet at Pay information.
4.9

Charges, fees or allowances: Any allowance or other payment will only be
made to staff in connection with their role or the patterns of hours they work
and must be in accordance with MKC’s collective agreement in relation to
Terms and Conditions of Service.

4.10

Election fees and duties: These are paid as a separate employment to the
Council’s Returning Officer.

4.11

Benefits in kind: There are no benefits in kind given by MKC. Any gift or
conflict of interest must be registered in accordance with MKC’s Code of
Conduct.
Pension: All employees as a result of their employment are eligible to join the
Local Government Pension Scheme. MKC’s discretions within this scheme are
set out in the Pension Discretions policy at Pay information.

4.12

Severance payments
4.12.1 MKC is required to publish its policy on discretionary payments on early
termination of employment as well as publishing its policy on increasing
an employee’s total pension scheme membership and on awarding
additional pension. This policy applies to all MKC employees. These
can be found within MKC’s Redeployment and Redundancy Policy at
Pay information
4.12.2 It is important that MKC has flexibility to respond to unforeseen
circumstances with regards to re-employing former employees as a
Chief Officer. If it re-employs a previous employee who received a
redundancy or severance package on leaving, or if that person returns
on a ‘contract for services’ or if they are in receipt of a Local
Government / Firefighter Pension scheme (with the same or another
local authority), then the provisions of the Local Government Pension
Scheme and the Redundancy Modifications Order will be applied. The
latter provides that:
a)

If MKC, or another public authority to which the Redundancy Payments
Modification Order (Local Government) 1999 (as amended) applies,
makes an offer of another job that will commence within four weeks of
the termination of a contract, the officer will not be entitled to a
redundancy payment.
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b)

Any offer of voluntary redundancy is made on the understanding that if
another public authority to which The Redundancy Payments
(Continuity of Employment in Local Government, etc) (Modification)
Order 1999 applies, makes an offer of a job before the termination of
employment which will be taken up within four weeks of the
termination of employment with MKC, there shall be no entitlement to
a redundancy payment.
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Appendix
These calculations are based on salary data as at 31 December 2020 and calculated
based on full-time equivalent salaries.
1.

Relationship between remuneration of Chief Officers and employees who are
not Chief Officers
Mean average earnings ratio = 5.7 : 1
a) Total FTE salaries £76,986,219 2,371 (headcount) = £32,470
b) Highest paid employee (CEO): £184,457 per annum
Median average earnings ratio = 6.2 : 1 FTE salary
Median salary is based on the full time equivalent (FTE) salary of each
employee to reflect the value of the role. The median is the middle salary if
each salary is lined up from highest to lowest. This salary is £29,577.
This ratio is below the expected multiples of 8.1-12.1 for the public sector as
identified in the Hutton Review of Fair Pay in the Public Sector (March 2011)
Report.

2.

Relationship between remuneration of Chief Officers and lowest paid
employees
a)

Ratio = 10.1 : 1

b)

Lowest paid employee: £18,328

c)

Highest paid employee (CEO): £184,457

A lower pay ratio provides the council with better value for money.
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ANNEX B

Pay Policy Ratio Benchmark Information
The figures below are taken from information published by each Council. They
are based on data as at April 2020.
Highest
Paid
Salary

MKC

Lowest
Paid
Salary

Highest
to
Lowest
Salary
Ratio

Median
Average
Salary

Average Earnings
Ratio
Mean

Median

£179,520

£17,942

10.1 : 1

£32,029

5.8 : 1

5.6 : 1

Northampton CC

£195,043

£16,823

11.6 : 1

£21,260

5.8 : 1

9.2 : 1

Bucks CC

£200,000

£15,839

12.6 : 1

£28,862

6.9 :1

7.2 : 1

Luton BC

£190,330

£17,842

10.6 : 1

£25,991

7.3 : 1

7.1 : 1

Central Beds

£199,686

£17,364

11.5 : 1

£28,571

7.0 : 1

6.2 : 1

Northampton BC

£149,726

£18,443

8.1 : 1

£23,935

5.3 : 1

5.8 : 1

Bedford BC

£180,423

£17,364

10.4 : 1

£40,094

5.6 : 1

4.5 : 1

Regional Comparators

National Local Authority Comparators
Thurrock

£182,000

£17,832

10.2 : 1

£23,788

6:1

7.5 : 1

Swindon

£170,340

£17,364

9.8 : 1

£24,334

6:1

7:1

Peterborough

£173,596

£16,711

10.3 : 1

£31,371

5.1 : 1

5.5 : 1

Bracknell Forest

£159,876

£16,302

9.8 : 1

6.0 : 1

6.8 : 1

Warrington

£168,073

£17,942

9.4 : 1

£23,024

7.3 : 1

Brighton & Hove

£159,157

£17,364

9.2 : 1

£28,420

5.6 : 1

Doncaster

£164,238

£17,364

9.5 : 1

£19,937

Wolverhampton

£167,050

£17,364

9.6 : 1

Telford & Wrekin

£155,00

£17,364

9.0 : 1

£22,021

7.0 : 1

Reading

£167,302

£18,065

9.0 : 1

£26,999

6.0 : 1

(2017/18)

6.2 : 1

8.2 : 1

(2019/20)

Blank = Information not published.
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Definitions:
Median average: based on the full-time equivalent (FTE) salary of each
employee to reflect the value of the role, the median is the middle salary if
each salary is lined up from highest to lowest.
Mean average: the total FTE salaries divided by headcount
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