
North Devon Council 
 
Pay Policy Statement for Chief Officers - 2025 
 
1 Purpose and scope of the Policy 
 
1.1 Section 38 (1) of the Localism Act 2011 requires English and Welsh local 

authorities to produce a statutory Pay Policy Statement for 2012/13 and for 
each financial year after that. 

 
1.2 In the context of managing scarce public resources, remuneration at all levels 

within the Council needs to be adequate to secure and retain high-quality 
employees dedicated to the service of the public, but at the same time needs 
to avoid being unnecessarily generous or otherwise excessive. 

 
1.3 This Pay Policy Statement applies specifically to chief officers (a term which 

includes both statutory and non-statutory chief officers) and addresses the legal 
requirement to set out how the policy for agreement of chief officer 
remuneration differs to that of other Council employees.  For the purposes of 
this Statement this includes:  

 
• Head of Paid Service (the Chief Executive Officer) 
• Director of Resources and Deputy Chief Executive (including Section 151 

Officer responsibilities) 
• Heads of Service   
• Senior Solicitor (including Monitoring Officer responsibilities) 

 
1.4 The Hutton Report outlined that the most appropriate metric for pay dispersion 

is the multiple of chief executive to median earnings.  Tracking this multiple will 
ensure public service organisations are accountable for the relationship 
between the pay of their executives and the wider workforce.  Through this pay 
policy statement North Devon Council will track this multiple annually and will 
also publish the following information (please see Annex A) :  

 
• the level and elements of remuneration for each chief officer; 

• the remuneration of the lowest paid employees; 

• the relationship between the remuneration of its chief officers and other 
officers; 

• other specific aspects of chief officer remuneration. 
 



 
 

2 Terms Explained 
 
Pay multiple – this is calculated by comparing all taxable earnings for the given year 
(including  base salary, variable pay, bonuses, allowances and the cash value of 
benefits in kind) for the Head of Paid Service compared to median earnings and the 
lowest paid in the organisation. 
 
Job Evaluation Scheme – North Devon Council currently uses the Inbucon scheme.  
It is a systematic process for defining the relative worth or value of jobs.  It provides 
an objective basis for determining a rational pay structure. 
 
 
3 Specific Policy Areas 
 
3.1 The Joint Negotiating Committee has previously emphasised that ‘it is good 

governance that local authorities can demonstrate that decisions on pay and 
reward packages for chief executives and chief officers have been made in an 
open and accountable way.’ 

 
3.2 Salaries below the Head of Paid Service  and the Director of Resources and 

Deputy Chief Executive posts are subject to North Devon Council’s Job 
Evaluation Scheme. 

 
3.3 The salary of the Head of Paid Service and the Director of Resources and 

Deputy Chief Executive are both a 3 point range and this has been and will 
continue to be agreed through an accountable and transparent process.  Salary 
levels will be consistent with similar organisations which aim to pay according 
to median salaries.  There will be due regard to balance the need to ensure 
value for money but enable North Devon Council to recruit and retain high 
quality chief officers in the context of national, regional and local labour markets. 

 
3.4 In determining the remuneration package for appointments to Head of Paid 

Service and Director of Resources and Deputy Chief Executive, the Governance 
Committee will take independent pay advice from South West Regional 
Services, the Local Government Association or similar.  The Governance 
Committee will then make recommendations which will be subject to the 
approval of Full Council. 

 
3.5 The Governance Committee may recommend to Full Council changes to the 

remuneration package following any review.  Any changes to the remuneration 
packages will be subject to Full Council approval. 
 

3.6 Full Council will need to approve severance packages of £100,000 or more. 
 
3.7 Salary increases in relation to cost of living will be made in line with National 

Joint Council recommendations. 
 
3.8 At present, there are no additional payments made to senior officers which 

specifically relate to performance such as performance bonuses; neither is there 
an element of pay which can be enhanced for performance. 

 
3.9 Any termination payments to chief officers on ceasing office will comply with 



 
 

North Devon Council’s Redundancy and Early Retirement Policies. 
 
3.10 Additional payments are made by Central Government to officers carrying out 

additional duties at elections.  These payments are not within the scope of this 
policy. 

 
3.11 Through this policy the pay multiple of the Head of Paid Service will be 

monitored annually.  Should the multiplier between the annual salary paid to a 
full time employee on the lowest spinal column point and the annual salary paid 
to the Head of Paid Service be greater than 10, this will be reported by the 
Leader of the Council to Full Council for consideration. 

 
3.12 Because of the specific structure within the Council, the Head of Paid Service 

manages a number of functions, and so the salary levels of the Head of Paid 
Service, the Director of Resources and Deputy Chief Executive and the Heads 
of Service are included in the Pay Policy Statement as an example.  The Senior 
Solicitor is also included as he is the Monitoring Officer and this is a statutory 
position. 

 
 
4 Outcomes 
 
4.1 In introducing this policy North Devon Council will ensure that the process for 

setting pay at a senior level is transparent. This policy will be reviewed annually 
to track the relationship of chief officer pay with the rest of the workforce. 

 
 
5 Who is responsible for delivery? 
 
5.1 The Head of Organisational Development is responsible for the delivery of this 
policy. 
 
 
6 Performance Monitoring 
 
6.1 Annual monitoring of this policy will take place and be reported at Full Council 
in March each year. 
 
 
7 Equality Impact Considerations 
 
7.1 The principles of equal pay are integral to this policy.  ‘Equal work’ is defined 

as: 
 

• like work where the woman and the man are doing the same job; or 

• work rated as equivalent where the two jobs are different but have 
been evaluated by the employer’s job evaluation scheme (JES) at the 
same level/grade; or 

• work of equal value where the jobs are again different but an argument is 
made that both jobs should be regarded as being of equal value or worth. 



 
 

 
 

Appendix A 
 
1. The levels and elements of remuneration for each chief officer are: 

 

Head of Paid Service (Chief Executive Officer) - £121,740 - £128,653 p.a. 

Director of Resources and Deputy Chief Executive - £89,066 - £94,124 p.a. 

Head of Service - £59,728 - £72,906 p.a. 
Senior Solicitor and Monitoring Officer - £48,710 - £57,902 p.a. 
 
Allowances 

Expenses when occur as set out in Expenses Policy e.g. mileage 

 
2. The full time remuneration of the lowest paid employee (not including 

Apprentices): 

 

Pannier Market Assistant - £23,656 p.a. 

 
Allowances 

Expenses when occur as set out in Expenses Policy e.g. mileage 

 
3. The multiplier of the remuneration of the chief officer and other officers based 

upon taxable earnings : 

 

 The annual median pay of all employees is £28,624 p.a.  

 

 The pay multiple of Head of Paid Service to median is 4.25  

 

 Pay multiple of Head of Paid Service to lowest paid full time employee (Not 

including Apprentices) is 5.15 

 

 Annual mean pay of all employees is £31,316 p.a. 

 
 

 


