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Purpose/Introduction

This policy is established to meet requirement of section 38(1) of the Localism Act
(2011).

The purpose of this policy is to provide transparency on the salaries of Chief Officers of
the Council, how those salaries are set, and other issues related to the pay of Chief
Officers.

BCP Council has now been in existence following Local Government Reorganisation
(LGR) since April 2019 and is made up of the following preceding authorities,
Bournemouth Borough Council, Christchurch Council and Borough of Poole. The
financial information published to meet legislative responsibilities is relating to the
2024/25 salary information using a snapshot date of 31 December 2024, and the draft
2023/24 Statement of Accounts (in draft and unaudited)

Who the policy applies
to

Chief Officers - The Council will engage persons for the following posts, who will be
designated Chief Officers:

E)) Chief Executive and Head of Paid Service

(b) Corporate Directors or Directors who report directly to the Chief Executive
within the line management structure

To clarify, Chief Officers in BCP Council are on National Joint Council (NJC) terms and
conditions, not Joint National Committee (JNC) for Chief Officers.
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The policy

The salaries at the point of Local Government Review in 2019 for the Chief Executive
and Chief Officers were set by the Leader and Deputy Leader of the BCP Shadow
Authority on advice from the South West Local Government Employers Association and
having regard for the Chief Executive and Chief Officers’ national pay scales.

The salaries for these staff have been, and will continue to be increased in line with
national pay awards agreed by Joint National Committee (JNC) for Chief Executives
and National Joint Council (NJC) for Local Government employees (for Chief Officers),
unless financial constraints prevent the required funding from being available. In this
case, some lesser figure or no increase will be applied.

The Chief Executive is employed on JNC conditions of service.

Section 38(1) of the Localism Act requires the following information to be published
annually as part of the policy (Appendix A):

a The Head of Paid Service (Chief Executive) base salary, including pension
contribution and the NI contribution with a total figure per annum (excluding
expenses allowance).

b The median full-time equivalent salary for staff, excluding employees in schools
and all apprentices with the pension contribution and the NI contribution with a
total figure. The ratio between this salary and the salary of the Head of Paid
Service.

c The lowest full time equivalent salary, with the pension contribution and the NI
contribution with a total figure.
The ratio between this salary and the salary of the Head of Paid Service.

d These ratios are published in line with the recommendations of the Hutton review
of Fair Pay in the Public Sector. This review also recommends thatlocal authorities
define what they mean by ‘lowest salary’.

e The lowest salary is defined as the full-time equivalent salary of employees in
receipt of the lowest salary point of the salary and grading structure for the
preceding councils’ employees who are not teachers, Apprentices or school
support staff.

f The salaries of Heads of Service / Service Directors, the posts that report into
Corporate Directors, and other employees not covered by nationally agreed pay
scales, are determined under the preceding councils’ job evaluated pay and
grading structure. Any role created and job evaluated since the formation of BCP
Council is determined under BCP councils’ interim job evaluated pay and grading
structure

g An extract from the annual statement of accounts for 2023/24 is given in Appendix
B for BCP Council which gives details of the payments made to Chief Officers in
2023/24.

h Whilstit is the Council’s policy to recruit on the minimum of a pay scale, due regard
will be taken of the prevailing market rates.
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[ Incremental progression does not apply to Chief Officers.

] No other fees are paid to Chief Officers, but they can make claims under the
relevant authorities Business Travel and Subsistence arrangements.

k Payments for working hours additional to contractual hours are not made.

The Council publishes the total remuneration of Chief Officers and Service Directors
as part of the annual statement of accounts on its public website.

The decision to employ Chief Officers, who were previously employed by the Council
and left with a severance or redundancy payment, will be based on the applicants’
suitability for the post. No deductions will be made from the remuneration package,
providing the employment is more than four weeks from the original date of
termination. If the employment is within four weeks of the original termination, the
employee will have to reimburse any redundancy payments to the previous employer
if they have been made to them.

The Council’s policy is to usually employ Chief Officers under employment contracts,
not under a contract for services.

The decision to employ Chief Officers who are in receipt of a Local Government
Pension Scheme pension (whether their previous service was with the same authority
or not) is dependent on the applicant’s suitability for the post. The remuneration will
be setin line with the Chief Executive and Chief Officers’ national pay scales, the going
market rate and affordability.

Special Severance payments will be approved according to the following process (as
recorded in the scheme of delegation):

e payments of £100,000 and above must be approved by a vote of full
council, as set out in the Localism Act 2011

e payments of £20,000 and above, but below £100,000, must be personally
approved and signed off by the Head of Paid Service, with a clear record
of the Leader’s approval and that of any others who have signed off the
payment

e payments below £20,000 must be approved according to the local

authority’s scheme of delegation. It is expected that local authorities should
publish their policy and process for approving these payments

As part of their duties, an authority’'s s151 Officer, and where appropriate, the
Monitoring Officer, should take a close interest in and be able to justify any special
severance payments that are made by that authority and in particular any payments
made that are not consistent with the content of this guidance.

The Council has adopted a range of clear policies, procedures, and guidance with
regard to payments upon the termination of employment. The Scheme of Delegation
details governance arrangements in regard to severance payments in line with the
‘Statutory Guidance on the Making and Disclosure of Special Severance Payments by
local authorities in England’ published 12 May 2022. This guidance forms part of the
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best value regime for local authorities in England as set out in section 3 of the Local
Government Act 1999.

In line with the 2015, Local Government Transparency Code, which was issued to
increase democratic accountability through open access to information, sets a
requirement for local authorities to publish specific data, Under the Account and Audit
Regulations 2015 we publish:

o the number of employees whose remuneration in that year was at least
£50,000 in brackets of £5,000

o details of remuneration and job title of certain senior employees whose
salary is at least £50,000, and

e employees whose salaries are £150,000 or more who must also be
identified by name

In addition to this requirement, for all employees whose salary exceeds £50,000,
there is a requirement to publish a list of responsibilities (for example, the services
and functions they are responsible for, budget held and number of staff) and details
of bonuses and benefits-in-kind.

A salary supplement policy and governance arrangement was introduced in 2022,
allowing temporary additional payments to be authorised and paid. This policy ensures
consistent approach across BCP Council. Governance arrangements are in line with
the scheme of delegation

The Scheme of Delegation outlines who has the authority to approve pay,
supplements, enhancements, and allowances. These approvals have been reviewed

and updated in 2024.
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BCP Council are continuing to review the full pay and reward offer, including terms
and conditions, with a view to implementing within financial year 2025/26 or 2026/27

The policy in relation to employer discretions under the Local Government Pension
scheme s given in Appendix C

How to use the policy

This policy will be published on the Council’s website to ensure that all staff,
Councillors, residents and local businesses have access toiit.

Related Council policies and supporting documents:

e Business Travel and Subsistence arrangements

e The Council’s policy in relation to employer discretions under the Local
Government Pension scheme

e The Council’s policy in relation to employer discretion under the Local
Government (Early Termination of Employment) (Discretionary

e Compensation) (England and Wales) Regulations 2006

e Salary Supplements Policy

e Scheme of Delegation

Rolesand
responsibilities

This policy is reviewed annually by the Corporate Management Board and any
recommendations for change will be made to the Cabinet for approval

Enforcementand
sanctions

Further information
and evidence
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Salary Information 2024/25

Section 38(1) of the Localism Act requires the following information to be published annually as part

of the policy (Appendix A):

The Head of Paid Service (Chief Executive) base salary at snapshot date 31 December 2024,
including pension contribution and the NI contribution with a total figure per annum (excluding

expenses allowance).

Authority Position Base Salary | Pension NI Total
Contribution Contribution
Bournemouth Chief £205,178 £36,809.91 £25,480.43 £267,468.34
Christchurch & Poole Executive
Council
b The median full-time equivalent salary for staff at snapshot date 31 December 2024, excluding

employees in schools with the pension contribution and the NI contribution with a total figure. The
ratio between this salary and the salary of the Head of Paid Service.

Authority Median Pension NI Total Ratio
FTE Salary | Contribution | Contribution
Bournemouth Christchurch | £31,586.00 | £5,915.44, £3,041.20 £40,542.64 1:7
& Poole Council
Or 1:6 if base
salary only
c The lowest full time equivalent salary at snapshot date 31 December 2024, with the pension

contribution and the NI contribution with a total figure. The ratio between this salary and the salary of

the Head of Paid Service.

Authority Lowest Pension NI Total Ratio
FTE Salary | Contribution | Contribution

Bournemouth Christchurch | £15,184.04 | £2,885.04 £840.12 £18,909.20 1:14

& Poole Council
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DRAFT Statement of Accounts 2023/24 (unaudited)

Remuneration Expenses Compensation Employers Tetal payment

Salary Allowances for Loss of Pension including

(including Office  Contributions Pension

supplements) Contributions
2023/24 2023/24 2023/24 2023/24 2023/24
£ £ £ £ £

Chief Executive - (Mr G Farrant) 200,174 - - 18,692 218,866
Corporate Director - Chief Operations Officer (1) 145,007 - - 25,924 170,931
Corporate Director - Children's Services 171,116 - - 32,512 203,628
Corporate Director - Wellbeing (2) 71,763 - - 13,635 85,398
Director of Commissioning (6) 133,242 - - 25316 158,558
Director of IT and Programmes 128,372 - - 24391 152,763
Director of Finance 123,553 - - 23,475 147,028
Director of Law & Governance (4) 67,755 - 37.500 12,873 118,128
Director of Law & Governance (5) 37,956 - - 7,212 45,168
Director of Adult Social Care (&) 118,315 - - 22,480 140,795
Director of Marketing, Comms and Policy 109,533 - - 20,796 130,329
Director of People and Culture 109,453 - - 20.796 130,249
Totals 1,416,238 - 37,500 248,102 1,701,841

Notes:

Corporate Director - Chief Operations Officer left the authority on the 17/03/2024

New Corporate Director - Wellbeing joined the authority on the 09/10/2023

Carporate Director - Resources contractor 09/05/23 - 31/01/2024 - £202 275

Director of Law & Governance left the authority on the 18/10/2023

New Director of Law & Governance joined the authority on the 11/12/2023

Prior to the appointment of Corporate Director - Wellbeing duties were split between Directors of Adult Social Care & Commissioning
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BCP (“THE COUNCIL”)

POLICY IN RELATION TO EMPLOYER DISCRETIONS UNDER THE LOCAL GOVERNMENT

PENSION SCHEME

This document forms the Council’s policy in relation to the various discretions available to it in
respect of the Local Government Pension Scheme. Part A records the Council’s policy in respect
of Regulations 12, 16, 30 and 31 of the Local Government Pension Scheme (Benefits, Membership

and Contributions)

Regulations 2013 (“Benefits Regulations”), as required by Regulation 66 of the Local Government
Pension Scheme (Administration) Regulations 2008 (“Administration Regulations”). Part B refers to
the other discretions available to the Council but for which it is not a requirement to publish a formal
policy. References to specific Regulations are to the Benefits Regulations.

This policy does not form part of employees’ terms and conditions of employment and the Council

may repeal, review or amend its policy at any time.
PART A

Regulation

Policy

Regulation 16 [R] —

Power of employing authority to contribute to a
shared cost APC scheme

Whether, how much, and in what
circumstances to contribute to a shared cost
APC scheme.

Onthe basis of costimplications, the Council will not
enter into a shared cost APC scheme

Sch 2, para2 (2) & (3) [TP]

Power of employing authority to apply 85 Year
Rule before age 60

Whether to "switch on" the 85 Year Rule for a
member voluntarily drawing benefits on or
after age 55 and before age 60.

Whether to waive, on compassionate grounds,
the actuarial reduction applied to benefits from
pre 01/04/2014 membership where the
employer has "switched on" the 85 Year Rule
for a member voluntarily drawing benefits on
or after age 55 and before age 60.

On the basis of costimplications, only in
exceptional circumstances would the Council
switch on the 85 Year Rule and the consideration of
this issue would be delegated to the Cabinet
Member with the portfolio for Resources in
consultation with the Executive Director and the
Section 151 Officer.

Onthe basis of costimplications, only in exceptional
circumstances would the Council consider waiving
any required actuarial reduction to such benefits
and the consideration of this issue would be
delegated to the Cabinet Member with the portfolio
for Resources in consultation with the Executive
Director and the Section 151 Officer

Regulation 30 (6)

Flexible retirement

Whether all or some benefits can be paid if an
employee reduces their hours or grade
(flexible retirement).

Whether to waive, in whole or in part, actuarial
reduction on benefits paid on flexible
retirement.

The Council will consider requests for Flexible
Retirement in accordance with the agreed Flexible
Retirement Policy and Procedure.

On the basis of costimplications, only in
exceptional circumstances would the Council
consider waiving any required actuarial reduction to
such benefits and the consideration of this issue
would be delegated to the Cabinet Member with the
Portfolio for Resources in consultation with the
Executive Director and the Section 151 Officer.
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Regulation

Policy

Regulation 30 (8) [R]

Power of employing authority to waive actuarial
reduction

Whether to waive, in whole or in part, actuarial
reduction on benefits which a member
voluntarily draws before normal pension age.

On the basis of costimplications, only in
exceptional circumstances would the Council
consider waving any required actuarial reduction to
such benefits and the consideration of this issue
would be delegated to the Cabinet Member with the
Portfolio for Resources in consultation with the
Executive Director and the Section 151 Officer.

Regulation 31 [R]

Power of employing authority to grant additional
pension

Whether to grant additional pension to an
active member or within 6 months of ceasing
to be an active member by reason of
redundancy or business efficiency (by up to
£6,500 p.a.).

The Council has elected not to use this discretion

Reg D11 (2)(c) [C]

Power of employing authority to grant early
payment of benefits on compassionate grounds

Whether to grant applications for the early
payment of deferred pension benefits on or
after age 50 and before NRD on
compassionate grounds

For members who ceased active membership
before 1 April 1998

The Council will only agree to the early payment of
such benefits when there is no cost attached. Only
in exceptional compassionate circumstances would
any required actuarial reduction of such benefits be
waived. The Council delegates the consideration for
these issues to the Cabinet Member with the
Portfolio for Resources, the Executive Director and
the Section 151 Officer.

PART B - where formulation of a written policy is

not compulsory

Regulation

Policy

Regulation 9 (1) & (3) [R]

Contributions payable by active members

Employers determine the contributions payable by
members by attributing each member to one of the

contribution bands set out in Regulation 9 (2) [R].
Employers have the capacity to re-attribute the

specific pay band (upwards or downwards) where
there is a material change in a member's contractual

terms.

The policy is set to review the bandings on
an annual basis.

Regulation 22 (7) (b) and (8) (b) [R]

Facility to extend time limits for active members to not

The Council will only agree to extend the

aggregate deferred periods of LGPS

12-month option period in exceptional
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Regulation Policy
membership circumstances. The Council delegates the

Whether to extend the 12-month option period for a
member to elect that deferred benefits should not be
aggregated with a new employment or ongoing
concurrent employment.

consideration of this issue to the Director of
People and Culture.

Regulation 100 (6) [R]

Facility to extend time limits for active members to
request a transfer of previous pension rights into the
LGPS

Where an active member requests to transfer
previous pension rights into the LGPS, the member
must make a request within 12 months of becoming
an active member. Employers, with agreement of
Administering Authority, may allow a longer period
than 12 months.

JOINT DISCRETION WITH ADMINISTERING
AUTHORITY

The Council will only agree requests to
transfer previous pension rights into the
LGPS in exceptional circumstances and in
consultation with Dorset Council. The
Council delegates the consideration of this
issue to the Director of People and Culture.

Reg 17 & 15(2A) [TP]

Power of employing authority to determine whether
to, how much and in what circumstances to
contribute to a shared-cost Additional Voluntary
Contribution (SCAVC) arrangement

The Council will enter into a shared cost
AVC (SCAVC) arrangement

Reg 17 & 15(2A) [TP]

Power of employing authority to determine whether
to extend the time limit for a member to elect to
purchase additional pension by way of a shared cost

additional pension contribution (SCAPC) upon return
from a period of absence

Whether to extend the 30-day deadline for member
to elect for a SCAPC upon return from a period of
absence from work with permission with no
pensionable pay (otherwise than because of illness
or injury, relevant child-related leave or reserve
forces service leave)

The Council will only agree to include a
regular lump sum when calculating APP on
a case-by-case basis. Each case will be
considered by the Director of People and
Culture or their nominated representative on
its own merits.

Reg 21(5A) and 21(5B) [R]

Power of employing authority to determine whether,
subject to qualification, to substitute a higher level of
pensionable pay when calculating assumed
pensionable pay (APP)

The Council will agree to substitute a higher
level of pensionable pay when calculating
APP on a case-by-case basis. Each case
will be considered the Head of HR or their
nominated representative on its own merits.




