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BACKGROUND

1 For the first time in 2012, there was a statutory duty on all Councils to adopt a pay
policy for Chief Officers on an annual basis. In accordance with the requirements of
that duty, it is the full Council’s role to adopt the policy.

2 When adopting the 2012/13 pay policy, the full Council asked this Committee to
review the future sustainability of the pay policy and to report back to the Council.
Therefore, this Committee is requested to advise the Council on its pay policy for
Chief Officers in 2015/16 which is to be considered by full Council on the 5th March.

3 In order for this to happen, in the first instance, the Committee must consider the
effects of re-organising services which took place during 2014/15.

4 Since establishing last year’s pay policy, we have deleted the posts of Head of
Customer Care, Head of Legal and one Corporate Director post whilst the Chief
Executive intends to combine the posts of Head of Human Resources and Head of
Strategic and Improvement by deleting those two posts and creating one new Head
of Department post.

5 All these steps has amounted to a saving of over £700,000 in a full year but in order
to realise these savings, a number of responsibilities had to be reallocated to other
Heads of Department.

EVALUATION OF THE REORGANISATION’S EFFECTS

6 The Hay Group was commissioned to evaluate those roles where there had been an
increase in responsibilities. A copy of Hay’s summary of conclusions is provided in
Appendix A.

7 In brief, the report notes whilst the evaluation shows that there has been a change in
the size of the various posts, with the exception of one, there is not sufficient change
in order to justify raising the level of salary to the next band.



8 It is of course important to note that these Heads have shouldered additional
responsibilities as a consequence of the changes but the review of its effect on
salaries does not lead to change in salary band and consequently no requirement to
pay a higher salary. Even so, the role that they have undertaken to realise more
efficiency savings must be acknowledged.

9 The only post which has changed according to the Hay Group’s assessment is the
post of the Head of Finance which has risen substantially because of the reallocation
of responsibilities. This report recommends that this post’s salary should rise from a
maximum of £70,561 to £75,511.

10 In 2003, the Council had a Chief Executive, 4 Directors and 14 Heads of Service. As a

consequence of acting upon these recommendations, we will have reduced to a

Chief Executive, 2 Directors and 9 Heads of Department – which is a reduction of 7

or 37%. My analysis shows that the cost of the Council’s senior management would

be over £900,000 greater today if these steps had not been taken.

11 Following the realisation of all these changes we will be one of the lowest in North

Wales in terms of the number of Senior Managers and the cost of those senior

managers.

REMAINDER OF THE PAY POLICY

12 Whilst that there are a number of factors which effect Gwynedd Council’s ability to
attract and retain senior managers, I believe that the Pay Policy is generally
sustainable at present.

13 My predecessor however noted that this could not be guaranteed and we
experienced the recent requirement to take special measures in an attempt to
appoint a suitable candidate for the post of Head of Education.

14 Of course, within the current policy, the salaries of Chief Officers are benchmarked
to the market and in the face of movements in the market, there is a requirement to
consider any updating.

15 The Council decided last year that it would review in 2015/16. The Hay Group
assessment suggests that the benchmarks have, by now, increased circa £1,500 for
Heads of Department posts.

16 However, in the face of the current financial climate and its effect on a number of
Council staff, I do not consider it to be an appropriate time to do so at present. I
have discussed the matter with the Heads and Directors and they are unanimously
in agreement with me that it would not be appropriate to review the benchmarks at
the moment.



17 We must however be alive to the fact that we have experienced recruitment
difficulties and it is possible that the Council will need to further consider the matter
if a similar situation arises in the next year.

18 I do not therefore recommend any change with the exception of that which is
recommended in clause 9 and the national pay rise of 2% as paid to all other staff in
the Council in accordance with their national agreement.

19 The saving noted in clause 5 is approximately £102,600 higher than the target set for
the Council’s Senior Management and the Cabinet has agreed to use an element of
this sum in order to take a further step towards implementing the Living Wage.

20 This will therefore mean one small change to the Pay Policy which will lead to point
8 becoming the minimum wage as opposed to point 7 as at present.

21 A number of other additions have been incorporated within the Pay Policy this year
in order to make it more transparent and these additions have been noted in italic
print. They do not change any element of the current policy – they merely provide
more information in relation to the relevant conditions of service.

CONCLUSIONS

22 Ultimately, both paying too much and not enough can represent poor value to
taxpayers and service users. Striking a balance is difficult at the best of times, but the
general aim must be the same as with the pay of all other staff – sustainability.
Overall, I believe that not changing the policy for the next year will satisfy this aim
but I cannot say the same in respect of the longer term.

RECOMMENDATIONS

23 That the pay of the Head of Finance, which has just been evaluated, should be set at
£75,511 as from the 1st January, 2015.

24 That there is no other change to the salary bands of the other Heads of Department
posts which were affected by the reorganisation.

25 That there is no other change to the Pay Policy in general for the next year in terms
of the benchmark levels i.e. median and lower quartile for the same posts.

26 That consideration is next given to re-grading real pay to benchmark levels when
reviewing the 2016/17 Pay Policy and annually thereafter.

27 That the Pay Policy is amended to note that point 8 will become the Council’s
minimum wage as opposed to point 7 as at present.

28 That the Council adopts the appended Pay Policy for 2015/16.


