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People, Performance and Development Committee 
22 March 2017 

 

  Pay Exceptions Analysis 2016/17 Quarters 1 – 3  
 

 

 
Purpose of the report: 
 
This report provides data and analysis on pay progression for staff which falls outside of Surrey 
County Council’s established policy on pay up to Quarter 3 for the financial year  2016/17 for review 
and comment by the Committee.  
  

 

Recommendations: 

 
It is recommended that the People, Performance and Development Committee review and 
comment on the analysis of pay exceptions for the period April 2016 to December 2016. 
 

Introduction: 

 
Members agreed that the People, Performance and Development Committee would receive a 
report providing analysis of exceptions to Surrey County Council’s Pay Policy. 
 
This report covers the following areas: 

 

 all pay exceptions for staff on grades above and below PS13 for each directorate; 

 for 2016/17 data only for Quarter 1 – Quarter 3; 

 starting salary where an employee commences employment above the minimum of the 
pay band; 

 permanent pay progression where an employee receives a permanent increase in pay 
within the pay band or to another pay band through a promotion; and 

 temporary pay progression including honoraria payments, extensions to honoraria 
payments and recognition awards above the amounts stated in the Reward Policy.   

 

Pay Exceptions Analysis for Starting Salary 

1. This section includes details of pay exceptions above the pay band minimum.  
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Table 1 – Summary trend Starting Salary by Directorate – PS12 and below 

 
 
2. Table 1 shows the number of pay exceptions that are being paid above the pay band minimum 

for PS12 and below, along with the average pay increase for each financial year beginning from 
2013/14. The data shows an overall increase per financial year for starting salary pay 
exceptions. It is to be noted that the number of starting salary pay exceptions in the Children, 
Schools and Families Directorate (CSF) is quite high, this is because they are mostly 
experienced social workers commanding a higher salary and needed to fill vacancies covered by 
locums. There is a reduction in the number of pay exceptions which reflects the slowing of 
recruitment activity in line with savings and preparation for service rationalisation. 

Table 2 – Summary trend Starting Salary by Directorate – PS13 and above 

 
 

3. Table 2 shows the number of pay exceptions that are being paid above the pay band minimum 
for PS13 and above, along with the average pay increase for each financial year beginning 
2013/14. The data shows that in 2013/14, 11 starting salary pay exceptions were approved and 
in 2015/16, seven starting salary pay exceptions were approved. In the current financial year 
(Q1 – Q3), five have so far been approved.  

Pay Exceptions Analysis for Permanent Pay Progression 

4. This section includes details of pay exceptions for permanent movement within pay band or 
into another pay band. The number of permanent salary progressions approved has been 
consistently low over the last five years.  
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Table 3 – Summary trend Permanent Pay Progression by Directorate – PS12 and below 

 
 
5. Table 3 shows the number of pay exceptions that are being moved within the pay band or to 

another pay band for PS12 and below, along with the average pay increase for each financial 
year beginning from 2013/14. The data shows that the total number of permanent pay 
progressions has been 21 in 2013/14 and then 20 in 2014/15 and 2015/16. It shows that 
currently in 2016/17 (Q1 – Q3), there has only been eight permanent pay progressions. A 
decline in the number of pay exceptions may be seen due to the introduction of pay progression.  

Table 4 – Summary trend Permanent Pay Progression by Directorate – PS13 and above 

 
 

6. Table 4 shows the number of pay exceptions that are being moved within the pay band or to 
another pay band for PS13 and above, along with the average pay increase for each financial 
year beginning from 2013/14. The data shows that the total number of permanent pay 
progressions has stayed steady at 18 and decreased in 2015/16 to seven. This financial year 
currently has seven permanent pay progressions. The current average pay exception is lower 
than the last financial year 2015/16.  

Pay Exceptions Analysis for Temporary Pay Progression 

7. This section includes details of pay exceptions for temporary pay progressions like honoraria, 
extensions to honoraria and recognition awards. 
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Table 5 – Summary trend Temporary Pay Progression by Directorate – PS12 and below 

 
 

8. Table 5 shows the number of pay exceptions that are receiving a temporary pay progressions, 
along with the average pay increase for each financial year beginning from 2013/14. The data 
shows that the total number of temporary pay progressions has been seven in 2013/14 and then 
17 in 2014/15 and 14 2015/16. It shows that currently in 2016/17(Q1 – Q3), there has only been 
seven temporary pay progressions. The average pay exception has been highest this year with 
£3,127 compared to previous financial years.  

Table 6 – Summary trend Temporary Pay Progression by Directorate – PS13 and above 

 
 
9. Table 6 shows the number of temporary pay progressions for PS13 and above, along with the 

average pay increase for each financial year beginning from 2013/14. The data shows that the 
total number of temporary pay progressions in 2013/14 is 7 and in 2014/15 and 2015/16 have 
had five temporary pay progressions. This financial year currently has two temporary pay 
progressions and the average pay exception is at its lowest. The average increase this financial 
year is £2,700 compared to 2015/16 which was £4,913.   

Percentage of Pay Exceptions by Directorate 

10. This section is the percentage of expenditure on pay exceptions according to the directorates 
in each financial year.  
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Table 7 – Percentage Pay Exceptions by Directorate 

           
 
11. Table 7 indicates that the Children, Schools and Families (CSF) and Adult Social Care (ASC) 

directorates have had the most pay exceptions in 2013/14 whilst Environment & Infrastructure 
(E&I) had 3%. In 2014/15, Business Services (BUS) had the most pay exceptions with 32%. 
2015/16 had CSF had the highest with 42% and BUS with 25%. Customers & Communities 
(C&C) had the least that year with only 2% of pay exceptions. In the current year, Quarter 1 – 
3, CSF have had 68% of pay exceptions and the Chief Executive’s Office (CEO) had the least 
with 2% of pay exceptions. It is to be noted that Legal, Democratic and Cultural Services (LDC) 
had its first pay exceptions in 2016/17. The breakdown of pay exceptions by directorate since 
the beginning of the financial year 2013/14 is as follows: CSF - 41%, BUS - 21%, ASC - 14%, 
CEO - 11% E&I - 8%, C&C - 3% and LDC - 1%.  

Total Additional Pay Awarded – 2016/17 (Q1 – Q3) 

 
12. This section is the total cost of the additional pay awarded in Quarter 1 – 3 of 2016/17, 

according to Directorate and pay exception type.  

Table 8 – Total additional pay awarded by Starting Salary – PS12 and below 

               
 
13. Table 8 shows that CSF has the highest total additional pay awarded for PS12 and below. This 

is because of the recruitment of social workers for which the demand is high. The total for 
2016/17 Q1 is £108K, in 2016/17 Q2 is £85K and for 2016/17 Q3 is £84K and the total for 
three quarters is £277K.  
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Table 9 – Total additional pay awarded by Pay Progression – PS12 and below 

 
 
14. Table 9 shows that E&I has the highest total additional pay awarded for PS12 and below for 

pay exceptions both permanent and temporary. The total for 2016/17 Q1 is £18K, in 2016/17 
Q2 is £20K and for 2016/17 Q3 is £7K and the total for three quarters is £44K.  

Table 10 – Total additional pay awarded – PS12 and below 

           
 
15. Table 10 shows that CSF has the highest total additional pay awarded for PS12 and below with 

£234K and this is followed by LDC with £24K. The total for 2016/17 Q1 is £126K, in 2016/17 
Q2 is £105K and for 2016/17 Q3 is £89K. The total across the three quarters is £321K.  

Table 11 – Total additional pay awarded by Starting Salary – PS13 and above 
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16. Table 11 shows that BUS has the highest total additional pay awarded for PS13 and above 
with £17K. The total for 2016/17 Q1 is £23K, in 2016/17 Q2 is £2K and for 2016/17 Q3 is £0K. 
The total across the three quarters is £25K.  

Table 12 – Total additional pay awarded by Pay Progression – PS13 and above 

 
 

17. Table 12 shows that CSF has the highest total additional pay awarded for PS13 and above 
with £13K for pay progression. The total for 2016/17 Q1 is £15K, in 2016/17 Q2 is £7K and for 
2016/17 Q3 is £22K and the total for three quarters is £45K.  

Table 13 – Total additional pay awarded – PS13 and above 

          
 

18. Table 13 shows that BUS has the highest total additional pay awarded for PS13 and above 
with £24K. The total for 2016/17 Q1 is £39K, in 2016/17 Q2 is £9K and for 2016/17 Q3 is £22k. 
The total across the three quarters is £70K.  

Comparison of Pay Exceptions 2016/17 (Q1 – Q3) 

 
1. Annex 1 breaks down each type of pay exception type by governance, directorate and quarter 

with the number of pay exceptions, the average cost of each pay exception, the sub-total of 
pay exceptions cost by governance and then the total of the sub-totals added together.  

2. Annex 1 shows that the number of starting salaries has decreased from 37 in Q1 to 30 in Q2 
and 31 in Q3. However, the total cost per quarter was the least in Q3 with £84K whilst Q2 had 
£88K and Q1 had £130K. There has been an increase in permanent pay progressions every 
quarter. From four permanent pay progressions in Q1 and six in Q2.  
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3. Overall, the number of pay exceptions in 2016/17 in the first three quarters has been 122 with 
a total cost of £390K. 

Conclusion 

 
4. Analysis of data related to pay policy exceptions has shown the following:  

a. CSF have the highest amount of pay exceptions, this is due to social workers being hard 
to recruit; 

b. temporary pay progressions seem to be decreasing in number; and  

c. The financial year 2016/17 has so far shown that pay exceptions are decreasing which 
will be confirmed or otherwise by a review of pay policy exceptions across the whole 
year.  

Financial and value for money implications 

 
5. There are no financial or value for money implications arising from the report. 

Equalities and Diversity Implications 

 
6. There are no equality and diversity implications arising from this report. 

Risk Management Implications 

 
7. None 

----------------------------------------------------------------------------------------------------- 
Contact:  Ken Akers, Head of HR and OD. 
 
Contact details: Tel 07792 511083 
 
Annexes:  
 
Annex 1 - Summary comparison of type of pay exception, governance, directorate by quarter.   
 
 
Background Papers: None 
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