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FOREWORD 
 
Foreword by Cabinet Secretary for Finance and Sustainable Growth 
 

 
This Government has a very clear Purpose – to increase 
sustainable economic growth for Scotland. 
 
This is underpinned by five strategic objectives: 

• A wealthier and fairer Scotland; 
• A smarter Scotland; 
• A healthier Scotland; 
• A safer and stronger Scotland; and 
• A greener Scotland. 

 
Achieving this purpose and delivering all 5 objectives drives all our decisions.  
 
Scottish public bodies will have a crucial role to play in helping us achieve our goals.  
I recognise that people are key to what we can achieve and employees in the civil 
service, NDPBs and public corporations – at every level - make a vital contribution to 
this work. 
 
We have to achieve our aims within the tightest financial settlement provided to any 
Scottish Administration, so we need to spend the resources available in the best 
possible way to have the maximum impact on delivering our Purpose.  It is therefore 
essential that we maintain moderate, affordable and sustainable pay settlements.  
Whilst we trust that you can develop the pay and reward systems that are right for 
your business needs, a tight policy framework with limits, within which your decisions 
are taken, is necessary. 
 
I expect you to comply fully with this policy and work within its parameters.  The 
policy does have flexibility to allow more money to be targeted at making a 
difference.  Whether that is dealing with low pay in the public sector, addressing 
inequalities in pay and reward systems, or making sure that you can recruit, retain 
and motivate your staff to deliver the outcomes expected of you and of your 
organisations. 
 
The policy we have put in place offers a realistic approach to public sector pay 
increases in the current financial climate.  One which provides strict limits where 
necessary but balances the need for flexibility in dealing with the issues facing many 
public bodies.  It is a policy which is right for public bodies, right for Scotland and 
works towards our Purpose of increasing sustainable economic growth. 
 

 
John Swinney 
Cabinet Secretary for Finance and Sustainable Growth 
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A: INTRODUCTION 
 
 
What is Public Sector Pay Policy? 
 
1. Public Sector Pay Policy sets the parameters for public sector pay increases for a 
range of public bodies in Scotland.  Public bodies seek approval from the Scottish 
Government for their proposals within these parameters and then negotiate detailed 
pay settlements with trade unions and staff. 
 
 
Who is it for? 
 
2. Public Sector Pay Policy applies to these organisations in Scotland (called “public 
bodies” in the policy): 
 

• The Scottish Government and its associated departments; 
• Agencies; 
• Non-Departmental Public Bodies (NDPBs); 
• Public Corporations; and 
• NHS Executive and Senior Managers. 

 
A full list is set out in Annex A. 
 
3. The policy for 2008-09 applies to those public bodies who will enter into new pay 
settlements between May 2008 and April 2009 (inclusive).  In this period 551 public 
bodies will be reaching agreement on a new pay settlement for their staff. 
 
4. Public bodies determine the pay and conditions for their staff that are appropriate 
for their business needs and which take account of the Scottish Government’s policy 
on public sector pay set out in this document. 
 
5. As a result the policy is written for public bodies in Scotland, referred to as ‘you’ 
throughout the policy document.  Trade unions and employees of these bodies will 
also find this policy of interest. 
 
 
Who is not covered? 
 
6. The pay increases for the rest of the National Health Service, teachers and the 
police and fire services in Scotland are determined through other arrangements.  The 
UK Government determines the pay of the Senior Civil Service.  The pay of local 
government employees is a matter for Scottish local authorities. 

                                                 
1 This number includes the 12 Agencies and Non-Ministerial Departments that form part of the Scottish 
Government Main Bargaining Unit. 
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What you 
must do is 
set out in 
these text 

circles. 

7. The remuneration of Chief Executives, Chairs and Board Members of public 
bodies in Scotland is not covered by this policy but by the Scottish Government’s 
policy on the remuneration of senior public appointments.  That policy for 2008-09 
has not yet been determined. 
 
 
What other information do you need? 
 
8. A paper setting out the 2008-09 Public Sector Pay Policy’s key facts was issued 
on 1 April 2008.  This document sets out the policy in full, but for ease the key facts 
paper is included at Annex E. 
 
9. You should read the “Public Sector Pay Policy: Technical Guide” with this policy.  
It contains details of the  proformas which you need to complete and what 
information should form part of the business case, together this makes up your pay 
remit.  The Technical Guide also explains the terms used in the policy and its 
proformas. 
 
10. A Glossary of terms can be found at the end of the document.  All words in blue 
are explained in the Glossary.  You will find a printed version of this document more 
easy to use if printed in colour. 
 
 
What do you need to do? 
 
11. The policy sets out what you need to do in order for the 
Scottish Government to approve your pay remit proposals.  You 
can clearly identify the things that you must do as they will be 
set out in the red text circles.  They are summarised in the 
checklist at Annex B paragraph 1. 
 
12. The policy also sets out the information or 
supporting evidence that you will need to provide to 
support your pay remit proposals and help make 
sure that they are approved.  You can clearly identify 
the information that you should provide as they will 
be set out in the blue text boxes.  They are 
summarised in the checklist at Annex B paragraph 3. 
 
 
What do you need to provide? 
 
13. Your pay remit proposals will consist of: 
 

• completed pay remit proformas that set out what was actually paid in your last 
pay award and your current remit proposals; and 

 
• a business case that provides information and evidence that supports your 

proposals. 
 

What you should do is set 
out in these text boxes. 
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14. The content of your business case will depend on the proposals that you are 
making, if you are proposing a remit that simply seeks to continue the existing 
progression and bonus arrangements and make a basic award then the business 
case will be short and descriptive in nature.  However, if you are seeking to make 
more complex proposals then the business case will be longer, more analytical and 
evidence focused. 
 
15. The Supporting Technical Guide sets out the requirements for the proformas and 
the business case in more detail. 
 
Who should you contact for help? 
 
16. The role of the Scottish Government’s Finance Pay Policy team is to ensure that 
your pay proposals are in line with the Government’s policy on public sector pay as 
set out in this document and the accompanying Technical Guide.  Before you submit 
your pay remit the team can help you make sure that your proformas and business 
case include all of the necessary information.  When you submit your pay remit for 
approval by the Scottish Government the team will provide feedback on what you 
propose and your business case. 
 
17.   If you need help please contact the Finance Pay Policy team: 
 

Nicola Paterson, Team Leader: 0131 244 0804 
Lesley Doherty, Senior Policy Officer: 0131 244 7345 
Geoff Owenson, Senior Policy Officer: 0131 244 7346 
Paul Cooper, Policy Officer: 0131 244 7341 

General Queries: 0131 244 7341 

Email: financepaypolicy@scotland.gsi.gov.uk 

 
18. We will make this policy document and the technical guide available on the 
Scottish Government’s Website. 
 
 
Where should you send your remit proposals to? 
 
19. When you are ready to submit your remit proposals for approval then you should 
send your completed remit proformas (outturn and current proposals) and 
accompanying business case to the Finance Pay Policy team at 
financepaypolicy@scotland.gsi.gov.uk. 
 
 
When should you send in your remit proposals? 
 
20. You should send in your remit proposals in line with the timetable in Annex D.  
This timetable takes into account responses made by public bodies to the draft 
timetable circulated by the Finance Pay Policy team in February 2008. 

mailto:financepaypolicy@scotland.gsi.gov.uk�
mailto:financepaypolicy@scotland.gsi.gov.uk�
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B: STRATEGIC AIMS AND OBJECTIVES 
 
 
What are the strategic aims of Public Sector Pay Policy? 
 
1. The Scottish Government’s policy on public sector pay has three strategic aims: 
 

a) To make sure that public sector pay increases are affordable and sustainable 
and, through the targeting of resources, that value for money is secured. 

 
b) To provide flexibility within an overarching policy for public bodies to 

determine the pay and reward systems that are right for their business needs. 
 

c) To make sure that public sector pay is fair and non-discriminatory. 
 
 
What are the objectives of Public Sector Pay Policy in Scotland? 
 
2. From these strategic aims, Public Sector Pay Policy has a number of objectives: 
 

• to reward public sector employees fairly for the work that they do; 
• to allow public sector employers to recruit, motivate and retain able and 

committed staff; 
• to allow public sector employers to address low pay; 
• to make sure that pay is related to performance; 
• to reward exceptional performance by payment of non-consolidated bonuses; 
• to address inequality in pay within public bodies; 
• to allow public sector employers to address, over time, any equalities issues 

in pay and reward systems and structures; 
• for public sector pay range maxima or target rates to be in line with the 

medians of the maxima in the labour market data published as part of the 
annual policy or an agreed specific or specialist labour market where more 
relevant; 

• to make sure that public resources are used effectively and that public bodies 
secure value for money; 

• to encourage a total reward approach to public sector pay, including non-pay 
rewards as well as increases in basic pay; 

• to address issues impacting on the delivery of outcomes by public bodies; and 
• to pay increases on the settlement date when they become due. 
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C: KEY PAY POLICY PRIORITIES AND KEY METRICS FOR 2008-09 
 
 
What are the key pay policy priorities for public bodies seeking new pay 
settlements in 2008-09? 
 
1. The tight financial settlement for Scotland over the next three years means that 
public bodies must deliver affordable and sustainable pay settlements.  Public 
Bodies should target resources at addressing the key pay policy priorities: 
 

• inequalities within pay and reward systems and structures; and 
• recruitment, retention or motivation issues that directly impact on a public 

body’s ability to deliver outcomes. 
 
 
Can you make proposals that cover more than one year? 
 
2. During 2008-09 public bodies may negotiate and put in place pay awards for one 
or more years.  Knowing the level of 
pay increases for future years 
brings certainty for employers and 
staff, but the length of any pay deal 
is a matter for each public body and 
its recognised trade unions.  Public 
bodies should set out their plans in 
their business case but if they do 
not propose to enter into a multi-year pay deal provide a short explanation as to why 
not. 
 
 
What are the key metrics that we will use to assess your pay remits? 
 
3. In 2008-09 we will use three key metrics: 
 

1) The Increase for Staff in Post percentage.  This is the cost of the increase 
in pay and benefits for staff within a public body as a percentage of the 
baseline paybill (the paybill for these staff immediately prior to the 2008-09 
pay round) (See Chapter D, paragraphs 1-9); 

 
2) The basic award percentage.  This is the consolidated percentage increase 

for staff that applies in addition to the progression or consolidated 
performance pay element of the pay award (See Chapter D, paragraphs 10-
14); and 

 
3) The new money or headline cost of the pay remit.  This is how much the 

paybill will increase by, as a result of your pay proposals (See Chapter E, 
paragraphs 3-6). 

 
 

Set out the length of the pay deal in your 
business case but if you do not propose to 
enter into a multi-year pay deal, provide a 

short explanation. 
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You must cost 
all proposed 
increases in 

pay and 
benefits. 

D: THE STANDARD ELEMENTS OF EVERY PUBLIC BODY’S PAY 
REMIT 
 
 
What costs must you include in your pay remit? 
 
1. You must cost all increases in pay and benefits that you propose to make and 
include them in the pay remit proformas, along with the increases to allowances, 
overtime rates, employer’s pension contributions and National Insurance that result 

(this is set out in more detail in the Technical Guide).  This is the total 
increase for staff in post of your proposals and reflects the 
aggregate value of the increases in pay and benefits that existing 
staff will receive. 
 
2. There are limits on the increases in pay and benefits that you 

can make in any year, with the exception of the one-off costs 
of harmonising terms and conditions of employment of different 

groups of staff as a direct result of the Scottish Government’s drive to 
have fewer, better structured national public bodies.  Harmonisation usually involves 
the buying-out of the more beneficial terms and conditions of employment for one 
group of staff.  The simplification of the public sector landscape in Scotland will affect 
many public bodies and bring long-term benefits.  To make this simplification 
possible you will note the short term costs of harmonisation in the pay remit proforma 
and business case but these costs will not count against the Public Sector Pay 
Policy limits.  You will, of course, need to be able to accommodate the actual costs 
within your agreed budget for the period. 
 
3. However, if your pay remit includes the merger of groups of staff and you plan to 
increase the pay or non-pay benefits for the existing staff group then you must 
include the costs of such increases in the remit proformas.  These costs will count 
against the policy limits. 
 
4. You should always seek the advice of the Finance Pay Policy team in more 
complex situations. 
 
 
What is the limit for pay remits approved under this policy? 
 
5. There may be two parts to your pay remit proposal: 
 

• standard elements that will be evident in all pay remits.  In 2008-09 there is a 
limit on the increases to the standard remit elements that is set out in 
Chapter D paragraphs 8 & 10; and 

 
• proposals to address the key pay policy priorities (Chapter C paragraph 1). 

 
6. In 2008-09 there is an overall limit on the increase that you can add to your 
paybill for both parts of your pay remit proposal which is set out in Chapter E 
paragraph 4. 
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The standard 
remit elements 

of your pay remit 
must not exceed 
an ISP of 3.75% 

in each year. 

The basic award 
must be no more 
than an average 

2% of the 
baseline paybill 

over the years of 
the pay remit. 

 
What is the standard remit limit for pay remits approved under this policy? 
 
7. Whilst paragraphs 1-4 above set out what you need to cost in your pay remit, the 
standard remit limit will only apply to the standard elements that form part of all pay 
remits.  These are: 
 

• the basic award; 
• progression; 
• consolidated performance payments; 
• non-consolidated payments over and above the non-consolidated pot that 

is included the baseline paybill; and 
• increases in the costs of overtime, allowances, employers pension 

contributions and National Insurance Contributions that result from the 
increases in pay and benefits that you propose. 

 
 

 
8. The limit for the standard remit elements in paragraph 7 is 
an increase for staff in post (ISP) of 3.75%.  This is an 
absolute limit for each year of a remit approved under this 
policy.  This annual limit is to make sure that public sector 
pay proposals remain sustainable over time. 

 
 

 
9. Public bodies must seek approval for all pay remit proposals.  You should base 
your proposals on existing costs of 
progression and existing 
arrangements for non-consolidated 
payments and any consolidated 
performance payments plus a basic 
award in line with the policy (see 
below).  Therefore the ISP will not 
automatically be at the standard remit 
limit.  If existing arrangements rolled 
forward to 2008-09 generate an ISP 
greater than 3.75% then you must consider how your proposals can be brought 
within the standard remit ISP limit.  If you want to make changes to existing 
arrangements then you should provide sufficient information within the business case 
to support them. 
 
 
What is the limit on the Basic Award? 
 
10. The basic award forms part of a remit and is one of the 
standard remit elements.  In pay remits approved under this 
policy the limit on the basic award is 2.00%. 
 

You should provide sufficient information 
within the business case to support any 

proposals to change existing arrangements 
for progression, non-consolidated 
payments and any consolidated 

performance payments. 
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You must apply a basic 
award below 2.00% to 
those grades where 
the maxima is more 
than 5% above the 

medians of the maxima 
in the relevant labour 

market. 

11. If you are planning a multi-year pay deal, you can average the basic award over 
the period of the pay remit so long as the average basic award is no more than 
2.00%. 

 
 

 
12. You must compare the maxima or target rates of 
your pay ranges with the medians of the maxima in 
the public sector labour market in Annex C or a 
particular labour market if that is more appropriate 
and you have discussed your proposal with the 
Finance Pay Policy team (see Chapter E, 
paragraphs 23-26).  You must apply a basic award 

below 2.00% to those grades where the maxima is 
more than 5% above the medians of the maxima in the 

relevant labour market. 
 
 
13. Whatever the level of basic award you wish to apply, the standard remit limit of 
3.75% ISP applies in each year. 
 
14. As well as the basic award, you may seek approval for increases to pay range 
minima and maxima as part of any proposals to address the key pay policy priorities 
(see Chapter E). 
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Proposals over 
and above the 
standard remit 

elements must be 
targeted at the 
key pay policy 

priorities. 

The total 
amount that 

you add to your 
paybill must not 
exceed 4.50% 

in any year. 

You must set out 
how your 

proposals will be 
funded, including 

details of any 
projected 
savings. 

E: ADDRESSING THE KEY PAY POLICY PRIORITIES 
 
 
What issues can you address in your pay remit? 
 
1. In addition to addressing the standard remit elements, if 
you intend to target part of your pay remit at addressing the 
key pay policy priorities (Chapter C paragraph 1), then you 
should take into account increases in both pay and non-pay 
benefits when you develop your proposals.  Pay systems 
should be designed to motivate and reward performance, 
recognising pay as one element of a broader reward package you 
offer to staff. 
 

2. We expect you to outline your 
strategy towards Total Reward in 
your business case, including any 
changes to terms and conditions 
of employment, and any proposals 
to make employees more aware of 
the total value of their 
remuneration package. 

 
 
What is the limit on the increase to the paybill for addressing the key pay 
policy priorities? 
 
3. If you seek to address the key pay policy priorities you will need to cost all 
proposals as set out in paragraphs 1-4 of Chapter D and arrive at a Total Increase for 
Staff in Post.  This is the increase in pay and benefits for staff in your organisation in 
each year of the remit. 
 
4. Given the financial context over the next three years there 
is a limit on the amount that you can add to your paybill in 
each year.  This headline cost of the full package of proposals 
(standard and key pay policy priority elements) must not 
exceed 4.50% of your baseline paybill. 
 
5. In addition, you can use paybill savings to part fund your 
proposals addressing the key pay policy priorities.  You can use 

recyclable savings and other savings in the paybill in this way.  
Such savings include those arising from reductions in staffing, 

the removal of allowances or reductions in overtime.  Savings 
that you redirect to pay will be on top of savings you will 
already have delivered or need to deliver within the Efficiency 
Delivery Plans 2008-11.  You must deliver the savings in the 
year in which they are being re-used.  You should clearly set 
out how you will fund your proposals in your business case. 

You should take a Total Reward approach 
to rewarding staff, considering increases in 
pay and non-pay benefits, and set out your 

strategy in your business case. 
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6. You should make sure that any savings projections are realistic.  We will 
compare your outturn with your approved remit and you will need to explain any 
increase to the paybill resulting from the implemented pay increase that is beyond 
that approved by the Scottish Government. 
 
 
How can you address the key pay policy priorities? 
 
7. The measures you propose to address the key pay policy priorities will fall into 
one or more of the following 3 categories: 
 

i. An increase in benefits or non-pay rewards 
 
8. Examples of proposals that will fall under this category are those which seek to 
increase annual leave for staff or to reduce the hours in a working week.  Such 
proposals are considered as additional benefits for staff and you must include the 
notional cost in the remit proforma.  However, the additional benefit for staff will not 
add actual costs to the paybill and will therefore not impact on the headline cost 
limit to all proposals of 4.50%. 
 
9. You should provide support for any proposals in your business case, including 
any actual costs that you might incur, such as additional overtime or other staffing 
costs.  These ancillary actual costs are not remit costs and will not count against the 
4.50% headline cost limit but should be made clear when submitting your proposals.  
You will need to ensure you can meet these costs within agreed budgets for the 
period. 
 

ii. One-off increases 
 
10. Proposals which have actual costs but the costs are limited to a single year 
will fall under this category and will be included in the calculations.  These could 
include one-off increases to buy out terms and conditions which are historical but are 
now outdated.  Proposals to introduce non-pay rewards such as childcare vouchers 
or other salary sacrifice schemes may also fall under this category.  You should 
include the administrative costs of running such schemes where this is not fully offset 
by savings in employers National Insurance costs.  Again, you should provide 
evidence to support any proposals in your business case. 
 

iii. Increases with ongoing cost implications 
 
11. This category covers increases which have ongoing cost implications and 
therefore have the potential to significantly increase your paybill.  They usually 
involve changes to pay and reward structures or increases to minima and maxima of 
pay ranges above the level of the basic award.  They fall under the following sub-
categories: 
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a) Inequalities 
 
12. The Scottish Government is committed to ensuring that pay systems in the 
public sector are fair and non-discriminatory.  You should make sure that you have 
due regard to your duties under the public sector equality duties on race, disability, 
gender and age when considering your pay systems.  This must include the legal 
requirement on public bodies to assess the impact of their policies and practices on 
people from different ethnic groups, disabled people and women and men.  In terms 
of pay proposals you are expected to have carried out equal pay reviews and set out 
in your business case the results of such reviews and the steps you propose to take 
to address any inequalities that you have identified.  These can include measures to 
reduce the width of pay bands or to reduce progression journey times. 
 
13. It is important that you review 
your pay systems on an annual basis 
after you have implemented pay 
awards, and carry out a full equality 
impact assessment of your reward 
policies and practices every three 
years.  Further information about 
equality impact assessment is 
available on the Scottish Government’s website at 
http://www.scotland.gov.uk/Topics/People/Equality/18507/EQIAtool. We encourage 
you to work jointly with your trade unions in undertaking your equal pay reviews. 
 
14. You should carry out a proper assessment of the pay arrangements for different 
groups or roles including considering the impact of reward policies on equality 
groups.  This should also consider the appropriate length and progression journey 
time for all jobs, in line with equalities legislation. 
 
15. Where you have identified a potential pay inequality that you wish to address, 
you will need to provide evidence of the extent of this inequality.  You will also need 
to propose ways of tackling this in a cost-effective way, subject to affordability 
constraints and within policy limits.  You may need to prioritise within the constraints 
of your remit and strike an appropriate balance between general pay increases for 
staff and addressing issues arising from equal pay or age discrimination legislation. 
 
16. A full risk assessment, including the likelihood of claims and the extent of 
potential liability as well as the costs of dealing with the issue, should form part of the 
business case which supports your proposals to address inequalities.  You should 
also specify what proportion of your pay remit, if any, you plan to devote to 
addressing issues associated with equality issues. 

You should set out in your business case 
the results of your equal pay review, a risk 
assessment and the steps you propose to 

take to address any inequalities. 

http://www.scotland.gov.uk/Topics/People/Equality/18507/EQIAtool�
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b) Recruitment, Retention and Motivation Issues 
 
17. If you wish to make a case for a pay remit to address problems associated with 
difficulties recruiting or retaining 
staff you will need to supply 
information on staff turnover in 
your business case.  The degree 
of staff turnover deemed to be 
problematic may vary by public 
body and by grade and group of 
staff.  You will need to provide evidence of difficulties recruiting, retaining or 
motivating such staff.  There will always be some turnover in staff but we will be 
more likely to approve proposals to address staff turnover if such turnover is greater 
than the benchmark levels set out in paragraphs 20-22. 
 
18. We know that levels of recruitment, retention and motivation vary within and 
across public bodies and that what is not an issue for one body may be an issue for 
another.  If you have levels of staff turnover or recruitment less than those 
benchmark levels in paragraphs 20-22 and wish to make a case to address them 
then you should provide information on why this particular level of turnover is 
problematic. 
 
19. You will need to demonstrate that turnover problems are related to pay rather 
than wider organisational factors and demonstrate in your business case that 
turnover is having a negative impact on your ability to deliver outcomes. 
 
20. Proposals which seek to address difficulties recruiting staff should provide 

evidence of the extent of the 
difficulties and whether they relate to 
particular grades, specialisms or 
locations.  You should also provide 
information on the levels of pay that 
you have had to pay to recruit staff.  
In general, the requirement to recruit 
more than 25% of new staff above 

the median of the existing salaries for that pay range will be considered an issue. 
 
21. Proposals which seek to address difficulties retaining staff should provide 
evidence of the extent of the difficulties (the number of individuals leaving the 
organisation for reasons other than retirement, early severance, or redundancy).  
Analysis of turnover in public bodies 
in 2007-08 reveals that average 
turnover at organisational level and in 
grade is 10%.  As a result, in general, 
we will consider turnover above 10% 
to be an issue. 

You should provide evidence of any 
turnover issues and demonstrate that they 

are related to pay. 

We will consider that you have difficulties 
recruiting staff if you have had to offer pay 
above the median of the pay range to more 

than 25% of new staff. 

We will consider that you have difficulties 
retaining staff if you have turnover of more 

than 10%. 
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Your proposals must 
not result in pay range 

maxima being more 
than, or extending 

further from, 5% above 
the medians of the 

maxima in the relevant 
labour market. 

 
22. Proposals which seek to address 
difficulties motivating staff should 
provide quantitative evidence from 
survey data.  You should also 
demonstrate in your business case 
that pay rather than organisational or 
other factors is the likely underlying 
cause of issues motivating staff. 
 
23. As you will need to demonstrate that recruitment and retention issues are 
related to pay, you will need to compare your salaries against those in the relevant 
labour market.  We expect the relevant labour market for most staff to be the public 
sector labour market in Scotland and therefore you are expected to do your market 
comparison using the data in Annex C.  In exceptional cases, some bodies, however, 
will employ staff in more specific or specialist labour markets and in this case you 
may wish to compare against a particular labour market.  This may also be the 
case with more junior staff, who may be more usually recruited from the local labour 
market.  In these cases, you should discuss the position with the Finance Pay Policy 
team in advance of the collection of relevant data that reflects those organisations 
that you have lost staff to or recruited staff from in recent years. 
 
24. There are different labour markets for different staff, depending on factors such 
as location, grade and occupation.  Remits should reflect the relevant labour market 
for particular groups of staff. 
 
25. You should explain in your business case why this is the more relevant labour 
market.  It should also be clear that comparable posts are being compared, based on 
job weightings or the relative roles and responsibilities and comparisons should be 
made on a like for like basis.  So, data should reflect the same pay round, be 
adjusted so that both reflect the same number of hours in a working week.  Any 
further adjustments to your data, such as taking into account employees pension 
contributions or annual leave provision should also be reflected in the comparator 
data. 
 
26. Market comparisons should take into account both pay 
and non-pay benefits and you should consider 
amendments to terms and conditions of employment as 
well as increases to base pay. 
 
27. How far your pay range maxima are below the 
median of the maxima in the relevant labour market 
will set the parameters of any additional increase to 
each pay range maximum.  Your pay remit proposals 
must not result in pay range maxima being more than, 
or extending further from, 5% above the medians of the 
maxima in the relevant labour market. 

You should provide quantitative evidence 
of difficulties motivating staff and 
demonstrate that pay is the likely 

underlying cause. 
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28. Proposals to make additional 
increases to the minima of your 
pay ranges should take into 
account the “Solidarity” target in 
the Scottish Government’s 
Economic Strategy2 which is “to 
increase overall income and the proportion of income earned by the three lowest 
income deciles as a group by 2017” by specifically considering your lowest paid 
groups of staff. 
 
29. At the minima you also need to take into account the extent of any difficulties 
recruiting staff across all grades, as well as the width of pay ranges and the effects of 
proposals on the costs of progression.  The Finance Pay Policy team will continue to 
monitor the coherence of pay in the public sector in Scotland. 
 
30. You should support any case 
for reducing or maintaining 
differences in pay by providing 
information on the benefits of 
doing so (such as helping to 
achieve efficiency plans; 
promoting the delivery of public services; improving recruitment, retention and 
motivation) and, if relevant, the time-frame over which you anticipate any differences 
being removed or reduced. 
 
c) Restructuring of pay and reward systems 
 
31. Proposals to restructure pay and reward systems could fall under either of the 
key pay policy priorities for 2008-09, the costs arising from the introduction of a new 
pay and reward structure usually relate to the assimilation of staff onto the new 
structure in the first year, rather than the more usual progression and basic award 
elements.  As a result such proposals will be assessed against the headline cost limit 
of 4.50% and the future projected costs for the standard remit elements (see 
paragraphs 32-36).  If proposals also include the costs of progression and/or a basic 
award then the limits set out in Chapter D will apply to these elements. 
 
 
Are there any other limits to what you can propose in your pay remit? 
 
32. The policy places limits on annual increases in pay and benefits because of the 
tight financial context in Scotland over the next three years.  These limits take the 
form of absolute percentage limits for the three key pay metrics.  However, pay remit 
proposals seldom impact on a single year and more commonly affect the costs of 
pay and rewards for years to come.  It is, therefore, important to ensure that pay 
remit proposals remain sustainable. 

                                                 
2   http://www.scotland.gov.uk/Publications/2007/11/12115041/0  

You should take into account the 
“Solidarity” target in the Government’s 
Economic Strategy in your proposals. 

You should provide information on the 
benefits of reducing or maintaining 

differences in pay. 
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If you are making 
increases with ongoing 
cost implications then 
you must demonstrate 

that the resulting 
standard remit will be 

deliverable within 
3.75% ISP for the 
following 3 years. 

You must set out how 
you intend to resolve 

an existing contractual 
or legal commitment 

to pay elements of the 
pay award and the 

time frame involved to 
resolve the issue. 

 
33. If you are proposing to make increases,  to address 
the key pay policy priorities with ongoing cost 
implications (paragraphs 11-31) then you must also 
provide a projection that demonstrates that for 3 years 
after addressing the key pay policy priorities, the 
resulting standard remit will be deliverable within a 
3.75% increase for staff in post (on a basic award of 
2% assumption). 
 
34. The Finance Pay Policy team will use this projection 
to assess the sustainability of your current proposals.  If it 
does not demonstrate that the standard remit could be 
delivered within a 3.75% increase for staff in post for future years 
then we are very unlikely to approve your proposals. 
 
35. Your projection will be based on known levels of staffing and usual levels of 
turnover for your organisation.  You should note any assumptions you made when 
you provide your projection. 
 
36. A projection within 3.75% ISP will not guarantee approval of proposals beyond 
the duration of the current remit, which may be a multi-year remit.  Increases in your 
next remit will be subject to the Public Sector Pay Policy limits in place at the time 
that you need to enter into a new pay settlement.  Also, the Finance Pay Policy team 
will not use your projection in the assessment of future proposals except to gauge 
the accuracy of further projections. 
 
 
What happens if you are legally committed to elements of the pay award? 
 
37. There may be rare occasions when a public body is 
contractually obliged to pay progression or where the pay 
award is legally linked to that of another group of staff 
(such as local government employees), such as after the 
transfer of staff or the creation of a new public body, for 
example.  Where this is the case you should set out 
what the contractual obligation is and its background in 
the business case. You must also set out how you intend 
to resolve the situation and the time frame for its 
resolution. 
 
38. You should however note the basis of approval of pay 
remits in Chapter G paragraphs 5 & 6 and ensure that you do 
not create new contractual obligations. 
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F: APPROVALS PROCESS 
 
 
What should you do before you submit your proposals? 
 
1. Use the checklists in Annex B to make sure that you have included all of the 
information necessary for us to approve your remit.  If you have any questions or 
want to clarify anything please speak to the Finance Pay Policy team. 
 
 
How are we going to assess your remit proposals? 
 
2. Firstly, the Finance Pay Policy team will assess the outturn for all years of your 
last remit against that approved, for 2007-08 this will be forecast outturn.  We will 
focus on comparison with the approved Increase for Staff in Post percentage and 
basic award.  We will also take into account the actual new money and headline cost 
of the pay award and the increase in the paybill per head.  As well as the figures 
we will also consider whether any changes to pay structures have been implemented 
as proposed and whether any conditions placed on approval have been met. 
 
3. The Finance Pay Policy team will rate your outturn as follows: 
 
 
Red 
Your outturn will be rated as Red if: 
 

 the outturn exceeded the percentages approved; 
 the implemented pay award differs materially from the basis of your approved 

remit (for example the pay structure was not implemented as proposed); or 
 you did not comply with any conditions placed on approval. 

 
 
 
Amber 
Your outturn will be rated as Amber if: 
 

 outturn cannot be provided; or 
 outturn is incomplete, for some reason; and 

 
the increase to the paybill and the increase in paybill per head indicates that 
proposals were implemented as approved.  If they do not indicate that this is the 
case then they will be rated as Red. 
 
 
 
Green 

 If your outturn is fully in line with that approved then it will be rated as Green. 
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You must provide an 
explanation if your 

outturn exceeds the 
approved remit; the 
pay award was not 

implemented as 
proposed; or 

conditions of approval 
have not been met.

4. If your outturn is rated as Red your current remit must 
be considered by the Remuneration Group.  There may 
be circumstances that couldn’t have been foreseen in 
your last remit that have led to the approved remit 
being exceeded, not implemented as proposed or 
conditions not complied with and you must provide an 
explanation. 
 
5. The Remuneration Group will take into account this 
explanation when considering the circumstances of 
approval and implementation.  Where you have significantly 
exceeded the approved remit or have materially moved away 
from the basis of that remit then the Remuneration Group may refer the outturn and 
your current remit to Ministers.  The Remuneration Group expect Ministers to take 
action where the explanation is not adequate.  The potential consequences of 
significantly exceeding your remit in such circumstances are set out in Chapter G 
paragraphs 7-8. 
 
6. If your outturn is rated as Amber 
you will be expected to set out in your 
business case how you will make sure 
that full outturn information can be 
provided in future. 
 
7. We will then assess your current remit and rate it as Red, Amber or Green: 
 
 
Red 

 If your proposals breach an absolute requirement of the policy (set out in the red 
text circles) they will be outwith Scottish Government policy and rated Red.  Such 
proposals are those which: 

 
(a) do not include the costs of all proposed increases in pay and benefits; 
 
(b) do not clearly set out how your proposals will be funded, including details of 
projected savings and are not confirmed as realistic, affordable and sustainable by 
you and supported by the Portfolio Finance Team; 
 
(c) include an Increase for Staff in Post percentage for the standard remit 
elements above 3.75% in any year; 
 
(d) propose a basic award above an average of 2.00% over the lifetime of the 
remit; 
 
(e) seek approval for proposals with a headline cost above 4.50% in any year; 
 
(f) are not sustainable, they do not project that a standard remit is deliverable 
within 3.75% ISP in each of  the 3 years following the approved remit; 
 

If your outturn is rated as Amber you should 
set out in your business case how you will 

make sure that full details of your outturn can 
be provided in future. 
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(g) you have not set out how you intend to resolve an existing contractual or legal 
commitment to pay elements of the pay award or the time frame involved to resolve 
the issue; 
 
(h) seek approval for proposals outwith the standard remit elements that are not 
targeted at the key pay policy priorities for 2008-09; 
 
(i) do not apply a basic award below 2.00% to those grades where the maxima 
are more than 5% above the medians of the maxima in the relevant labour market; 
or 
 
(j) results in pay range maxima being more than, or extending further from, 5% 
above the medians of the maxima in the relevant labour market. 
 
 
8. We will automatically reject any current remit proposals that are rated on 
submission as Red under any one of the criteria 7 (a), (b), (c), (d), (e), (f) or (g) and 
we will require you to revise your proposals to bring them in line with Scottish 
Government policy before they are given further consideration. 
 
9. We will only rate proposals as Red under criteria 7 (h), (i) or (j) following more 
detailed consideration of your proposals.  We will require you to revise any proposals 
that are rated red as a result of this more detailed consideration to bring them in line 
with Scottish Government policy. 
 
10. The more detailed consideration will also identify proposals which do not fully 
meet what is required to support your proposals (paragraph 3 in Annex B).  The 
Finance Pay Policy team will rate such proposals as Amber: 
 
 
Amber 

 Proposals will be rated as Amber if you have not included in your business case 
the information and evidence required to support them (set out in blue text boxes)    
They are those where: 

 
(a) the market comparison is based on a particular labour market but there is no 
evidence that the data represents active local labour market competitors; there is no 
clear link between the posts being compared based on job weightings or 
comparisons are not made on a like for like basis; 
 
(b) there is no explanation why you do not propose to enter into a multi-year pay 
deal, where that is the case; 
 
(c) there is no provision of evidence to support proposals to change existing 
arrangements for progression, non-consolidated payments and any consolidated 
performance payments; 
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(d) there is no supporting evidence from the results of the comparison with the 
public sector labour market or the particular labour market previously discussed with 
the Finance Pay Policy team; 
 
(e) you propose to address inequalities in pay and reward systems without 
providing evidence of such inequalities, including the results of your equal pay 
review; or a risk assessment; or set out the steps you propose to take to address any 
inequalities over time; 
 
(f) you propose to address issues impacting on your ability to deliver outcomes 
without providing evidence of the impact on outcomes if the issues are not 
addressed as proposed; 
 
(g) you propose to address issues impacting on your ability to deliver outcomes 
without providing evidence of issues recruiting, retaining or motivating staff, or that 
evidence is not in line with Chapter E paragraphs 17-22; or 
 
(h) your business case does not support the proposals set out in your remit 
proforma. 
 
 
11. Proposals rated as Green will be: 
 
 
Green 

 those which are in line with the policy limits and are fully supported by a robust 
business case. 
 
 
 
Who is going to approve your proposals? 
 
12. Ministers have decided that some remits may be approved by the Scottish 
Government’s Remuneration Group or officials.  Approvals require portfolio and 
public sector pay policy approval. 
 
13. Officials may approve proposals where the current remit and outturn are both 
rated Green.  All other proposals will be considered by the Remuneration Group who 
will decide whether the Strategic Board needs to be made aware of remits that are 
outwith the policy and whether proposals need to be brought to the attention of and 
approved by Ministers. 
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14. The following table sets out who will make initial decisions about your remit: 
 

Outturn Current Remit Proposals Decision 
  

Officials 

  
Remuneration Group 

  
Remuneration Group 

 Standard Remit 
Remuneration Group 

 Addresses the key pay policy 
priorities Remuneration Group 

  Not able to be 
approved 

 
15. Official approval will require approval by the Director of the sponsoring 
Directorate if you are an NDPB, by the relevant Director General or Director3 if you 
are an Agency, the Permanent Secretary if you are an Associated Department and in 
all cases the Deputy Director of Finance Expenditure Policy. 
 
16. All proposals that require Remuneration Group consideration will need to be put 
forward by the relevant Director of the sponsoring Directorate if you are an NDPB, by 
the relevant Director or Director General if you are an Agency, and the Permanent 
Secretary if you are an Associated Department.  By putting them to the 
Remuneration Group senior officials are signalling portfolio approval of the 
proposals. 
 
17. The Remuneration Group is chaired by David Fisher, a non-executive member of 
the Scottish Government’s Strategic Board.  Members of the Remuneration Group 
are the Director General of Health & Wellbeing, the Director of Finance, Director of 
Change and Corporate Services and a portfolio Director, currently, the Director of 
Children, Young People and Social Care.  Its remit includes making sure a 
consistent approach is taken to approval of pay remits. 
 
18. The Remuneration Group will consider the proposals, including the Chief 
Executive’s foreword to the Business Case, the advice from the sponsor team, the 
portfolio finance team, the Finance Pay Policy team and the views of the senior 
official putting forward the proposals for approval. 

                                                 
3 The Director General may delegate this responsibility to a portfolio Director. 
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19. The Remuneration Group will decide whether or not proposals need to be 
approved by Ministers.  Such proposals are those where the outturn is rated as Red 
and they consider the explanation not to be adequate; where the current remit is 
novel; or where the remit is of particular interest to Ministers.  A decision will be 
made on a case for case basis but the Remuneration Group expect to approve most 
proposals under delegated approval arrangements.  If Ministerial approval is 
required it will continue to require the approval of the Portfolio Cabinet Secretary or 
Minister and the Cabinet Secretary for Finance and Sustainable Growth. 
 
20. The Scottish Government’s pay remit proposals will be approved by Ministers. 
 
 
Who else is involved in the approvals process? 
 
• The Sponsor Team 
 
21. The sponsor teams of NDPBs and Public Corporations are responsible for 
making sure that their public bodies are aware of the Scottish Government’s policy 
on public sector pay and that bodies are working towards submitting proposals on 
time.  Sponsor teams also draft the submission to officials, and if required, the 
Remuneration Group and Ministers for approval.  They will be copied in to all 
communication between the Finance Pay policy team and the public body. 
 
• Director / Director General / Permanent Secretary 
 
22. The Director of the sponsoring Directorate is responsible for making sure that 
public bodies submit proposals to the Finance Pay Policy team on time; for requiring 
public bodies to supply further information or adjust their proposals to bring them in 
line with Scottish Government policy if they remain rated as Red at the end of the 
fourth week following their submission to the Finance Pay Policy team; and to 
comment on proposals, including whether they offer value for money, in any 
submission to the Remuneration Group and Ministers.  The relevant Director 
General or Director (where this responsibility has been delegated) will take on this 
role in relation to Agencies and the Permanent Secretary for Associated 
Departments. 
 
• The Portfolio Finance Team 
 
23. The Portfolio Finance Team will provide confirmation that proposals are 
affordable within existing budget allocations (taking into account delivery of efficiency 
savings) and comment on whether the proposals are value for money where 
relevant. 
 
• The Agency / Associated Department 
 
24.   Agencies and Associated Departments will submit their proposals for approval, 
respond to queries and draft the submission seeking approval for their remit 
proposals. 
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• The Finance Pay Policy team 
 
25. The Finance Pay Policy team are available to help you before and after you 
submit your pay remit proposals for approval.  They will provide advice in advance of 
proposals; receive all proposals from public bodies; check the proformas; assess the 
business case; rate the outturn and the current remit proposals as Red, Amber or 
Green; provide feedback to public bodies that clearly sets out why the rating has 
been given; and advise officials, the Remuneration Group and Ministers on the 
assessment of the proposals.  The Finance Pay Policy team will also escalate 
proposals to the relevant Director, Director General or Permanent Secretary and the 
Deputy Director of Finance Expenditure Policy where queries have not been 
resolved by the end of the fourth week following receipt of the proposals. 
 
 
How long will approval take? 
 
26. If you submit your remit proposals in line with the timetable that the Finance Pay 
Policy team have already circulated for comment and which is set out in Annex D 
then we aim to approve pay remit proposals within 7 weeks.  This includes up to 4 
weeks for clarifying the remit costings and resolving queries with the Finance Pay 
Policy team and 3 weeks for the subsequent approval of proposals.  Remit 
proposals that are straightforward or approved at official level may take less time to 
approve.  Proposals that are more complex may take more time to resolve, where 
the Finance Pay Policy team think this might be the case they will make it clear from 
the outset. 
 
27. To achieve the above timescales it is important that proposals that you submit for 
approval include all of the necessary information, that they are submitted on time 
and that queries are resolved quickly.  The Finance Pay Policy team will therefore 
run workshops for HR & Finance professionals to focus on what needs to be 
included in the proformas and the business case for your remit to be approved.  
Dates have been already been set in April.  The Finance Pay Policy team will also 
aim to provide the initial feedback on proposals within one week of receipt of the 
outturn and remit proformas and the business case. 
 
28. The Remuneration Group will meet regularly to consider proposals during the 
periods of the year when remits are submitted (fortnightly at the busiest times).  The 
total duration of the approvals process will be dependent on when your proposals 
are submitted, the length of time taken to resolve queries and when the next meeting 
of the Remuneration Group has been scheduled. 
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G: AFTER APPROVAL 
 
 
When can you negotiate with your Trade Union(s)? 
 
1. Pay remit proposals should reflect your maximum negotiating position within 
Public Sector Pay Policy limits and approval of those proposals sets the parameters 
for detailed negotiations with your recognised Trade Union(s).  We encourage you to 
work constructively with your relevant Trades Union(s) on the development of your 
overall pay and reward strategies prior to submitting your remit.  However, whilst 
informal discussions can take place you must not enter into formal negotiations 
with Trades Unions until your remit has been approved.  Trade Unions should 
note that informal discussions cannot be treated as agreement until the remit is 
approved. 
 
 
When should you contact the Scottish Government following approval? 
 
2. If, during negotiations, you are considering enter into an agreement that exceeds 
the percentages approved in your remit, or deviating substantially from the basis of 
approval (such as the pay structure you proposed) then you need to contact the 
Finance Pay Policy team in the first instance.  You may need to revise your 
proposals and seek further approval from the Scottish Government.  Changes within 
the limits approved are a normal part of negotiations and need not be referred for 
further advice. 
 
3. Formal approval of your proposals will set out any conditions on that approval, it 
will also include a settlement proforma that must be completed for all years of the 
pay award and returned within 1 month of it being implemented.  More detail on this 
proforma is set out in the Technical Guide.  You should contact the Finance Pay 
Policy team if you have any queries about its completion. 
 
4. The Finance Pay Policy team will also send you an outturn proforma for you to 
complete at the end of the first year of a two year remit and the end of the first and 
second year of a three year remit.  You should contact the Finance Pay Policy team 
if you have queries about their completion. 
 
 
What are the limits on legal commitments? 
 
5. Approval of pay remits is on the basis that you do not enter into any legally-
binding contractual agreements in Trade Union negotiations that effectively commits 
you to automatic costs in the future (i.e. beyond the duration of the approved remit). 
 
6. All existing legally binding commitments should take into consideration 
affordability and financial constraints in current and future years.  All public bodies 
are advised to take legal advice on the drafting of pay commitments to ensure that 
these are affordable and consistent with the pay remit process. 
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What happens if you exceed your pay remit? 
 
7. If you go beyond the three key pay metric percentages in your approved remit, 
deviate from the basis on which the remit was approved or if you negotiate changes 
to pay and conditions without featuring or costing them in your pay remit proposals 
then you will be considered to have exceeded your approved pay remit.  We expect 
you to adhere to the basis on which your remit has been approved, including any key 
features of the remit involving the use of resources to meet the key pay policy 
priorities.  We will make the basis of approval of the remit very clear. 
 
8. There may be circumstances that could not have been foreseen when you 
submitted your remit for approval that nevertheless mean that you exceed your 
approved remit, and if so, you must provide an explanation.  The Remuneration 
Group will take into account this explanation when considering the circumstances of 
approval and implementation.  Where you have significantly exceeded the approved 
remit or have materially moved away from the basis of that remit then the 
Remuneration Group may refer the outturn and your current remit to Ministers.  The 
Remuneration Group expect Ministers to take action where the explanation is not 
adequate.  That action may require the sponsor team and accountable officer to 
justify the matter to the Portfolio Minister and the Cabinet Secretary for Finance and 
Sustainable Growth and may result in action being taken, such as capping of future 
pay remits or a governance review of the body. 
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GLOSSARY 
 
Baseline Paybill 
 
The cost of employing your staff for the 12 months of the pay remit year before you 
implement the pay award and includes mandatory increases in pensions 
contributions or employers National Insurance Contributions.  It excludes the costs of 
increases in pay and benefits for which you are seeking approval. 
 
Basic Award 
 
The inflation or cost of living element of the pay award.  It is one element of a 
standard remit. 
 
Business Case 
 
The word document that contains information and argument that supports the 
proposals you are making. 
 
Buying-out 
 
The offering of a one off non-consolidated payment in return for agreeing the 
removal of a particular pay or non-pay reward. 
 
Coherence 
 
The policy of bringing together levels of pay towards a market median with the aim of 
making sure that individuals undertaking similar roles in different public bodies 
receive similar levels of pay. 
 
Consolidated Performance Payments 
 
Payments that reward exceptional or outstanding performance and are consolidated 
into individual employees’ basic pay. 
 
Harmonising 
 
A process of equalising the pay and benefits of two or more groups of staff usually 
following a merger. 
 
Headline Cost 
 
This is the monetary increase to the baseline paybill as a result of your pay 
proposals.  It is expressed as a percentage of the baseline paybill. 
 
Increase for Staff in Post Percentage 
 
This is the cost of the proposed increase in pay and benefits as a percentage of the 
baseline paybill. 
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Increase in the Paybill per Head 
 
The result of comparing the Paybill per Head for the current remit with the Paybill per 
Head for the last remit.  It is expressed as a percentage of the Paybill per Head for 
the last remit. 
 
ISP 
 
An abbreviation for the Increase for Staff in Post percentage. 
 
Maxima 
 
The highest point on a pay scale, sometimes known as the rate for the job. 
 
New Money 
 
The amount of money that the proposed increase in pay and benefits adds to your 
existing paybill. 
 
Non-consolidated Pot 
 
A pot of money that once established is carried forward in the baseline paybill each 
year and is used to make non-consolidated payments such as bonuses or payments 
to staff on their maxima. 
 
Non-consolidated Payments 
 
Payments that are not consolidated into basic pay, they are not pensionable and are 
often used to reward out performance in the form of bonuses. 
 
Particular Labour Market 
 
The labour market that reflects the comparators for particular workforce group(s).  It 
consists of the bodies that your organisation has lost staff to or gained staff from in 
recent years.  It may be a specific or specialist labour market. 
 
Pay Ranges 
 
The pay scale for each grade or role within a public body, with a minimum and a 
maximum or target rate and through which staff progress as they develop in 
knowledge, skills, experience and performance. 
 
Pay Remit 
 
Pay proposals made by public bodies that seek approval for increases in pay and 
benefits for staff. 
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Paybill 
 
The full annual cost of employing your staff, including National Insurance and 
Employer’s Pension Contributions. 
 
Paybill per Head 
 
The cost of employing staff following the implementation of the pay award as divided 
by the number of staff (full time equivalent). 
 
Paybill savings 
 
Savings in your paybill that can be re-utilised to part fund a pay award.  They can 
include recyclable savings (see below); savings resulting from the removal of 
outdated allowances; reductions in overtime costs and reductions in staffing. 
 
Proformas 
 
Excel spreadsheets that set out what was actually paid as a result of the last pay 
award; the costs of the increase in pay and benefits that you intend to make and 
details of your pay and reward structure as well as details of current and projected 
staffing. 
 
Progression 
 
The movement that an individual makes from the minimum of a pay scale to the 
maximum or target rate depending on performance. 
 
Progression journey times 
 
The number of years it takes to move from the minimum of a pay range to the 
maximum or target rate. 
 
Public Sector Labour Market 
 
The labour market data provided by Finance Pay Policy.  This is the public bodies in 
Scotland subject to Scottish Government policy on public sector pay, UK 
Government Departments employing more than 25 staff in Scotland and Scottish 
Local Authorities.  
 
Recyclable Savings 
 
Savings that are a consequence of a more highly paid member of staff being 
replaced by a lower paid individual (see Paybill Savings). 
 
Relevant Labour Market 
 
The Scottish public sector labour market or a more appropriate specific or specialist 
labour market for specific workforce groups, specialisms or locations. 
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Standard Remit Elements 
 
The elements that form part of almost all pay remits: progression, the basic award, 
non-consolidated payments (over and above the non-consolidated pot that is 
included the baseline paybill), consolidated performance payments and the resulting 
increases in the costs of overtime, allowances, employers pension contributions and 
National Insurance. 
 
Standard Remit Limit 
 
The limit placed on the standard remit elements of pay proposals.  In 2008-09 this is 
an absolute limit of 3.75% Increase for Staff in Post. 
 
Submission 
 
The paper to the Remuneration Group and Ministers that seeks approval for your 
proposed increases in pay and benefits. 
 
Target Rates 
 
The points in the pay system that reflect competence in a role, often the maximum of 
the pay range. 
 
Total increase for Staff in Post 
 
The full costs of the proposed increases in pay and benefits regardless of whether 
they add costs to the paybill. 
 
Total Reward 
 
All rewards for staff, including base pay, performance related pay, bonuses and 
employee benefits, such as flexible working and training & development 
opportunities. 
 
Turnover 
 
The movement of staff out of and into your organisation in a year. 
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ANNEX A 
 
PUBLIC BODIES TO WHICH PUBLIC SECTOR PAY POLICY APPLIES 
 
 

• Architecture and Design Scotland 
• Bòrd na Gàidhlig 
• Cairngorms National Park Authority 
• Communities Scotland (staff who 

retained existing terms and conditions 
of employment) 

• Crown Office and Procurator Fiscal 
Service 

• Highlands and Islands Airports Limited 
• Highlands and Islands Enterprise 
• Historic Scotland 
• Learning & Teaching Scotland 
• Loch Lomond & Trossachs National 

Park Authority 
• Mental Welfare Commission for 

Scotland 
• National Galleries of Scotland 
• National Library of Scotland 
• National Museums of Scotland 
• NHS Executive and Senior 

Management 
• Quality Meat Scotland 
• Registers of Scotland 
• Risk Management Authority 
• Royal Botanic Garden Edinburgh 
• Royal Commission for Ancient and 

Historic Monuments Scotland 
• Scottish Arts Council 
• Scottish Children’s Reporter 

Administration 
• Scottish Commission for the Regulation 

of Care 
• Scottish Court Service 
• Scottish Criminal Cases Review 

Commission 
• Scottish Enterprise 
• Scottish Environment Protection Agency 

• Scottish Fisheries Protection Agency 
• Scottish Further and Higher Education 

Funding Council 
• Scottish Government Main Bargaining 

Unit 
 Fisheries Research Services 
 General Register Office for 

Scotland 
 HM Inspectorate of Education 
 Mental Health Tribunal for 

Scotland 
 National Archives of Scotland 
 Office of the Accountant in 

Bankruptcy 
 Office of the Scottish Charity 

Regulators 
 Scottish Building Standards 

Agency 
 Scottish Public Pensions Agency 
 Social Work Inspection Agency 
 Students Award Agency for 

Scotland 
 Transport Scotland 

• Scottish Legal Aid Board 
• Scottish Natural Heritage 
• Scottish Police Services Authority 
• Scottish Prison Service 
• Scottish Qualifications Authority 
• Scottish Screen 
• Scottish Social Services Council 
• Scottish University for Industry 
• Scottish Water 
• Skills Development Scotland 
• SportScotland 
• VisitScotland 
• Water Industry Commission for 

Scotland

 
 
11 April 2008 
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ANNEX B 
 
PUBLIC SECTOR PAY POLICY 2008-09: APPROVALS PROCESS CHECKLIST 
 
1. We will need the information in this checklist in order to approve your proposals.  Before you 
submit your proposals you should therefore check that you have: 
 
(a) completed the outturn proforma(s) for all years of your last remit (projected the 

outturn for the most recent year) and provided an explanation if your outturn exceeds 
the approved remit.      

 
(b) costed all of your proposed increases in pay and benefits for each year of your 

current remit.  As set out in the accompanying Technical Guide and: 
• Chapter D for the standard remit elements; and   
• Chapter E for those remits also addressing the key pay policy priorities.   

 
(c) completed the pay data sheet of the proforma workbook.   
 
(d) made proposals within the limits of the three key pay metrics: 

• the standard remit elements do not exceed an Increase for Staff in Post of 3.75% in 
any year;       

• the basic award is no more than an average 2.00% of the baseline paybill over the 
years of the pay remit; and     

• the headline cost does not exceed 4.50% in any year.   
 
(e) set out how the proposals will be funded including details of projected savings in the 

paybill and confirmed that proposals are affordable within existing budgets.  
 
(f) undertaken a market comparison: 

• using the data in Annex C; or     
• you have discussed your particular labour market with the Finance Pay Policy 

team; and are      
• using more specific or specialist labour market data, taking into account pay and 

non-pay benefits, demonstrated clear links based on job weightings and 
comparisons are made on a like for like basis.   

 
(g) applied a basic award below 2.00% to those grades where the maxima are more than 

5% above the medians of the maxima in the relevant labour market.   
 
(h) made proposals over and above the standard remit elements that are targeted at the 

key pay policy priorities.     
 
(i) made proposals that do not result in pay range maxima being more than, or extending 

further from, 5% above the medians of the maxima in the relevant labour market.  
 
(j) where you are making proposals to address the key pay policy priorities with ongoing 

cost implications you have included a projection that demonstrates that the resulting 
standard remit will be deliverable within 3.75% ISP for the following 3 years.   

 
(k) where appropriate you have set out how you intend to resolve an existing contractual 

commitment and the time frame involved.    
 
(l) supported your proposals with a business case (see (3)).   
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2. You should also have early discussions with the Finance Pay Policy team.   
 
3. When you draft your business case you should take into account the guidance in the 

accompanying Technical Guide.  Your business case needs to support the proposals that 
you are making and may: 

• include a foreword by the Chief Executive that draws out the key points of the pay remit 
proposals;       

• set out the length of the pay deal and explain why you do not propose to enter into a multi-
year pay deal, where that is the case;     

• briefly summarise the existing progression and bonus arrangements and set out if, and how 
you are proposing to change them;     

• where appropriate support any proposals to change existing arrangements for progression, 
non-consolidated payments and any consolidated performance payments;   

• set out your strategy on Total Reward;     

• where appropriate provide information and evidence to support proposals that are targeted 
at the key pay policy priorities which: 

o increase benefits or non-pay rewards;    
o make one-off increases in pay or non-pay benefits;   
o make increases with ongoing cost implications;   

• where appropriate supports the use of particular labour market data as the relevant labour 
market by demonstrating that it reflects organisations with whom you actively compete for 
staff, demonstrates that there is a clear link, based on job weightings, between the posts 
being compared and comparisons are on a like for like basis;   

• set out the results of your equal pay review, a risk assessment and the steps you propose to 
take to address any inequalities;     

• where appropriate provide evidence of any staff turnover issues and demonstrate that they 
are related to pay;      

• where appropriate provide evidence of the extent of any difficulties recruiting staff, whether 
the difficulties relate to particular grades, specialisms or locations and provide information on 
the levels of pay that you have had to pay to recruit staff;   

• where appropriate provide evidence of the extent of the difficulties retaining staff (the 
number of individuals leaving the organisation for reasons other than retirement, early 
severance, or redundancy);     

• where appropriate provide quantitative evidence of difficulties motivating staff and 
demonstrates that pay is the likely underlying cause;   

• where appropriate provide information on why the level of turnover is problematic and 
demonstrate that it is preventing you delivering your outcomes;   

• take into account the “Solidarity” target in the Scottish Government’s Economic 
     Strategy;       
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• where appropriate make a case for reducing or maintaining differences in pay by providing 
information on the benefits of doing so and, if relevant, the time-frame over which you 
anticipate any differences being removed or reduced;    

• where appropriate set out how you will make sure that full details of your outturn can be 
provided in future; and      

• where appropriate explain why the remit was submitted outside the agreed timetable.  
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ANNEX C 

PUBLIC SECTOR PAY POLICY 2008-09: MARKET DATA 
 
37 hours working week 
 
Table 1: Median of maxima or target rates offered by public bodies in Scotland 2007-08  

  1a 1b 2a 2b 3 4 5 6 7 8 

Basic pay 14,300 15,110 17,609 20,371 24,554 30,989 37,649 47,605 58,398 64,459

Adjusted for 
employee 
pension 

contribution 

14,086 14,495 17,033 19,149 23,854 29,751 36,571 45,943 55,690 61,539

Adjusted for 
employee 
pension 

contribution 
and leave 

14,086 14,495 16,899 19,157 23,881 29,425 36,474 46,060 54,926 61,470

           

Table 2: Median of maxima or target rates in Table 1 plus 5% (£) 
  1a 1b 2a 2b 3 4 5 6 7 8 

Basic pay 15,015 15,865 18,489 21,390 25,782 32,538 39,531 49,985 61,318 67,682

Adjusted for 
employee 
pension 

contribution 

14,790 15,220 17,884 20,106 25,047 31,238 38,399 48,240 58,474 64,616

Adjusted for 
employee 
pension 

contribution 
and leave 

14,790 15,220 17,744 20,115 25,075 30,896 38,297 48,363 57,672 64,543

           

Table 3: Median of minima offered by public bodies in Scotland 2007-08   

  1a 1b 2a 2b 3 4 5 6 7 8 

Basic pay 12,509 12,553 14,793 17,250 18,873 23,793 30,619 39,032 47,353 52,698

Adjusted for 
employee 
pension 

contribution 

12,071 11,870 14,200 16,260 18,212 22,960 29,220 37,394 45,805 50,854

Adjusted for 
employee 
pension 

contribution 
and leave 

12,180 11,941 14,109 16,471 18,306 23,181 28,967 37,321 45,452 50,691

 
 
 



35 

35 hours working week 
 
Table 4: Median of maxima or target rates offered by public bodies in Scotland 2007-08 (£) 

  1a 1b 2a 2b 3 4 5 6 7 8 

Basic pay 13,527 14,293 16,657 19,270 23,227 29,314 35,614 45,031 55,241 60,975

Adjusted for 
employee 
pension 

contribution 

13,324 13,712 16,112 18,114 22,565 28,143 34,594 43,459 52,680 58,213

Adjusted for 
employee 
pension 

contribution 
and leave 

13,324 13,712 15,986 18,122 22,590 27,834 34,502 43,570 51,957 58,147

           

Table 5: Median of maxima or target rates in Table 4 plus 5% (£) 
  1a 1b 2a 2b 3 4 5 6 7 8 

Basic pay 14,203 15,008 17,490 20,234 24,388 30,780 37,395 47,283 58,004 64,024

Adjusted for 
employee 
pension 

contribution 

13,990 14,397 16,918 19,019 23,693 29,550 36,324 45,632 55,314 61,123

Adjusted for 
employee 
pension 

contribution 
and leave 

13,990 14,397 16,785 19,028 23,720 29,226 36,227 45,748 54,554 61,055

           

Table 6: Median of minima offered by public bodies in Scotland 2007-08   
  1a 1b 2a 2b 3 4 5 6 7 8

Basic pay 11,833 11,900 13,993 16,318 17,853 22,507 28,963 36,922 44,793 49,849

Adjusted for 
employee 
pension 

contribution 

11,419 11,228 13,433 15,381 17,228 21,719 27,640 35,372 43,329 48,105

Adjusted for 
employee 
pension 

contribution 
and leave 

11,522 11,296 13,346 15,581 17,317 21,928 27,401 35,304 42,995 47,951
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Notes to the market data 
 
1. In February 2008 the Scottish Government, its Associated Department, Agencies, NDPBs 
and Public Corporations provided the Finance Pay Policy team with up-to-date data on levels of 
basic pay for each grade.  They also provided the hours worked in a week, employer and 
employee pension contributions as well as annual leave entitlements. 
 
2. In carrying out our analysis we have taken the approach that the benefits package (pension 
and annual leave) for staff on the minima is that which would be offered to staff on starting in an 
organisation and for staff on the maxima that it is the maximum benefits package.  
 
3. The information public bodies provided also included the job weights of each grade, using 
either the civil service Job Evaluation and Grading Support (JEGS) methodology, Hays or other 
bespoke job evaluation methodologies.  Some bodies did not provide job evaluation information 
but indicated the equivalent Scottish Government grades. 
 
4. We also sought information on Local Government pay in Scotland (spinal column points) and 
in those UK civil service departments and agencies that operate in Scotland.  Using all of the 
information provided, the data for equivalent grades across the public sector in Scotland is set 
out in Tables 1-6. 
 
5. As each public body applies different labels for each grade we have set out the market data 
in each table according to levels.  Broadly the levels map as follows: 
 

Level JEGS range Hays Levels Hays Job size 
range SG Grades 

1a 0 - 220 8 98 -113  
1b 0-260 9 114-134 A2 
2a 200-325 10/11 135 - 191 A3 
2b 300-385 12 192 - 227 A4 
3 320-430 13/14 228 - 313 B1 
4 400-540 15/16 314 - 438 B2 
5 490-620 16/17 371 - 518 B3 
6 580-685 18 519 - 613 C1 
7 650-720 19 614 - 734 C2 
8 700+ 20 735 - 879 C3 

 
6. We adjusted the base data to reflect a 37 hour working week for all public bodies and this 
adjusted data is set out in Tables 1-3.  Tables 4-6 reflects the base data adjusted to reflect a 35 
hour working week.  You should use whichever set of tables reflects the hours worked in your 
organisation when considering any adjustments to your pay ranges. 
 
7.   For information the median of the maxima or target rates as well as the median of the 
minima of the unadjusted basic pay offered by public bodies in Scotland 2007-08 is shown in 
the table below: 
 

  1a 1b 2a 2b 3 4 5 6 7 8 

Maxima 14,300 14,940 17,357 19,270 24,188 30,039 37,029 46,634 56,321 62,317

Minima 12,509 12,240 14,430 16,615 18,769 23,793 29,840 38,615 46,302 51,989



37 

 
8. Tables 1 & 4 show the median of maxima or target rates offered by public bodies in Scotland 
following the 2007-08 pay award, and Tables 3 & 6 the medians of the minima. 
 
9. Under the policy for 2008-09, pay remit proposals must not result in pay range maxima being 
more than, or extend further from, 5% above the medians of the maxima in the relevant labour 
market.  The relevant labour market is expected to be the public sector labour market in 
Scotland for most staff and is set out in Tables 1, 3, 4 & 6.  This data will be used to assess 
proposals in the first instance and Tables 2 & 5 set out the median maximum or target rate data 
plus 5%. 
 
10. In exceptional cases a more specific or specialist labour market may be appropriate public 
bodies should discuss this with the Finance Pay Policy team before collecting market data and 
providing that additional market data in the business case.  Such data should reflect who public 
bodies actively compete with for staff and should be accompanied by an explanation setting out 
why it is a more relevant labour market.  There should also be a clear link, based on job 
weightings, between the posts being compared and comparisons should be made on a like for 
like basis. 
 
11. The data in each table is as follows: 
 

• Basic = base pay (this is the net salary excluding any allowances, overtime and 
pension contributions); 

• Adjusted for employee pension contribution = base pay minus the pension 
contributions made by employees; and 

• Adjusted for employee pension contribution and leave = base pay minus the 
employees pension contributions and the annual leave entitlement for each body.  
The data has then been standardised to reflect annual working days based on the 
median working days. 

 
12. The following public bodies are included in the market data for 2008-09: 
 

• Advisory, Conciliation and Arbitration Service 
• Bord na Gaidhlig 
• Cairngorms National Park Authority 
• Communities Scotland 
• Crown Office and Procurator Fiscal Service 
• Department for Work and Pensions 
• Driver and Vehicle Licensing Agency 
• Highlands and Islands Airports Limited 
• Historic Scotland 
• HM Revenue & Customs 
• Learning & Teaching Scotland 
• Local Government in Scotland 
• Maritime and Coastguard Agency 
• Mental Welfare Commission for Scotland 
• National Galleries of Scotland 
• National Library of Scotland 
• National Museums of Scotland 
• Registers of Scotland 
• Risk Management Authority 
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• Royal Botanic Garden Edinburgh 
• Royal Commission for Ancient and Historic Monuments Scotland 
• Scottish Arts Council 
• Scottish Children Reporters Administration 
• Scottish Commission for the Regulation of Care 
• Scottish Court Service 
• Scottish Criminal Cases Review Commission 
• Scottish Enterprise 
• Scottish Fisheries Protection Agency 
• Scottish Further and Higher Education Funding Council 
• Scottish Government Main Bargaining Unit 
• Scottish Legal Aid Board 
• Scottish Natural Heritage 
• Scottish Parliament’s Corporate Body 
• Scottish Police Services Authority 
• Scottish Prison Service 
• Scottish Social Services Council 
• Scottish University for Industry 
• Scottish Water 
• SportScotland 
• VisitScotland 
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Annex D 

Organisation
Remuneration Group meetings weeks in yellow 5 12 19 26 2 9 16 23 30 7 14 21 28 4 11 18 25 1 8 15 22 29 6 13 20 27 3 10 17 24 1 8 15 22 29 5 12 19 26 2 9 16 23 2 9 16 23 30 6 13
Scottish Government Main Bargaining Unit
Crown Office and Procurator Fiscal Service
Executive Agency
Registers of Scotland 
Historic Scotland
Scottish Fisheries Protection Agency - Admin
Scottish Fisheries Protection Agency - Marine
Scottish Court Service
Scottish Prison Service (Main)
Scottish Prison Service (Nurses)
Former Communities Scotland staff on existing t&c's
Public Corporations
Highland & Island Airports Limited
Scottish Water
NHS Pay Groups
NHSS Executive & Senior Management
Non Departmental Public Bodies
Scottish Enterprise
Architecture & Design Scotland
Bòrd na Gàidhlig 
Highlands & Islands Enterprise
Mental Welfare Commission
National Galleries of Scotland
National Library of Scotland
National Library of Scotland (Scottish Screen staff)
National Museums of Scotland
Royal Botanic Garden Edinburgh
Royal Commission for Ancient & Historic Monuments
Scottish Arts Council
Scottish Legal  Aid Board
Scottish Natural Heritage
Scottish Screen
Skills Development Scotland
SportScotland
VisitScotland
Scottish Police Services Authority
Scottish Children's Report Administration
Water Industry Commission for Scotland
Cairngorms National Park Authority
Loch Lomond & Trossachs National Park Authority
Qual ity Meat Scotland
Risk Management Authority
Scottish Commission for the Regulation of Care
Scottish Criminal Cases Review Commission
Scottish Environment Protection Agency
Scottish Funding Council

Legend Settlement Expected Remit Discussions body Sponsor team Remuneration Ministers
Date Submission Date F-PP & Fin Team drafts submission Group

Public Sector Pay Remits Timetable 2008-09

Jan-09 February MarchJune July OctoberSeptemberMay August November December April
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PUBLIC SECTOR PAY REMITS TIMETABLE 2008-09: NOTES 
 
1. The timetable should be viewed at 150-200% and if printed, on A3 paper for 

clarity.  It sets out: 
 

 

 
 
 

 
 
 
 
 

 
 
 
 
 
 
 
 
 

 
 
 

 
 
 

The settlement date for each public body that will be reaching agreement on a 
new pay settlement between May 2008 and April 2009 (inclusive).  They are 
shown in red squares except where a public body has indicated that it will 
send in its proposals for approval less than 7 weeks before its settlement 
date.  In that case the settlement date will occur whilst approval is being 
sought and is shown hatched in red on the timetable. 
 
The expected remit submission date for each public body.  The Finance Pay 
Policy team circulated a draft timetable in February 2008 and dates were 
agreed with public bodies.  Remits are expected to be submitted to the 
Finance Pay Policy team during the week coloured green. 
 
Once pay remit proposals are submitted, the Finance Pay Policy team will 
assess proposals against the Scottish Government’s policy on public sector 
pay set out in this policy document.  They will then raise any queries with the 
public body.  This dialogue may take a number of weeks, particularly where 
not all of the necessary information is provided, and is shown coloured tan on 
the timetable. 
 
When any queries have been resolved and the pay remit proposals are clear 
and fully costed then the sponsor team, the Associated Department or Agency 
will draft a paper that sets out the proposals and its costs for official approval 
or Scottish Government’s Remuneration Group consideration.  This is shown 
in blue on the timetable. The Finance Pay Policy team will then include a 
summary of their assessment in the paper, with the full assessment of the 
proposals set out in a separate paper.  The papers are then considered by the 
relevant Director, Director General or Permanent Secretary who then approve 
the proposals, where appropriate, along with the Deputy Director of Finance 
Expenditure Policy or put the proposals to the Remuneration Group for 
decision.  The timescales for the papers being considered by the 
Remuneration Group are set out in the Table in paragraph 2 below. 
 
The Remuneration Group will consider all pay remit proposals that are not 
approved at official level.  Remuneration Group consideration is coloured 
yellow on the Timetable.  The Group will meet frequently throughout the year, 
usually on a Friday, and the meetings that have been arranged for 2008-09 
are set out in the Table in paragraph 2 below. 
 
The Remuneration Group may decide that remit proposals need to be 
considered by Ministers, a decision will be made on a case for case basis but 
the Remuneration Group expect to approve most proposals under delegated 
approval arrangements.  For illustrative purposes Ministerial consideration is 
coloured purple on the timetable. 
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2. The meetings of the Remuneration Group during 2008-09 and the deadline for 

papers is as follows: 
 
Remuneration Group 
Meeting 

Queries resolved and draft 
paper to the Finance Pay 
Policy team by noon on 

Final paper seeking 
approval for proposals to 
the Remuneration Group 
Secretariat by noon on 

Friday 13 June 2008 Wednesday 4 June 2008 Monday 9 June 2008 
Friday 27 June 2008 Wednesday 18 June 2008 Monday 23 June 2008 
Friday 11 July 2008 Wednesday 2 July 2008 Monday 7 July 2008 
Tuesday 22 July 2008 Friday 11 July 2008 Wednesday 16 July 2008 
Friday 22 August 2008 Wednesday 13 August 2008 Monday 18 August 2008 
Friday 19 September 2008 Wednesday 10 September 

2008 
Monday 15 September 
2008 

Friday 7 November 2008 Wednesday 29 October 
2008 

Monday 3 November 
2008 

Friday 16 January 2009 Wednesday 7 January 2009 Monday 12 January 2009 
Friday 30 January 2009 Wednesday 21 January 

2009 
Monday 26 January 2009 

Friday 13 March 2009 Wednesday 4 March 2009 Monday 9 March 2009 
 
If queries have not been resolved, or if either deadline for papers is missed, the 
proposals will be considered at the next available meeting of the Remuneration 
Group. 
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ANNEX E 
 
PUBLIC SECTOR PAY POLICY 2008-09: KEY FACTS 
 
 
1. The policy for 2008-09 applies to public bodies with settlement dates between 
May 2008 and April 2009 (inclusive). 
 
 
Strategic Aims 
 
2. Government policy on public sector pay has three strategic aims: 
 

d) To make sure that public sector pay increases are affordable and sustainable 
and, through the targeting of resources, that value for money is secured. 

 
e) To provide flexibility within an overarching policy for public bodies to 

determine the pay and reward systems that are right for their business needs. 
 

f) To make sure that public sector pay is fair and non-discriminatory. 
 
 
Key Priorities 
 
3. The tight financial context in Scotland over the next three years means that 
the key priority for 2008-09 is for public bodies to deliver affordable and sustainable 
pay settlements.  Public Bodies should target resources at addressing: 
 

• inequalities within pay and reward systems and structures; and 
• recruitment, retention or motivation issues that directly impact on a public 

body’s ability to deliver outcomes. 
 
 
Pay Metrics 
 
4. In 2008-09 the key metrics are: 
 
1) The Increase for Staff in Post percentage 
 
5. An absolute standard remit Increase for Staff in Post limit of 3.75% in any 
year will apply to the standard remit elements of all pay proposals: 
 

• progression; 
• the basic award; 
• non-consolidated payments over and above the non-consolidated pot that is 

included in the baseline paybill; 
• consolidated performance payments; and 
• increases in the costs of overtime, allowances, employers pension 

contributions and National Insurance that result from the increases in pay and 
benefits that you propose. 



43 

 
6. Public bodies will, however, continue to include the costs of all increases in 
pay and benefits that they propose to make in the pay remit proformas, along with 
the increases to allowances, overtime rates, employers pension contributions and 
National Insurance that result.  This will be the total increase for staff in post. 
 
7. The one-off costs of harmonising terms and conditions of employment of 
different groups of staff as a direct result of the simplification of the public sector in 
Scotland will be noted in the proforma but will not count against the policy limits.  
Proposals which increase the pay or non pay benefits for the existing staff group, 
however, will continue to count against the policy limits.  The advice of Finance Pay 
Policy should be sought in more complex situations. 
 
2) The basic award percentage 
 
8. An absolute Basic Award limit of 2.00% will apply for 2008-09. 
 
9. The Basic Award can, however, be averaged over a multi-year deal.  It must 
be delivered within the absolute standard remit Increase for Staff in Post limit of 
3.75% in any year.  A Basic Award below 2% must be applied to those grades where 
the maxima or target rates are more than 5% above the market maximum medians. 
 
3) The new money or headline cost of the pay proposals 
 
10. An absolute headline cost limit of 4.50% will apply to the total remit package 
(standard remit plus measures targeted at addressing the key priorities) in any year. 
 
11. This is how much the paybill will increase by as a result of the total package of 
pay proposals for which approval is being sought.  It can be less than the Increase 
for Staff in Post percentage where recyclable or other savings in the paybill can be 
delivered to reduce the cost of proposals to the organisation. 
 
12. Increases targeted at the key priorities will fall into the following categories: 
 

• Increases in benefits or non-pay rewards, for example reduction in working 
hours or additional leave.  Such proposals have notional cost benefits for staff 
but do not add actual costs to the paybill; 

 
• One-off increases, for example buying out terms and conditions of 

employment that are now outdated.  These are actual costs to the paybill but 
are limited to a single year; 

 
• Increases with ongoing cost implications, for example: 

 
o Addressing inequalities by reducing progression journey times; 
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o Addressing particular issues such as low pay and recruitment, retention 

and motivation of staff by adjusting pay range minima, maxima or target 
rates.  Recruitment will be an issue if there is evidence of starting pay 
above the median of the existing salaries for that pay range for more than 
25% of new staff and retention will be an issue if there has been turnover 
of more than 10%. 

 
• Restructuring of pay and reward systems, these costs usually relate to the 

assimilation of staff onto a new structure in the first year.  As a result such 
proposals will be assessed against the headline cost limit of 4.50% and the 
future projected costs for the standard remit elements (see below).  If 
proposals do also include the costs of progression and/or a basic award then 
the policy limits will apply. 

 
13. Proposals must not result in pay range maxima being more than, or extend 
further from, 5% above the relevant labour market maximum median.  The relevant 
labour market is expected to be the public sector labour market in Scotland for most 
staff, and this market data is being provided by Finance Pay Policy.  This data will be 
used to assess proposals in the first instance. 
 
14. In exceptional cases, where a more specific or specialist labour market is 
appropriate public bodies may provide additional market data.  Such data should 
reflect who public bodies actively compete with for staff and should be accompanied 
by an explanation setting out why it is a more relevant labour market.  There should 
also be a clear link, based on job weightings, between the posts being compared 
and comparisons should be made on a like for like basis.  If you think that you have 
a specific or specialist labour market you should discuss the position with the 
Finance Pay Policy team in advance of the collection of relevant data. 
 
 
Multi-year remits 
 
15. During 2008-09 public bodies may negotiate and put in place pay awards for 
one or more years,  Knowing the level of pay increases for future years brings 
certainty for employers and staff, but the length of any pay deal is a matter for each 
public body and its recognised trade unions.  Public bodies are expected to set out 
their plans in their business case and if not proposing to enter into a multi-year pay 
deal provide a short explanation. 
 
 
What do public bodies need to do to obtain approval for a pay remit? 
 

• Make sure that proposals are in line with the details of the policy set out in the 
published policy documents; 

 
• Set out proposals that are within the policy’s absolute limits set out above; 
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• Demonstrate that the standard remit elements do not lead to an increase for 
staff in post percentage greater than 3.75%; 

 
• Demonstrate that proposals above a staff in post percentage of 3.75% are 

targeted at the key priorities and do not lead to a headline cost for the pay 
remit package greater than 4.50%; 

 
• Support proposals with a business case that takes account of the 

requirements and expectations of the policy; 

 
• Make sure that proposals are affordable within existing budgets and that the 

business case clearly sets out how the proposals will be funded; 

 
• Demonstrate that proposals are sustainable by providing a 3 year projection 

that shows that after addressing any particular issues, the resulting standard 
remit will be deliverable within a 3.75% Increase for Staff in Post limit (on a 
basic award of 2% assumption). 

 
• Start working on proposals early, attend the policy seminar and workshops 

and submit the remit on time; and 

 
• Speak to the Finance Pay Policy team if you need help, by telephoning 0131 

244 7341 or by emailing financepaypolicy@scotland.gsi.gov.uk . 

 
 
Finance Pay Policy 
April 2008 
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A INTRODUCTION 
 
 
What is the Scottish Government Public Sector Pay Policy for Senior 
Appointments? 
 
1. The Public Sector Pay Policy for Senior Appointments sets the 
parameters for the remuneration of senior appointments to a wide range of 
Scottish public bodies.  The policy extends to proposals for annual increases, 
as well as remuneration proposals for new appointments, reviews or any other 
change in the remuneration arrangement. 
 
2. This document sets out Scottish Government policy on levels of 
remuneration for senior appointments and the evidence and supporting 
information on which proposals should be based.  Chapters C to E set out the 
requirements for the remuneration of Chief Executives.  Chapters F to H set 
out the requirements for the daily fees paid to Chairs and Members.  This 
policy document will be of most interest to Scottish public bodies and Scottish 
Government sponsor teams. 
 
3. A glossary of terms used in this policy can be found in Chapter I.  All 
words in blue are explained in the Glossary.  You may find a printed version of 
this document more easy to use if printed in colour. 
 
 
Who is covered by the policy? 
 
4. The policy covers the remuneration (salary, bonus and other non-salary 
rewards) of Chief Executives and, in exceptional circumstances, certain 
Directors; and the remuneration (daily fee rates and any pension 
arrangements) of Chairs and Members of Scottish public bodies.  It is relevant 
to all public appointments to NDPBs and public corporations.  The policy also 
covers Non-Executive Directors of the Scottish Government and its 
Agencies; Chairs and Board Members of NHS Bodies; the fees paid to 
Judicial appointments and appointments to Tribunals, Appeals Boards, Royal 
Commissions, Advisory Committees and Inquiries, etc.   
 
 
Who is not covered? 
 
5. The pay of staff below Chief Executive level in the Scottish 
Government, its Associated Departments, public corporations and NDPBs is 
expected to be covered by the staff pay remit, which is subject to the policy for 
public sector pay for staff in public bodies1 and is published annually.  The pay 
of the Senior Civil Service (SCS) is determined by the UK Government.  The 
pay for senior officers in the police and fire services in Scotland is determined 
through other arrangements.  The pay of Scottish local government 
employees is a matter for local authorities. 
                                                 
1Available from: www.scotland.gov.uk/Publications/2008/05/22162216/0 
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When is approval required? 
 
6. Approval by the Scottish Government is required in relation to any 
aspect of the remuneration of senior appointments.  There can be no 
introduction of, or change to, the remuneration of Chief Executives, 
Chairs or Members until appropriate Scottish Government approval to 
proposals has been obtained. 
 
 
Who is involved in the process? 
 
7. The roles of the various parties involved in the Public Sector Pay Policy 
for Senior Appointments process are as follows: 

Chair / Board (of public body) 

• Makes proposals in line with the Public Sector Pay Policy for Senior 
Appointments 2008-09: 
o on the annual increases to pay and bonus proposals for the Chief 

Executive; or 
o on any new or revised remuneration package (salary, pay range, 

progression arrangements, bonus, non-salary rewards, etc.). 

• Submits proposals to the Finance Pay Policy team for Scottish 
Government approval. 

• The Chair provides a statement supporting any performance bonus for 
a Chief Executive (see Chapter D, paragraphs 12-13 for details). 

Sponsor teams (Scottish Government) 

• Ensure that the public body they sponsor is aware of Public Sector Pay 
Policy for Senior Appointments. 

• Along with the Finance Pay Policy team, consider remuneration 
proposals from the Chair / Board for the Chief Executive. 

• Make proposals to the Finance Pay Policy team on the daily fees (and 
annual uprates) payable to Chairs and Members of bodies they 
sponsor. 

• Seek the views of the Scottish Government portfolio finance team on 
affordability and sustainability of all proposals. 

• Draft submissions seeking approval for remuneration proposals, with 
contributions from the Finance Pay Policy team and the Scottish 
Government portfolio finance team. 
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Sponsor Directors (Scottish Government) 

• Consider the Chair’s statement on the Chief Executive’s performance 
and, where this has been assessed as exceptional in terms of the 
outcomes achieved, considers the percentage bonus and how it has 
been determined (see Chapter D, paragraph 14). 

• In conjunction with the Deputy Director of Finance Expenditure Policy, 
consider for approval remuneration proposals rated Green for Chief 
Executives, Chairs and Members. 

• Make recommendations to the Scottish Government Remuneration 
Group on all other proposals. 

Portfolio finance teams (Scottish Government) 

• Consider and provide comments on the affordability and sustainability 
of remuneration proposals. 

Finance Pay Policy team (Scottish Government) 

• Provides advice to public bodies; sponsor teams; Scottish Government 
sponsor Directors; the Scottish Government Remuneration Group; and 
Cabinet Secretaries / Ministers on the Public Sector Pay Policy for 
Senior Appointments. 

• Assesses proposals against the Public Sector Pay Policy for Senior 
Appointments; provides formal advice to the Deputy Director for 
Finance Expenditure Policy and the Scottish Government 
Remuneration Group. 

Scottish Government Remuneration Group 
• Considers and approves proposals on the remuneration of Chief 

Executives, Chairs and Members or refers proposals to Cabinet 
Secretaries / Ministers for approval. 

Portfolio Cabinet Secretary / Minister and Cabinet Secretary for 
Finance and Sustainable Growth 
• Jointly consider and approve remuneration proposals for Chief 

Executives, Chairs and Members where the Scottish Government 
Remuneration Group considers proposals should be referred to 
Ministers. 
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What do public bodies / sponsor teams need to provide? 
 
8. For remuneration proposals to be considered – 
 

8.1. For Chief Executives: 

• A public body must provide the following: 
o A completed Excel template setting out the pay and bonus 

proposals (and any other changes to the remuneration package) 
and confirmation of the increase and any bonus paid in the previous 
year (outturn);  

o A statement from the Chair (as set out in Chapter D, 
paragraphs 12-13); and 

o Where proposals follow a review or relate to the appointment of a 
new Chief Executive, an evidence-focused business case that 
supports the proposals. 

 
8.2. For Chairs and Members: 

• A sponsor team must provide the following: 
o A completed Excel template setting out the remuneration proposals 

(and any other changes to the remuneration package) and 
confirmation of the daily fees paid in the previous year (outturn); 
and 

o Where proposals follow a review or relate to the appointment of a 
new Chair or Members, an evidence-focused business case that 
supports the proposals. 

 
 
Who should you contact for help? 
 
9. The role of the Finance Pay Policy team is to ensure that remuneration 
proposals are in line with the Public Sector Pay Policy for Senior 
Appointments 2008-09 as set out in this document.  Before submitting any 
proposals, the Finance Pay Policy team can assist in making sure that the 
Excel spreadsheets and any supporting business case includes all of the 
necessary information.  The Finance Pay Policy team will provide feedback on 
proposals when submitted for approval by the Scottish Government. 
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10. If you need assistance or have any questions, please contact the 
Finance Pay Policy team.  The Finance Pay Policy team can be contacted as 
follows: 
 

Nicola Paterson 0131 24 40804 
Lesley Doherty 0131 24 47345 
Geoff Owenson 0131 24 47346 
Neil Ramage 0131 24 47052 
Paul Cooper  0131 24 47341 
David Anderson 0131 24 40716 
 
General enquiries 0131 24 40716 
 
Email:   Finance Pay Policy mailbox 

    (financepaypolicy@scotland.gsi.gov.uk) 
 

Finance Pay Policy 
The Scottish Government 
Area 3B 
Victoria Quay 
EDINBURGH 
EH6 6QQ 

 
11. This document will be available on the Publications section of the 
Scottish Government website: 

www.scotland.gov.uk/Publications/Recent 
 
 
Where proposals should be sent? 
 
12. When you are ready to submit proposals for approval you must send 
them, including completed Excel templates and, where appropriate, the 
Chair’s statement and any supporting business case, direct to the Finance 
Pay Policy team at: 

financepaypolicy@scotland.gsi.gov.uk 
 
13. The relevant Scottish Government sponsor team should be copied into 
this correspondence. 
 
 
When should proposals be submitted for approval? 
 
14. You must submit proposals for annual increases and bonus for Chief 
Executives and annual increases to the daily fee for Chairs and Members in 
line with the timetable in Annex A.  Other changes to the remuneration 
arrangements for Chief Executives or changes to the daily fee arrangements 
for Chairs and Members should be submitted when necessary.  Sufficient time 
for approval should be allowed. 
 

mailto:financepaypolicy@scotland.gsi.gov.uk
mailto:financepaypolicy@scotland.gsi.gov.uk
http://www.scotland.gov.uk/Publications/Recent
mailto:financepaypolicy@scotland.gsi.gov.uk


B STRATEGIC AIMS AND OBJECTIVES 
 
 
What are the strategic aims of Public Sector Pay Policy in Scotland? 
 
1. The Scottish Government’s policy on public sector pay has three 
strategic aims: 

• To make sure that public sector pay increases for senior appointments 
are affordable and sustainable. 

• To provide flexibility within an overarching policy for public bodies to 
determine the pay and rewards for senior appointments that are right 
for their business needs. 

• To make sure that public sector pay is fair and non-discriminatory. 
 
 
What are the objectives of the Public Sector Pay Policy for Senior 
Appointments? 
 
2. From these strategic aims, the Public Sector Pay Policy for Senior 
Appointments 2008-09 has a number of objectives: 

• to reward senior appointees fairly for the work that they do; 

• to allow public bodies to recruit, motivate and retain able and 
committed senior appointees; 

• to make sure that the pay of Chief Executives is related to 
performance;  

• to reward exceptional performance by Chief Executives by payment of 
non-consolidated bonuses; 

• for Chief Executives’ pay range maxima to be in line with the median of 
the salaries offered in the relevant labour market; and 

• to make sure that public resources are used effectively and that public 
bodies secure value for money. 
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C CHIEF EXECUTIVES: FRAMEWORK 
 
 
Who is it for? 
 
1. This part of the policy applies to Chief Executives and, in exceptional 
circumstances (and only with prior approval), Directors who are not 
considered alongside other staff in the public body’s pay remit.  Where 
reference is made to a Chief Executive in this policy document, this should be 
taken as also referring to any Director for which such approval has been 
given. 
 
2. The extent to which the actual appointment requires Ministerial 
approval is dependent on the legislative arrangements for that particular 
public body.  However, in all cases, Scottish Government approval is required 
for the remuneration package. 
 
3. This part applies equally to Chief Executive appointments to new public 
bodies; new Chief Executive appointments to existing bodies and when a 
review of an existing Chief Executive’s remuneration package is being 
undertaken (including, for example, the introduction of additional non-pay 
rewards, such as a car, etc.).  The policy on annual increases is set out in 
Chapter D. 
 
 
What is the Scottish Chief Executive Pay Framework? 
 
4. In order to ensure consistency and fairness between the remuneration 
of senior staff in Agencies, who are civil servants, and that for Chief 
Executives in NDPBs, the salary and pay range of a Chief Executive must lie 
within the Scottish Chief Executive Pay Framework.  This framework has 
been used for a number of years and the Scottish Government revises it 
annually in the light of Senior Salaries Review Body recommendations to the 
UK Government for the Senior Civil Service. 
 
5. The Scottish Chief Executive Pay Framework for 2008-09 is set out 
below: 
 

Table 1: Scottish Chief Executive Pay Framework 2008-09 (base pay) 
Pay 

Band Minimum Maximum Higher Market 
Reference Point Ceiling 

3 £99,960 £137,604 £158,320 £205,000 
2 £81,600 £105,762 £123,757 £160,000 

1A £66,600 £89,040 £98,318 £127,000 
1 £57,300 £79,740 £88,164 £116,000 

 
6. The Scottish Chief Executive Pay Framework operates on the basis of 
base pay with salary and pay ranges being net of any bonus, pension and the 
cash value of any non-salary rewards. 
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7. The salary and pay range of a Chief Executive is expected to lie within 
the minimum and maximum of the relevant Pay Band in the Scottish Chief 
Executive Pay Framework.  A pay range that extends beyond the maximum in 
the relevant Pay Band must be supported by clear and convincing market 
evidence.  The pay range should not extend beyond the Higher Market 
Reference point except in exceptional circumstances.  Any such proposals 
are expected to remain within the ceiling of the relevant Pay Band within the 
Scottish Chief Executive Pay Framework.   
 
8. Chief Executives are either on a spot rate of remuneration (which 
reflects the market rate for the job) or on a pay range (allowing individuals 
to progress, through performance and experience, towards the maximum of 
the pay range). 
 
9. The policy expectation is that a Chief Executive should be remunerated 
by way of a pay range, with progression linked to performance through the 
delivery of agreed objectives.  This is principally for two reasons.  First, it 
provides that annual pay rises are, in part, based on performance; and 
secondly, that new Chief Executives progress towards the maximum of their 
pay range over time, as they increase their knowledge and experience of the 
role.  Only in exceptional circumstances would a new Chief Executive be 
appointed on a spot rate and this would require the approval of the Scottish 
Government Remuneration Group. 
 
10. Public bodies should therefore give consideration to moving existing 
Chief Executives on spot rates to pay ranges, following an evaluation of the 
role and responsibilities of the job and remuneration. 
 
What needs to be taken into account when determining a Chief 
Executive’s remuneration? 
 
11. The first step in establishing the appropriate level of remuneration for a 
Chief Executive is to identify the appropriate Pay Band within the Scottish 
Chief Executive Pay Framework for that particular Chief Executive post.  This 
can only be determined following a job evaluation exercise of the role and 
responsibilities.  The job evaluation should be undertaken by the public body, 
though where this is not possible, the Scottish Government may be able to 
assist.  In such circumstances, advice should be sought from the Finance Pay 
Policy team.  The Finance Pay Policy team should also be approached if, 
following the evaluation, the appropriate Pay Band is not clear. 
 
12. Once the appropriate Pay Band has been arrived at, the public body 
should develop proposals for a pay range for the Chief Executive.  In doing 
so, public bodies should take into account the operation of the Scottish Chief 
Executive Pay Framework as set out in paragraphs 4-10.  The minima and 
maxima of the relevant Pay Band in the Scottish Chief Executive Pay 
Framework should not simply be taken as the minimum and maximum of the 
proposed pay range.  The appropriate pay range for the Chief Executive 
should lie within the relevant minima and maxima parameters in that 
Framework. 
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13. When determining the appropriate pay range for the Chief Executive 
within the Scottish Chief Executive Pay Framework, a public body must take 
into account the following: 
 

Affordability and sustainability 
 

13.1. Long-term affordability of the proposals is important and the 
public body must confirm that it considers the proposals are affordable and 
sustainable.  Proposals are expected to be affordable within existing 
resources.  However, where additional resources are required, these must 
be set out clearly.  Scottish Government sponsor teams will seek the view 
of their portfolio finance teams on the affordability and sustainability of 
proposals in all cases. 

 
Referencing external market levels 

 
13.2. The policy expectation is that the maximum of the proposed pay 
range should be no greater than the median of the relevant labour 
market.  So, to support any proposals, evidence must also be provided of 
the remuneration offered by comparators.  In the first instance, this should 
focus on the Scottish public sector labour market which includes 
Scottish public body Chief Executives in the same Pay Band.  The Finance 
Pay Policy team can provide a list of comparable Chief Executives.  In 
assessing proposals, the Finance Pay Policy team will compare proposals 
with the pay and pay ranges of such Chief Executives.   

 
13.3. Public bodies may provide additional evidence where the labour 
market from which the Chief Executive might be recruited is wider in scope 
than Scottish public bodies.  Again, the focus should be on the labour 
market in Scotland, but may include wider market data where relevant.  In 
such circumstances, a public body must explain the relevancy of that 
market data.  Market comparisons should be made on the basis of 
similarly weighted posts - including, where practicable, information on the 
length of working week, pension provisions and benefits, annual leave, etc. 
of comparators.  Before gathering such information, public bodies should 
discuss the proposed labour market with the Finance Pay Policy team. 

 
13.4. Market evidence that clearly demonstrates the necessity of 
offering remuneration above the maximum of the relevant Pay Band in the 
Scottish Chief Executive Pay Framework will be required where this is 
proposed.   

 
Internal referencing with the public body’s senior management team 

 
13.5. When developing proposals, the public body must consider the 
relationship, and ensure a differential, between the remuneration of the 
Chief Executive and that of the senior management team.   
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The remuneration of the previous occupant of the post (for existing 
posts) 

 
13.6. Public bodies should consider the previous Chief Executive’s 
pay range and salary within that range.  If the appointment is to an existing 
post and an evaluation or review of that post was carried out within the last 
three years, unless the Chief Executive’s role has changed significantly, 
the expectation is that the pay range of the new Chief Executive will be no 
more than the pay range of the previous Chief Executive.  However, this 
will be dependent on whether that pay range continues to meet equalities 
obligations (see paragraph 13.7).  The policy on the appropriate starting 
salary is set out in paragraphs 14.3-14.4. 

 
Equalities legislation 

 
13.7. Public bodies must take into account equalities legislation when 
determining a pay range for the Chief Executive.  Amongst other things, it 
must allow for a reasonable timescale (the journey time) within which the 
Chief Executive can expect to progress to the maximum of the pay range 
(see paragraphs 14.5-14.7).  The public body must satisfy themselves in 
respect of their obligations in this regard and it must provide written 
confirmation of this as part of its remuneration proposals. 

 
What should the business case supporting a Chief Executive’s 
remuneration proposals contain? 
 
14. When submitting proposals for approval, a public body must also 
include a business case which must include: 
 

The results of the job evaluation 
 

14.1. The date and results of the job evaluation exercise which 
indicates the relevant Pay Band in the Scottish Chief Executive Pay 
Framework. 

 
The proposed pay range 

 
14.2. A proposed pay range minimum and maximum within the 
Scottish Chief Executive Pay Framework that is supported by market 
evidence from the Scottish public sector labour market and, where 
appropriate, relevant labour market (as set out in paragraphs 13.2-13.4).  
The proposed maximum must be no greater than the median of that 
market data.   
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The starting salary 
 

14.3. A public body must specify the anticipated starting salary, which 
must be the minimum required to recruit and retain the best candidate.  
The starting salary can be agreed at a level between the minimum and 
25% (the lowest quartile) of the approved pay range. 

 
14.4. If the Chief Executive is being recruited to an existing post, the 
starting salary of the incoming Chief Executive should not necessarily 
match that of the previous incumbent.  If a starting salary outwith the 
lowest quartile is being proposed, then the public body should state what 
salary is required and why they consider it is necessary in their business 
case. 

 
The method of progression 

 
14.5. A public body must outline the method of progression; 
summarising the appraisal process and the intended increments (for 
example, fixed or variable steps, by cash amount or percentage, etc.).  In 
order to ensure that progression is likely to be compatible with current and 
future Public Sector Pay policy on annual uprates, progression steps 
may be around 2.50% or lower.   

 
14.6. Progression is a major factor in determining the journey time 
from minimum to maximum.  If a public body considers that its obligations 
under equalities legislation limits a journey time to five years, the proposed 
increments should be in line with the policy whilst allowing for progression 
(subject to satisfactory performance) within such a timescale.  If 
progression steps are around 2.50% and the public body considers that a 
journey time of five years is appropriate, then the pay range can be no 
more than around 12-13%.  If a five year journey time is considered 
appropriate, a pay range will be too wide, if either: 

• progressions steps are within policy, but the journey time from 
minimum to maximum would take longer than five years; or, 

• journey time is five years, but the progression steps necessary to 
achieve this will or will be likely to exceed pay policy parameters in 
the future. 

 
14.7. It is important to note that, unless approval has previously been 
given to a multi-year arrangement, annual increments (progression and/or 
basic award) are not guaranteed.  Annual increases remain subject to 
Scottish Government approval.  No contractual obligation to annual 
increments should be created nor implied in contract or correspondence 
unless a multi-year arrangement has been approved.  Public bodies must 
ensure that any contractual documentation should be clear in this regard 
and the Finance Pay Policy team must be consulted on the remuneration 
clauses in draft contracts or letters of appointment (see paragraph 33).  
Further detail on the approach to seeking approval for multi-year 
arrangements is covered in Chapter D, paragraphs 15-18. 
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Any bonus arrangements 
 

14.8. See paragraphs 26-28. 
 

Any non-salary rewards 
 

14.9. See paragraphs 29-31. 
 
 
How do you move a Chief Executive to a pay range? 
 
15. The process involved in determining a new remuneration package for a 
Chief Executive when moving them to a pay range is similar to that for a new 
appointment.  It is likely a public body will have to undertake a review of the 
post and the relevant labour market in order to establish the appropriate pay 
range (see paragraphs 11-14). 
 
16. As spot rates of remuneration are expected to be market facing, the 
proposed pay range should be built around the existing spot rate.  
Furthermore, the existing spot rate of remuneration must not be used as the 
basis for establishing the new minimum of the proposed pay range.  However, 
if relevant labour market data demonstrates that the market median is higher 
than the current salary, then approval may be sought for a new pay range 
reflecting the market median, within the Scottish Chief Executive Pay 
Framework, in line with the process for reviewing a Chief Executive’s 
remuneration (see paragraphs 18-21).   
 
17. The Chief Executive should be assimilated on to a point on that range 
at or close to the existing level of remuneration.  The movement to a pay 
range should not, in itself, give rise to an increase in remuneration.  The 
annual progression increase under the new arrangements would then be 
applied.  Any proposals to assimilate the Chief Executive on to any other point 
on the pay range should be supported by a business case that sets out why 
this is required.  This should include the existing skills and experience gained 
by the Chief Executive in their current post. 
 
 
How do you revise an existing pay range / salary following a review? 
 
18. It is good practice to review a pay range (to ascertain whether it has 
fallen significantly behind the market) on a regular basis and this should be 
done every three years.  Reviews should not be done any sooner than three 
years after the previous review, unless the role and responsibility of the post 
has changed substantially since the last review or the proposals are to move a 
Chief Executive from a spot rate of remuneration to a pay range. 
 
19. If there are exceptional circumstances where a review should be 
undertaken within this three year period for reasons other than those set out 
above, approval to that review must be sought from the Scottish Government 
Remuneration Group before any review takes place. 

12 



20. The fact that a Chief Executive may have reached the maximum of the 
existing pay range is not, of itself, sufficient justification to revise the pay 
range. 
 
21. Where it is proposed to increase an existing pay range minimum and 
maximum by more than the level of the annual basic award, then such 
proposals must be supported by a business case, covering the information set 
out in paragraph 14.   
 
 
What about temporary Chief Executives? 
 
22. If it is proposed to appoint a temporary Chief Executive (for example an 
interim or acting Chief Executive), then Scottish Government approval is 
required prior to appointment.   
 
23. If the temporary Chief Executive will be an internal candidate, then the 
proposed salary should be based on the public body’s existing temporary 
responsibility allowance scheme.  If there is no temporary responsibility 
allowance in place, the provisions should mirror that for Scottish Government 
staff.  Provided such arrangements are proposed, then the proposals may be 
approved at official level (see Chapter E). 
 
24. If the candidate is to be recruited externally then this appointment 
should be treated as a new appointment and the approval process for new 
appointments should be followed and approval by the Scottish Government 
Remuneration Group will be required (see Chapter E).  The pay range of the 
previous Chief Executive may be appropriate if the individual takes on the full 
role and responsibilities of the post, though the expectation is that the salary 
will be within the lower quartile of the pay range. 
 
25. The remuneration arrangements that may be approved for a temporary 
Chief Executive may differ to those for the outgoing Chief Executive and may 
have no bearing on those of any future permanent Chief Executive. 
 
 
What is the policy on bonuses? 
 
26. In addition to base pay, the remuneration package for Chief Executives 
may include the potential to earn a bonus.  Any bonus payments made to 
Chief Executives should not be consolidated into pay and must be non-
pensionable.  The maximum potential bonus in any year under this policy 
is 10% of base pay in the pay year to which performance relates.  The only 
exception to this is where bonus provisions above this level have been agreed 
previously by Ministers on an exceptional basis.  In such circumstances, the 
level of bonus awarded may be above 10% but limited to the percentage 
approved by Ministers. 
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27. If a public body proposes to include or introduce a bonus arrangement, 
this must be done in advance of the start of the appointment process and 
before any discussions with potential candidates.  All proposals for a bonus 
must include a business case setting out how the bonus arrangements will be 
linked to the delivery of key outcomes.  Where there is to be a reference to a 
bonus in the Chief Executive’s contract, public bodies must make it clear that, 
as the bonus is part of the wider remuneration package, this is subject to 
annual approval by the Scottish Government.  Furthermore, no contractual 
commitment should be given to paying a bonus in advance of approval or by a 
certain date. 
 
28. Public bodies must ensure performance bonuses are not paid out 
simply for meeting objectives, but for exceeding them or for other exceptional 
performance.  There must be a robust and objective method of assessing 
exceptional performance and a similarly robust and objective method of 
translating exceptional performance into the percentage level of bonus being 
proposed. 
 
 
What is the policy on non-salary rewards? 
 
29. There may be a number of additional elements to the remuneration 
package offered to a Chief Executive over and above base pay.  These are 
referred to as non-salary rewards.  Such arrangements should be in line with 
those for other staff employed by the public body.  Details of any such rewards 
must be included with any proposals when seeking Scottish Government 
approval. 
 
30. Possible additional elements include – 
 

Pensions 
 
30.1. Pension arrangements for the Chief Executive should be in line 
with those for other staff of the public body. 

 
Relocation expenses 

 
30.2. Eligibility for and the levels of relocation expenses should be in 
line with those for other staff of the public body.  Exceptionally, relocation 
expenses beyond such arrangements may be paid but only where this is 
necessary to secure the best candidate.  In such circumstances, public 
bodies must consult the Finance Pay Policy team before reaching 
agreement with the Chief Executive. 
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Cars 
 

30.3. Where a Chief Executive is required to travel extensively as part 
of their duties, it may be cost effective to provide a dedicated car (for 
example; lease car, car allowance, etc.).  Where a public body already has 
in place an agreed scheme for the provision of cars to staff, any decision 
to provide the Chief Executive with a car should be in line with that 
scheme.  Where no general scheme for staff exists, a public body must 
include a business case when seeking Scottish Government approval for 
the remuneration proposals.  Cars will only be approved where there is 
a clear financial benefit, following approval by the Scottish 
Government Remuneration Group. 

 
Life cover 

 
30.4. In the rare circumstances where a public body offers its staff life 
cover under an appropriate insurance scheme, the Chief Executive should 
be eligible to become a member of the scheme.  However, public bodies 
must still provide details of the scheme when seeking Scottish 
Government approval of the remuneration proposals.  In the absence of 
any scheme, approval will not normally be given for life cover. 

 
Health benefits 

 
30.5. In the rare circumstances where a public body offers its staff a 
private medical plan or similar medical insurance scheme, the Chief 
Executive should be eligible to become a member of the scheme.  
However, public bodies must still provide details of the scheme when 
seeking approval from the Scottish Government for the remuneration 
proposals.  In the absence of any scheme, approval will not normally be 
given for a private medical plan or similar medical insurance scheme. 

 
31. Brief details of any non-salary rewards must be included in the relevant 
section of the Excel templates, together with an estimate of the annualised 
cost of such a provision (if appropriate). 
 
 
What do you have to do if you want to vary a new remuneration package 
after it has been approved? 
 
32. If, during negotiations with a successful candidate, consideration is 
given to a remuneration package that differs from the one that has been 
approved, a public body must seek the advice of the Finance Pay Policy 
team before any agreement is reached.  The Finance Pay Policy team will 
advise whether further approval by the Scottish Government Remuneration 
Group is required. 
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Do you have to seek approval for the terms in a new contract? 
 
33. It is now a requirement of approval that a public body must consult 
the Finance Pay Policy team on the remuneration clauses in the draft 
contract before it is agreed.  The contract should be in line with the Public 
Sector Pay Policy for Senior Appointments and, in particular, that Scottish 
Government approval must be obtained prior to implementing annual 
increases or paying any bonus.  The public body must give particular care to 
ensure that the letter of appointment does not give rise to any contractual 
expectation which goes beyond that in any draft contract or the remuneration 
package as agreed the Scottish Government Remuneration Group. 
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D CHIEF EXECUTIVES: ANNUAL INCREASE 2008-09 
 
 
What is the annual increase for Chief Executives on spot rates? 
 
1. For Chief Executives on spot rates of remuneration – 

• A public body may propose an increase in the remuneration of a Chief 
Executive on a spot rate of up to 2.00% (the basic award).  This 
increase is limited to the ceiling of the relevant Pay Band within the 
Scottish Chief Executive Pay Framework. 

• This is subject to confirmation of satisfactory performance from the 
Chair / Board. 

 
 
What is the annual increase for Chief Executives on pay ranges? 
 
2. For Chief Executives on pay ranges. 

• A public body may propose an increase in total of up to 3.75% (the 
Total Award Limit) this includes: 

• an increase in the minimum and maximum of a Chief Executive’s pay 
range of up to 2.00% (the basic award).  This increase is limited to 
the ceiling of the relevant Pay Band within the Scottish Chief 
Executive Pay Framework; and 

• a progression increase of one step, up to the maximum of the pay 
range. 

 
3. This means that – 

• if the intended progression is 2.50%, then the basic award must be 
constrained to 1.25%; 

• a basic award of 2.00% can only be awarded where progression is 
1.75% or less. 

 
4. This is subject to confirmation of satisfactory performance from the 
Chair / Board. 
 
 
What are the arrangements for Chief Executives remunerated at, or near, 
the ceiling? 
 
5. The ceilings in the Scottish Chief Executive Pay Framework remain 
unchanged from 2007-08 and therefore different arrangements apply to Chief 
Executives remunerated at, or near, the ceiling. 
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6. Where the application of the basic award (up to 2.00%) would result in 
a salary above the ceiling of the relevant Pay Band in the Scottish Chief 
Executive Pay Framework, then the Chief Executive may be offered a 
consolidated amount up to that ceiling and the remainder (the difference 
between the consolidated percentage and the maximum basic award of 
2.00%) as a non-consolidated, non-pensionable payment.  In addition, the 
Chief Executive may also receive a progression increase towards the 
maximum of their pay range where this has not already been reached.  No 
consolidated increases can be proposed which would take the base pay 
above the relevant ceilings in the Scottish Chief Executive Pay Framework. 
 
7. By way of examples: 
 

Chief Executives on spot rates 
• where the spot rate is already at the ceiling of the relevant Pay Band 

the Chief Executive may receive a 2.00% non-consolidated, non-
pensionable payment. 

• where the spot rate is 1.00% below the ceiling of the relevant Pay Band 
the Chief Executive may receive a maximum 1.00% consolidated 
award to the ceiling of the relevant Pay Band and up to a 1.00% non-
consolidated, non-pensionable payment. 

 
Chief Executives on pay ranges 
• where a pay range maximum is less than 2.00% below the ceiling of 

the relevant Pay Band, the maximum may be increased up to that 
ceiling.  The Chief Executive may also receive a progression increase 
where they are not already on the maximum.  The total increase must 
not exceed 3.75%.  

• where a Chief Executive is already at the maximum of their pay range 
they may receive the consolidated increase in that maximum but this 
will be limited to the ceiling of the relevant Pay Band. 

• where a Chief Executive is already at the maximum of their pay range, 
they may receive consolidated progression up to the ceiling of the 
relevant Pay Band.  If the maximum is already at the ceiling, the Chief 
Executive may receive a non-consolidated, non-pensionable payment 
of up to 2.00%. 

 
8. Where any increase under this policy would be less than 2% in total, 
then a non-consolidated, non-pensionable payment may be made to bring the 
total award for 2008-09 up to 2.00%. 
 
9. Where Ministers have exceptionally agreed salaries and pay ranges for 
Chief Executives above the ceilings in the Scottish Chief Executive Pay 
Framework, proposals for consolidated increases in line with the policy limits 
may be made to the Scottish Government Remuneration Group. 
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When do the increases apply? 
 
10. Public bodies may backdate any increases to 1 April 2008 or to the 
usual settlement date should this be later. 
 
 
What are the arrangements for bonuses? 
 
11. Bonuses are only one element of the remuneration package and 
therefore must be considered alongside the other aspects (pay increase, 
change in non-salary rewards, etc.).  A bonus reflects performance in the 
previous year and so can only become due after the end of that performance 
year.   
 
12. In submitting proposals that include a bonus, the Chair must provide a 
statement confirming: 

• that the Chief Executive’s performance has been assessed; 

• that this assessment shows exceptional performance in terms of the 
outcomes achieved in the performance year; 

• states the proposed level of bonus in monetary and percentage terms 
(of existing base pay); and 

• sets out the objective method by which the percentage level of bonus 
has been determined. 

 
13. Under this approach, the Chair would need to be satisfied that the 
exceptional performance justifies the percentage bonus and be prepared to 
defend it. 
 
14. The Scottish Government sponsor Director must support the bonus 
proposals for them to be approved.  The Scottish Government sponsor 
Director will therefore consider the proposed bonus and may seek to discuss it 
with the Chair.   
 
 
What are the arrangements for multi-year proposals? 
 
15. Similar to the approach taken with the policy for staff pay remits, a 
public body may submit multi-year pay proposals for its Chief Executive.  
Approval may be sought for proposals for up to three years, up to the 
maximum of the Chief Executive’s pay range and up to the ceiling of the 
relevant Pay Band in the Scottish Chief Executive Pay Framework.  This is 
also subject to confirmation by the public body of affordability for each year of 
the proposals (particularly where proposals go beyond the current Spending 
review period).   
 

19 



20 

16. Multi-year proposals can only be approved by the Scottish Government 
Remuneration Group.  When seeking approval for a multi-year pay award for 
the Chief Executive, a public body must provide: 

• details of costings based on maximum performance increases setting 
out the impact on the overall paybill; 

• details of how the proposals relate to the pay remit for other staff in the 
public body concerned; and 

• an assurance that increases would only be implemented based on 
performance (any future bonus payments still require Scottish 
Government approval).  

 
17. Public bodies might wish to consider aligning the duration of the 
proposals with those for staff in the pay remit.  All years of your proposals will 
be assessed and approved on the basis of the Public Sector Pay Policy for 
Senior Appointments for 2008-09.  Increases in this and subsequent years will 
be limited, in each year, to the percentages (basic award and total award limit) 
in this year’s uprate.  A public body will not be expected to seek to re-open an 
approved multi-year arrangement.   
 
18. A public body must still provide annual outturn information to the 
Finance Pay Policy team.  However, annual bonuses will still require 
Scottish Government approval based on the policy in force in the year in 
which they become due.  If the public body does not provide such information 
or adhere to the policy then this will be referred to the Scottish Government 
Remuneration Group.  Any change in the Chief Executive will require new 
proposals to be submitted. 
 



E CHIEF EXECUTIVES: APPROVAL 
 
 
What must you do before you submit proposals for approval? 
 
1. Public bodies and sponsor teams should complete the Excel templates 
to ensure they have included all the information necessary for the Finance 
Pay Policy team to assess the proposals.  If you have any questions or wish 
to clarify anything, then please speak to the Finance Pay Policy team. 
 
 
When must you submit proposals for approval? 
 
2. Public bodies must consult the Finance Pay Policy team and obtain 
Scottish Government approval prior to implementing any proposals relating to 
a Chief Executive’s remuneration package: 

• the annual pay rise or payment of bonus (including the determination of 
any final salary increase prior to a Chief Executive’s departure); 

• any revision or change to the remuneration package: 
o the salary, pay range, progression or bonus; 
o the introduction of, or change to, non-salary rewards (for 

example: car, pension, etc.); 

• any proposals for a new appointee (whether to an established public 
body or a new public body); and 

• any proposals for a temporary or interim Chief Executive arrangement. 
 
3. Public bodies must seek approval before advertising, negotiating 
or appointing a Chief Executive and ensure sufficient time to obtain this 
is built into any timetable. 
 
 
How will remuneration proposals be rated? 
 
4. A Red Amber Green (RAG) rating system for Chief Executives 
proposals has been introduced.  The Finance Pay Policy team will assess 
remuneration proposals and rate the proposed annual award or remuneration 
proposals for a new Chief Executive or following a review as Red, Amber or 
Green.  A separate Red, Amber or Green rating will be given in respect of the 
information provided by the Chair in relation to any bonus proposal. 
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How is the Scottish Government going to assess remuneration 
proposals? 
 
5. The Finance Pay Policy team will rate the proposed annual award or 
any new or revised remuneration arrangements as Green if – 
 

For the proposed annual award: 

• Outturn information indicates that previous years’ uprates were in line with 
what was approved and there has been no further change to any aspect of 
the remuneration package (Chapter A, paragraph 8.1); 

• The proposals do not include the introduction of private health benefits, life 
cover or car, etc. unless it is the retention of any of these where this was 
previously agreed (Chapter C, paragraphs 29-31); 

• The proposals are in line with the limits set out in Chapter D and the 
general requirements in relation to the Scottish Chief Executive Pay 
Framework, etc. set out in Chapter C; and 

• Proposals are confirmed by the Scottish Government portfolio finance 
team as affordable and sustainable within existing budgets (Chapter A, 
paragraph 7). 

Additionally - for any other proposed changes in the remuneration of a 
Chief Executive (for example; a new appointment to a new public body 
or to an existing public body; or an existing Chief Executive following a 
review or movement from a spot rate to a pay range): 

• The proposed pay range and salary is based on a formal job evaluation; is 
supported by clear and relevant market evidence; confirmed as meeting 
equalities obligations; and supported by a business case which covers all 
of the requirements set out in Chapter C, paragraph 14; and 

• The proposed starting salary is in the lower quartile of the pay range 
(Chapter C, paragraph 14.3). 

 

22 



6. The Finance Pay Policy team will rate the proposed annual award or 
any new or revised remuneration arrangements as Amber if – 
 

For the proposed annual award: 

• Outturn information indicates a breach of previous years’ policy (for the 
basic award, progression, total award, pay range and bonus or change to 
existing arrangements or agreed starting salary, etc.) or previously 
approved increase (annual or part of a multi-year deal) (Chapter A, 
paragraph 8.1); 

• The proposals includes the introduction of private health benefits, life cover 
or car, etc. or retention of any of these where this was not previously 
agreed. (Chapter C, paragraphs 29-31); 

• [For salaries already approved above the ceiling only]  Includes proposed 
consolidated increases to pay above the relevant ceiling in the Scottish 
Chief Executive Pay Framework (Chapter D, paragraphs 5-9); or 

• Includes proposals relating to any previous year(s) where the award has 
not yet been approved, whether or not it has been implemented or paid. 

Additionally - for any other proposed changes in the remuneration of a 
Chief Executive (for example; a new appointment to a new public body
or to an existing public body; or an existing Chief Executive following a 
review or movement from a spot rate to a pay range): 

• The proposed pay range is not based on a formal job evaluation; or the 
proposed  goes beyond the market median; or the proposals are not 
supported by market evidence; or proposals are not confirmed as meeting 
equalities obligations; or the business case does not cover all the 
requirements set out in Chapter C or does not support the proposals;  

• The proposed starting salary is not in the lower quartile of the pay range 
(Chapter C, paragraph 14.3); 

• The proposals could have a direct read across to other public bodies and / 
or a direct impact for other staff within the public body; or 

• Approval is being sought retrospectively (whether or not proposals have 
already been implemented). 
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7. The Finance Pay Policy team will rate the proposed annual award or 
any new or revised remuneration arrangements as Red if – 
 

For the proposed annual award: 

• Exceeds the policy’s total award limit (3.75%) (Chapter D, paragraph 2); 

• Exceeds the level of basic award (2.00%) (Chapter D, paragraph 1) and / 
or results in a pay range maximum or salary that exceeds the relevant 
ceiling in the Scottish Chief Executive Pay Framework (where this has not 
already been approved) (Chapter C, paragraphs 4-10); or 

• Proposals are not confirmed as affordable and sustainable within existing 
budgets by the public body and Scottish Government portfolio finance 
team (Chapter A, paragraph 7). 

For any other proposed changes in the remuneration of a Chief 
Executive (for example; a new appointment to a new public body or to 
an existing public body; or an existing Chief Executive following a 
review or movement from a spot rate to a pay range): 

• The proposed pay range maximum or salary is above the relevant ceiling 
in the Scottish Chief Executive Pay Framework (Chapter C, 
paragraphs 4-10). 

 
 
 
How is the Scottish Government going to assess any bonus element? 
 
8. A second rating will be given to proposals to make bonus payments.  
The Finance Pay Policy team will rate them as follows: 

• A Green rating indicates that the statement provided by the Chair has 
been provided and meets fully the requirements set out in Chapter D, 
paragraphs 11-14. 

• An Amber rating indicates that the statement provided by the Chair 
does not indicate an objective method of determining the percentage 
bonus. 

• A Red rating indicates that a statement from the Chair has not been 
provided or that one or more of the elements required as part of the 
statement provided by the Chair has not been included. 

 
9. The rating will be given by the Finance Pay Policy team in relation to 
the Chair’s statement supporting the bonus proposals (Chapter D, 
paragraphs 11-14) but does not indicate approval of the bonus element.  The 
approval of the bonus will be a matter for the Scottish Government sponsor 
Director and Deputy Director Finance Expenditure Policy or the Scottish 
Government Remuneration Group. 
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Who is going to approve remuneration proposals? 
 
10. The following table sets out who in the Scottish Government will make 
decisions on Chief Executives’ remuneration proposals: 
 

Table 2: Chief Executives – Scottish Government approval 
Annual increase proposals, including bonuses 

Remuneration 
proposals 

Chair’s statement on 
bonus Decision 

Green Green / Amber Officials 
Amber Green / Amber Remuneration Group 

Red Green / Amber / Red Cannot be approved 
Green / Amber / Red Red Cannot be approved 

All other proposals 
Any rating Remuneration Group 

 
11. Annual increase proposals which can be approved at official level will 
require approval by 1. Scottish Government sponsor Director and 2. Deputy 
Director of Finance Expenditure Policy.  Either approver may refer approval to 
the Scottish Government Remuneration Group for any reason. 
 
12. Any proposals relating to annual increases in remuneration, including 
bonuses, rated as Amber / Green or Amber / Amber; those referred by 
officials; changes to or reviews of the remuneration packages of existing Chief 
Executives; and, the setting of the remuneration packages for new Chief 
Executives, will require to be approved by the Scottish Government 
Remuneration Group.  The Group may refer the approval to the portfolio 
Cabinet Secretary / Minister and the Cabinet Secretary for Finance and 
Sustainable Growth where they consider there is likely to be significant 
Ministerial interest. 
 
13. Where proposals to revise a remuneration following a review also 
include an annual increase or payment of bonus, decisions on both aspects 
will be made by the Scottish Government Remuneration Group. 
 
14. If any aspect of the remuneration or bonus proposals are rated as 
Red then these cannot be approved.  The public body must revise any such 
proposals, following advice from the Finance Pay Policy team and resubmit 
them. 
 
How long should the process take? 
 
15. Allow for up to 5 working days for consideration by the Finance Pay 
Policy team, provided completed Excel templates and, where necessary, a 
business case are included with proposals.  If the issue is complex and is 
likely to take longer, then the Finance Pay Policy team will discuss this with 
the sponsor body and sponsor team. 
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16. The timescales for approving proposals at official level is expected to 
be no more than two weeks, unless officials refer them to the Scottish 
Government Remuneration Group for approval. 
 
17. If the proposals are referred to the Scottish Government Remuneration 
Group, then these are normally considered at a Remuneration Group meeting.  
Referral to Ministers will require further time. 
 
 
What might happen if you exceed the approved increases? 
 
18. If the approved increases are exceeded this could result in punitive 
action being taken by the Scottish Government, such as the recovery of any 
overpayments, the capping of future increases or a governance review of the 
public body. 
 



F CHAIRS AND MEMBERS: FRAMEWORK 
 
 
Who is it for? 
 
1. This part of the policy applies to public appointments to NDPBs and 
public corporations (Chairs and Members).  Such positions may sometimes be 
referred to as Non-Executive Directors; the Chair may be known as a 
Convener or President, etc. and Members may sometimes be named with 
reference to their qualifications (such as legal or medical members, etc.).  The 
policy also covers Non-Executive Directors of the Scottish Government and its 
Agencies, Chairs and Board Members of NHS Bodies, the fees paid to 
Judicial appointments and appointments to Tribunals, Appeals Boards, Royal 
Commissions, Advisory Committees and Inquiries, etc. 
 
2. This part applies equally to the introduction of remuneration for Chairs 
and Members of Scottish public bodies or where a revision or change to that 
remuneration is proposed.  The policy on annual uprates is set out in 
Chapter G. 
 
 
What is the background to the policy for Chairs and Members? 
 
3. Chairs and Members are public appointments, but not all are 
remunerated.  Public appointees such as Chairs and Members benefit in a 
number of non-financial ways, for example, in the enhancement or application 
of professional expertise, general networking and personal development, or 
the opportunity to contribute to policy-making in an area of personal interest.  
The main objective in remunerating such posts is to increase diversity.  
Remuneration may be proposed where it is particularly important for bodies to 
have Boards drawn from as wide and diverse a range of candidates as 
possible or where there is specific need for Members drawn from otherwise 
under-represented groups. 
 
4. Remuneration recognises a Chair or Member’s personal commitment 
and contribution to the work of the public body.  However, any remuneration 
payable is not intended to meet in full the market rate that could be 
commanded by the individuals concerned. 
 
5. Some public bodies are also charities.  In such circumstances, the 
Chair and Members will work on a voluntary basis and will make no financial 
gain from the charity.  Payments, other than reasonable out of pocket 
expenses, cannot be made unless in specific circumstances (you should 
consult the Finance Pay Policy team for further details). 
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What is a daily fee for? 
 
6. Where Ministers have agreed that the Chair and / or Members should 
be remunerated, then this is by way of a daily fee.  The remuneration of 
Chairs and Members must always be based on a daily fee rate as this is 
the most appropriate and flexible arrangement which allows for payments to 
match the time worked.  This may be expressed in terms of daily, ½ daily or 
hourly rates for calculating payments, but changes to the number of days 
worked should not result in changes to the level of daily fee paid.   
 
7. If a daily fee is paid to Chairs and Members, then payment of it should 
reflect the time commitment involved.  The daily fee should cover reasonable 
time spent by individuals in undertaking their agreed duties effectively, though 
there must be clear prior agreement on which activities are to be 
remunerated.  A daily fee can therefore cover activities other than attendance 
at board meetings or functions; for example, time spent preparing for 
meetings, time travelling to and from meetings, etc. 
 
8. The daily fee and the activities covered by it should be agreed between 
the public body and the sponsor team, recorded formally and embodied in the 
letters of appointment issued to the Chair and Members.  The agreement 
must abide by the general requirements of the Scottish Government policy on 
public sector pay and may be reviewed from time to time or at the request of 
the public body or sponsor team.  There must also be a formal and 
proportionate arrangement in place for the claiming of daily fees which should 
be subject to audit by the public body. 
 
9. In the past, in addition to their daily fee, certain Chairs and Members 
also received a fixed salary element.  This was a fixed annual sum which 
was paid annually on top of their daily fees and was usually only made 
available to those public appointments with a commitment of more than 
12 days per annum.  This policy ceased in 2004 with daily fee rates increased 
by a proportionate amount at that time.  Public bodies and sponsor teams 
were advised to revise this arrangement at the earliest opportunity (for 
example, when the post was reappointed).  After four years, it is expected that 
a fixed salary element is no longer paid to Chairs or Members. 
 
10. Chairs and Members are not employees of the public body or of the 
Scottish Government (and so are not paid a salary).  Public bodies and 
sponsor teams should therefore exercise care when drafting letters of 
appointment or advertisements to avoid references to salary or employment or 
giving an impression of such as there may be tax and other implications. 
 
11. The cost of any remuneration is met from the public body’s existing 
administration costs.   
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What is the Daily Fee Framework? 
 
12. To ensure consistency and comparability across public bodies, a 
number of remuneration bands have been developed within the Daily Fee 
Framework.  Within this framework the appropriate rates of remuneration can 
be determined.  Each public body is allocated to one of the bands by 
reference to the significance of the body - based on its size (staff numbers) 
and the resources managed (budget / grant), as well as consideration of its 
likely public profile.  As a broad rule of thumb, Band 1 bodies include a small 
number of the most significant Scottish NDPBs and public corporations; 
Band 2 includes the majority of Executive NDPBs; and, Band 3 includes the 
smaller NDPBs, advisory bodies and other ad hoc groups, etc.   
 
13. The Scottish Government agrees increases to the Framework annually 
and such increases are also informed by the Senior Salaries Review Body 
recommendations for the Senior Civil Service.  The new Daily Fee Framework 
for 2008-09 is set out below: 
 

Table 3: Chairs & Members Daily Fee Framework 2008-09 
(gross daily fees) 

Chairs Daily Fee 
Banding Minimum Maximum Ceiling 

Tribunal £300 £510 £650 
Band 1 £295 £448 £504 
Band 2 £190 £332 £396 
Band 3 £132 £205 £280 
 

Members Daily Fee 
Banding Minimum Maximum Ceiling 

Tribunal 
(specialist skills only) £230 £345 £460 
Band 1 £210 £320 £407 
Band 2 £158 £237 £300 
Band 3 £84 £163 £239 

 
14. The bands each consist of a minimum, maximum and a ceiling.  There 
are different rates for Chairs and Members reflecting the different levels of 
responsibility.  The policy expectation is that a daily fee should lie within the 
minimum and maximum of the relevant band in the Daily Fee Framework and 
only exceed the maximum if required to recruit or retain Chairs and Members 
with the necessary skills, knowledge, experience or calibre for the role they 
are to undertake.  Daily fees should not exceed the ceiling of the relevant 
Band.  The daily fee rates in the Framework are considered gross daily fees 
in that they must include any pension contribution. 
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15. It is usual practice for the daily fee for a Chair to be set at a higher level 
than the daily fee for Members, in recognition of the additional responsibilities 
placed upon Chairs.  There are no rules as to how high the level of differential 
between the Chair and Members’ daily fees should be.  Where there is a 
Deputy Chair, their daily fee should be somewhere between that for the Chair 
and Members. 
 
16. Clarification on the banding of a public body or which Band applies to 
the Chair, Deputy Chair or Members can be sought from the Finance Pay 
Policy team who will be able to advise. 
 
 
What does the new Tribunal band cover? 
 
17. From this year, a new approach has been introduced for the daily fees 
for Scottish Tribunal NDPBs with a new ‘Tribunal’ band within the Chair and 
Members Daily Fee Framework.   
 
18. Currently, there are seven Scottish Tribunal NDPBs which will be 
affected by this new approach: 

• Additional Support Needs Tribunal for Scotland 

• Lands Tribunal for Scotland 

• Mental Health Tribunal for Scotland 

• Parole Board for Scotland 

• Private Rented Housing Panel 

• Scottish Charity Appeals Panel 

• Children’s Panel 
 
19. The Bands will apply to Chairs and Members in the following way: 

• Chair of the public body – Tribunal Chair band 

• Non-Executive Board Members of public body – Band 1 Member band 

• Specialist Members (for example: legal and medical Members) – 
Tribunal Member band 

• Lay-person Members – Band 1 Member band 
 
20. Within the above Bands the expectations set out at paragraphs 12-16 
apply.  A member of a Tribunal who acts as a convener of a tribunal hearing 
may receive a higher daily fee than other members so long as that daily fee 
remains within the Daily Fee Framework. 
 
21. The introduction of the new arrangements for Tribunals is being made 
to bring existing daily fees for them within the Chair and Member Daily Fee 
Framework and should not result in an increase to the current daily fee rates 
paid. 
 

30 



How is the banding of a public body determined? 
 
22. When a new public body is being established, the sponsor team must 
discuss with the Finance Pay Policy team which of the bands in the Daily Fee 
Framework might be appropriate for the body.  You must then seek approval 
from the Scottish Government Remuneration Group to the allocation of this 
band.  The same process must be followed if a case is being made to move a 
public body to a different band in the Daily Fee Framework.   
 
 
What do you need to do to determine the daily fee of a Chair or Member 
of a public body? 
 
23. It is open to the sponsor team to set a level of remuneration below the 
minimum of the band or decide that no payment should be made apart from 
expenses.  If it is decided that a daily fee should be paid, sponsor teams need 
to consider the appropriate level for that fee, taking into account the 
expectations set out in paragraphs 12-16.  When determining the proposed 
daily fee, the daily fees paid to Chairs and Members of Scottish public bodies 
in Scotland should be considered in the first instance.  Only if it is anticipated 
that the Chair or Members will be recruited from further afield, should the 
levels of remuneration offered elsewhere be considered.  All proposals should 
be supported by a business case.   
 
 
What should a business case contain? 
 
24. Proposals for reviewing or setting and daily fee must be supported by a 
business case which should include: 

• the reason for introducing or increasing the daily fee which should 
include diversity or recruitment and retention issues; 

• the proposed daily fee, taking into account the expectations around the 
Daily Fee Framework (minimum, maximum and ceiling of the relevant 
Band); 

• the remuneration of Chairs and Members of similar public bodies in 
Scotland and elsewhere, where relevant; 

• (for Chairs) the remuneration of the last occupant of the post; 

• (for Members) the remuneration of other Members and the differential 
with the Chair’s daily fee; and 

• affordability and sustainability. 
 
25. Apart from annual uprates, the daily fees for existing Chairs and 
Members are not expected to require adjustment during the period of 
appointment.  However, where there are recruitment or retention difficulties, 
proposals to revise the existing daily fee rates by more than the annual uprate 
can be made.   
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What do you do if differences in the daily fee rates between Members 
arise? 
 
26. Where the rates paid to the current Members of a public body differ 
significantly from those proposed for new appointments, you must take the 
following action: 
 

Where the proposed rate for new appointments is higher than that for 
current Members 

 
26.1. The level of daily fee for new appointments should not normally 
be any higher than that for existing appointments.  Where the proposed 
rates for new appointments vary from the rates paid to the current 
Members of a public body, you should discuss the issue with Finance Pay 
Policy. 

 
26.2. Where a Member is to be re-appointed, the new higher rate 
should be applied (provided that the consultative action noted above has 
already been taken). 

 
Where the proposed rate for new appointments is lower than that for 
current Members 

 
26.3. Current Members should retain their existing daily fee rates (and 
any allowances) on a ‘mark time’ basis.  There should be no annual uplift 
of daily fees or allowances for those Members until such time as the rates 
for new Members catch up or the Member’s term of office comes to an 
end. 

 
26.4. Where a Member is to be reappointed, the new lower rate 
should be applied. 

 
26.5. Where reappointment is proposed, the Member affected should 
be fully informed of any changes in the rate of remuneration at the outset 
of the reappointment process. 

 
 
What about allowances and other expenses? 
 
27. A number of discretionary additional allowances and expenses may be 
paid to Chairs and Members.  The basic principle in applying any or all of 
these is that no Chair or Member should be out of pocket as a result of their 
appointment, provided that any costs incurred are considered reasonable. 
 
28. All Chairs and Members are eligible to be reimbursed for the costs of 
travel and subsistence associated with their public duties.  To ensure 
consistency across public bodies, Chairs’ and Members’ expenses should be 
paid at standard Scottish Government Travel and Subsistence rates. 
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29. Please contact the Finance Pay Policy team for advice or clarification 
of any aspect of allowances and other expenses. 
 
 
What about offering a pension? 
 
30. Given the relatively short terms of appointment, the limited number of 
days on which appointees actually serve on bodies and the generally 
non-executive nature of their duties, approval is not usually given to offering 
pension arrangements to Chairs or Members.  However, in exceptional 
circumstances, pension arrangements may be considered, but approval must 
be sought from the Scottish Government Remuneration Group.  Any such 
proposals must be supported by a business case which clearly demonstrates 
why a pension is necessary. 
 
31. Where a pension is offered, it should be made clear that as the 
individual will normally be exercising an option to devote part of their daily fee 
to a preserved benefit, the level of daily fee must not be increased simply 
to offset any reduction resulting from the payment of pension 
contributions.   
 
32. Where pension arrangements are a matter of past practice, sponsor 
teams and public bodies must not assume this is justification for their 
continuation.  Each case must be reconsidered on its merits each 
appointment round. 
 
 
What about other tax matters? 
 
33. Responsibility for ensuring compliance with all relevant Inland Revenue 
requirements concerning the payments made to Chairs and Members lies with 
the public body itself.  Individual Chairs and Members must satisfy themselves 
as to their own tax liabilities as a result of their appointment. 
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G CHAIRS AND MEMBERS: ANNUAL UPRATE 
2008-09 

 
 
What is the annual uprate for Chairs and Members? 
 
1. Subject to obtaining the appropriate Scottish Government approval, the 
daily fee rates to Chairs and Members for 2008-09 may be increased as 
follows: 

• Up to a 2.00% increase for Chairs and Members whose current daily 
fee (including any pension contribution) is below the relevant ceiling in 
the Daily Fee Framework.  Increases are limited to the ceiling of the 
relevant Band. 

• No increase for Chairs or Members whose daily fees (including any 
pension contribution) are currently at or above the ceiling in the Daily 
Fee Framework, except where these were agreed previously by 
Ministers at levels above the ceiling.  Where this was the case, then a 
business case may be put to the Scottish Government Remuneration 
Group to apply the 2008-09 increase.  The business case should set 
out why the existing daily fee is above the ceiling; when and who 
approved it; and the percentage (maximum 2.00%) to be applied. 

 
2. Where the 2.00% uprate results in an amount less than a whole pound, 
then this may be rounded up to the nearest pound. 
 
3. It is open to the sponsor team to waive any increase (for example, 
where this would cause problems for the public body in managing its 
administration costs). 
 
4. The Daily Fee Framework for 2008-09 is set out in full in Chapter F, 
paragraph 13.  The ceiling limits are as follows: 
 

Table 4: Chairs & Members Daily Fee Framework 
2008-09 – ceilings (gross daily fees) 

Banding Chairs Members 
Tribunal £650 £460 
Band 1 £504 £407 
Band 2 £396 £300 
Band 3 £280 £239 

 
 
When do the increases apply? 
 
5. Increased daily fee rates will apply from 1 April 2008, or the usual 
settlement date where later. 
 



H CHAIRS AND MEMBERS: APPROVAL 
 
 
What must you do before you submit your proposals? 
 
1. Public bodies and sponsor teams should complete the Excel templates 
to ensure they have included all the information necessary for the Finance 
Pay Policy team to assess the proposals.  If you have any questions or wish 
to clarify anything, then please speak to the Finance Pay Policy team. 
 
 
When must you submit proposals for approval? 
 
2. You must consult the Finance Pay Policy team and obtain Scottish 
Government approval prior to implementing any proposals relating to the 
remuneration of Chairs or Members: 

• the annual uprate; 

• any revision or change to the remuneration package: 
o the daily fee; 
o the introduction of, or change to, other matters, such as pension 

arrangements; or 

• any proposals to remunerate Chairs or Members of a new body or the 
introduction of a daily fee to Chairs or Members of an existing body. 

 
3. Public bodies must seek approval before advertising or 
appointing a Chair or Member at a revised daily fee rate and ensure 
sufficient time to obtain this is built into any timetable. 
 
 
How is the Scottish Government going to assess your proposals? 
 
4. A Red Amber Green (RAG) rating system for daily fee proposals has 
been introduced.  The Finance Pay Policy team will assess proposals as Red, 
Amber or Green.   
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5. The Finance Pay Policy team will rate the annual uprate or any new or 
revised remuneration arrangements as Green if – 
 

The proposed annual increase: 
• Outturn information indicates that previous years’ uprates were in line with 

what was approved and there has been no other change to any aspect of 
the remuneration (Chapter A, paragraph 8.2); 

• The proposals are in line with the limits set out in Chapter G and the 
general requirements in relation to the Daily Fee Framework (Chapter F); 
and 

• Proposals are confirmed by the Scottish Government portfolio finance 
team as affordable and sustainable within existing budgets (Chapter A, 
paragraph 7). 

Additionally – for any proposals for a new Chair or Members, following a 
review of the daily fee levels: 
• The Banding and proposed daily fees are consistent with the Daily Fee 

Framework and supported by evidence and a robust business case 
(Chapter F, paragraphs 24-25). 

 
 
6. The Finance Pay Policy team will rate the annual uprate or any new or 
revised remuneration arrangements as Amber if – 
 

The proposed annual increase: 
• Outturn information indicates a breach of previous years’ policy or 

previously approved increase (Chapter A, paragraph 8.2); 

• Includes proposals relating to any previous year(s) where the award has 
not yet been approved, whether or not it has been implemented or paid; or 

• The proposals include the introduction of other benefits (such as pension, 
etc.) where this has not been previously agreed (Chapter F, 
paragraphs 27-32). 

Additionally – for any proposals for a new Chair or Members, or 
following a review of the daily fee levels: 
• The Banding and proposed daily fees are not consistent with the Daily Fee 

Framework or not supported by evidence and a robust business case 
(Chapter F, paragraphs 24-25); 

• The proposals could have a direct read across to other public bodies; or 

• Approval is being sought retrospectively (whether or not proposals have 
already been implemented). 
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7. The Finance Pay Policy team will rate the annual uprate or any new or 
revised remuneration arrangements as Red if – 
 

The proposed annual increase: 
• Exceeds the basic award limit (2.00%), rounded, as set out in the policy 

document (Chapter G, paragraph 1); 

• Results in a daily fee that exceeds the relevant ceiling in the Daily Fee 
Framework (where the daily fee is currently within the Framework) 
(Chapter F); or 

• Proposals are not confirmed as affordable and sustainable within existing 
budgets by the public body and Scottish Government portfolio finance 
team (Chapter A, paragraph 7). 

For any proposals for a new Chair or Members, or following a review of 
the daily fee levels: 
• The proposed daily fee is above the relevant ceiling in the Daily Fee 

Framework (Chapter F). 
 
 
 
Who is going to approve the proposals? 
 
8. If annual uprate proposals are rated as Green, then they may be 
approved at official level by 1. Scottish Government sponsor Director and 
2. Deputy Director of Finance Expenditure Policy.  Either approver may refer 
approval to the Scottish Government Remuneration Group for any reason. 
 
9. Any proposals relating to annual uprates referred by officials; Amber 
proposals; proposals relating to introduction of, or reviews of the daily fees 
currently paid to Chairs and Members of existing bodies; the banding of a 
body; the assessment of the band or daily fees of a Chair and Members of a 
new public body, will require to be approved by the Scottish Government 
Remuneration Group.  The Group may refer the approval to the portfolio 
Cabinet Secretary / Minister and the Cabinet Secretary for Finance and 
Sustainable Growth where they consider there is likely to be significant 
Ministerial interest. 
 
10. Any proposal rated as Red cannot be approved.  The public body 
must revise any such proposals, following advice from the Finance Pay Policy 
team and resubmit them. 
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How long should the process take? 
 
11. Allow for up to 5 working days for consideration by the Finance Pay 
Policy team, provided completed Excel templates and, where necessary, a 
business case are included with proposals.  If the issue is complex and is 
likely to take longer, then the Finance Pay Policy team will discuss this with 
the sponsor body and sponsor team. 
 
12. If the proposals are referred to the Scottish Government Remuneration 
Group, then these are normally considered at a Remuneration Group meeting.  
Referral to Ministers will require further time. 
 
13. The timescales for approving annual increase proposals rated Green 
are expected to be no more than two weeks, unless officials refer them to the 
Scottish Government Remuneration Group for approval. 
 
14. If the proposals are referred to the Scottish Government Remuneration 
Group, then these are normally considered at a Remuneration Group meeting.  
Referral to Ministers will require further time. 
 
 
What might happen if you exceed the approved increases? 
 
15. If the approved increases are exceeded this could result in punitive 
action being taken by the Scottish Government, such as the recovery of any 
overpayments, the capping of future increases or a governance review of the 
public body. 
 
 



I GLOSSARY AND ABBREVIATIONS 
 
 
Glossary 
 
Banding 
The category (1, 2 or 3) within the Daily Fee Framework to which a public 
body is allocated for the purposes of assessing daily fees.  There is not 
necessarily any relationship between the pay band of a Chief Executive and 
the banding of the body to which they have been appointed. 
 
Base pay 
The annual salary excluding the cost of any bonus, pensions and other non-
salary rewards.  Also known as ‘basic pay’. 
 
Basic award 
The increase available to Chief Executives on spot rates and one element (the 
other being ‘progression’) of the award to Chief Executives on pay ranges.  It 
is also the amount by which the daily fee of a Chair or Member can increase.   
 
Bonus 
The non-consolidated, non-pensionable element of a remuneration package 
for Chief Executives.  The current limit for new packages is a maximum 
potential bonus of 10% of gross salary payable in the year to which the 
performance relates.  Bonuses can only be awarded in the year following the 
performance year and so are subject to the following year’s Public Sector Pay 
Policy for Senior Appointments. 
 
Business case 
The document which contains evidence and information in support of the 
proposals you are making. 
 
Ceiling 
The absolute limit for salary / pay range maxima in the Scottish Chief 
Executive Pay Framework or for a daily fee in the Daily Fee Framework. 
 
Consolidated 
Pay which is taken into account for pension purposes. 
 
Daily fee 
The amount a Chair or Member is remunerated per day.  This can be 
expressed as an annual sum, but changes to the number of days worked 
should not result in a change to the daily fee.  The fee may be paid in a half-
day or hourly amount. 
 
Daily Fee Framework 
The framework within which the daily fee of a Chair or Member of a Scottish 
public body is expected to sit.  It contains minima, maxima and ceilings for 
four Bands of public bodies. 
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Fixed Salary Element (FSE) 
Historically, a fixed annual sum which was paid annually on top of certain 
Chairs’ or Members’ daily fees and was usually only made available to those 
public appointments with a commitment of more than 12 days per annum.  
This is no longer pay policy. 
 
Gross daily fee 
The daily fee inclusive of any employer pension contributions made by the 
public body. 
 
Higher Market Reference (HMR) Point 
The point between the maximum and ceiling in a Pay Band in the Scottish 
Chief Executive Pay Framework.  It allows for pay above the expected 
maximum where market evidence supports a higher level of pay. 
 
Journey time 
The time (in years) taken by a Chief Executive on a pay range to move 
(subject to satisfactory performance) from the minimum to the maximum of 
that pay range.   
 
Market median 
The middle point of the range of salaries in the relevant market for similarly 
weighted posts. 
 
Market rate 
The market median in the relevant market for similarly weighted posts. 
 
Maximum / Maxima 
The highest point on a pay range.   
 
Median 
The middle point in a series. 
 
Minimum / Minima 
The lowest point on a pay range.   
 
Non-Consolidated Payments 
Payments that are not consolidated into base pay, they are not pensionable 
and are often used to reward exceptional performance in the form of bonuses.   
 
Non-salary Rewards 
Remuneration other than pay, for example, car, health insurance, etc. 
 
Outturn 
The remuneration implemented and paid out in the previous year. 
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Pay Band 
The category (1, 1A, 2 or 3) within the Scottish Chief Executive Pay 
Framework to which a Chief Executives is allocated following a job evaluation 
exercise.  It is based on equivalent Senior Civil Service posts. 
 
Pay Range 
The pay scale for a Chief Executive with a minimum and a maximum and 
through which the Chief Executive progresses as they develop in knowledge, 
skills and experience in line with performance. 
 
Pay steps 
The anticipated pay levels over the course of a pay range.  Movement to each 
step is not guaranteed unless as part of a multi-year agreement. 
 
Progression 
The movement that a Chief Executive makes from the minimum of a pay 
range to the maximum, subject to satisfactory performance. 
 
Progression steps 
The anticipated annual performance-based increase, subject to satisfactory 
performance 
 
Quartile 
Twenty-five percent of a pay range, for example, the lowest quartile will be the 
pay range from the minimum to a point 25% up that pay range. 
 
Relevant labour market 
The labour market that reflects the comparators for the particular post.  It 
consists of the market from which the Chief Executive, Chair or Member might 
be recruited. 
 
Scottish Chief Executive Pay Framework 
The framework of minima, maxima and ceilings within which the pay of a 
Chief Executive of a Scottish public body falls. 
 
Scottish public sector labour market 
Chief Executives, Chairs and Members of Scottish public bodies subject to 
Scottish Government policy on public sector pay. 
 
Settlement date 
The date on which a pay rise becomes due. 
 
Spot rate 
A single salary figure which reflects the market rate for that post. 
 
Submission 
The paper to the Remuneration Group that seeks approval for proposed 
increases and changes in remuneration. 
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Total Award Limit / Total Limit 
The limit, for Chief Executives on pay ranges, representing the combination of 
basic award and progression. 
 
Total Cash / Total Reward 
All rewards for Chief Executives, including base pay, performance related pay, 
bonuses and employee benefits, such as flexible working, training and 
development opportunities. 
 
Tribunals 
A particular type of Scottish NDPB whose Chair, Members and panel 
members may be subject to the Tribunal pay band within the Daily Fee 
Framework. 
 
 
______________________________________________________________ 
 
 
Commonly used abbreviations in dialogue between public bodies / 
sponsor teams and the Finance Pay Policy team 
 
CE  Chief Executive 
FPP  Finance Pay Policy 
NDPB  Non-Departmental Public Body 
NEDs  Non-Executive Directors 
RG  Remuneration Group 
SCS Senior Civil Service (pay matters relating to the Senior Civil 

Service is reserved to the UK Government) 
SG  Scottish Government 
SSRB  Senior Salaries Review Body 
TRS  temporary responsibility allowance 
T&S  travel and subsistence 
 



ANNEX A 
 
Public Sector Pay Policy for Senior Appointments – 2008-09 Timetable 
for submission of proposals for Chief Executives, Chairs and Members 
 
Organisation
Remuneration Group meetings weeks in yellow 6 13 20 27 3 10 17 24 1 8 15 22 29 5 12 19 26 2 9 16 23 2 9 16 23 30 6 13 20 27
Public Corporations
Highland & Island Airports Limited
David MacBrayne
(Chair & Members only)
Caledonian Maritime Assets Ltd
Scottish Water
Non Departmental Public Bodies
Architecture & Design Scotland
Bòrd na Gàidhlig 
Cairngorms National Park Authority
Highlands & Islands Enterprise
Learning and Teaching Scotland
(outturn & bonus only)
Loch Lomond & Trossachs National Park Authority
Mental Welfare Commission
National Galleries of Scotland
National Library of Scotland
(outturn and bonus only)
National Museums of Scotland
Quality Meat Scotland
Risk Management Authority
Royal  Botanic Garden Edinburgh

Royal  Commission for Ancient & Historic Monuments
Scottish Arts Council
Scottish Children's Report Administration
Scottish Commission for the Regulation of Care
Scottish Criminal Cases Review Commission
Scottish Enterprise
Scottish Environment Protection Agency
Scottish Funding Councils
Scottish Legal Aid Board
Scottish Legal Complaints Commission
Scottish Natural Heritage
Scottish Police Services Authority
Scottish Qualifications Authority
Scottish Screen
Scottish Social Services Council
Skills Development Scotland
SportScotland
VisitScotland
Water Industry Commission for Scotland
Tribunals
Additional Support Needs Tribunal for Scotland
Children's Panel
Lands Tribunal for Scotland
Mental Health Tribunal for Scotland
Parole Board for Scotland
Private Rented Housing Panel
Scottish Charity Appeals Panel
Other bodies
All other bodies, working groups etc.

Legend Expected submission date for proposals to make annual increases in the pay of 
(including bonuses) and the daily fees of chairs and members for 2008-09.

AprilNovember December Jan-09 February MarchOctober
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Finance Committee 
 

30th Meeting, 2008 (Session 3), Tuesday 9 December 2008 
 

Public Sector Pay 
 

Submission from the Scottish Government 
 
I understand that you already have copies of the 2008-09 Public Sector Pay Policy 
(April 2008) and the Policy for Senior Appointments (October 2008).  The Public 
Sector Pay Policy sets the parameters for public sector pay increases for those 
public bodies whose pay requires the approval of Scottish Ministers – The Scottish 
Government and its associated Departments, Agencies, Non-Departmental Public 
Bodies, Public Corporations and NHS Executive and Senior Managers.  The policy 
covers all staff in these public bodies below the Chief Executive and in a handful of 
cases the Senior Management team if they are subject to the separate policy for 
Senior Appointments.  The policy does not include the remainder of  the NHS nor 
Local Government staff including teachers, police and fire services. 
 
The Public Sector Pay Policy for Senior Appointments sets the parameters for the 
remuneration of senior appointments as well as proposals for new appointments or 
reviews/changes to existing appointments.  The policy covers the remuneration of 
Chief Executives and in exceptional circumstances Directors as well as the Chairs 
and Members of Scottish public bodies. It also covers the Non-executive Directors of 
the Scottish Government and its Agencies; Chairs  and Board Members of NHS 
Bodies; the fees paid to Judicial appointments and appointments to Tribunals, 
Appeals Boards, Royal Commission and Advisory Committees and Inquiries etc. The 
policy does not include the Senior Civil Service which is a reserved matter. 
 
In addition to the policy documents, as part of the Committee’s consideration I attach 
the following written evidence: 
 

Public Sector Pay: Outturn for Scottish Government, Agencies, NDPBS and 
Public Corporations 2004-08; and 
Public Sector Pay: Senior Appointments: Chief Executive pay ranges 2007-08 

   
Alistair Brown 
December 2008 
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Paper 1 
 
Public Sector Pay: Outturn for Scottish Government, 
 Agencies, NDPBs and Public Corporations 
 
Public Sector Pay Policy applies to those public sector pay groups whose pay 
requires the approval of Scottish Ministers.  This includes the Scottish Government 
and its associated Departments, its Agencies, NDPBs and Public Corporations 
(around 10% of public sector employees in Scotland).  Under this policy, such public 
bodies must first submit their pay proposals to the Scottish Government for 
consideration.  Once the proposals have been approved, public bodies can negotiate 
the detailed settlement with their recognised trade unions.    
 
At the end of the pay remit year Scottish Public Sector Pay Groups are required to 
submit outturn data to the Scottish Government setting out the full year costs of the 
implemented pay settlement, within 2 months of the end of the remit year.  However, 
it is usual for bodies to provide outturn data when submitting their next proposals.  
For this reason some of the outturn data for 2006-07 and 2007-08 is not yet 
available. The Scottish Government will be obtaining this information from public 
bodies who have not already submitted it, in due course. 
 
The outturn data provided in the tables below are for the remit years 2004-05, 2005-
06, 2006-07 and 2007-08.  The following data has been included: 
 
Year Remit Approved 
Pay proposals are considered against the policy that is in place at the time the next 
pay settlement is due i.e. the pay proposals for a public body with a settlement date 
of 1 August 2007 will be considered against the 2007-08 Pay Policy.  Multi-year 
proposals are approved under the policy in place for the first year of the award. 
 
Settlement Date 
The data provided is based on pay remit years. For example a public body with a 
settlement date of 1 August would provide information for the 12 months from August 
to July and not the financial year. 
 
Baseline Paybill 
This is the baseline paybill for all staff in the body’s bargaining unit immediately prior 
to the settlement date and who are subject to the pay award.  The baseline paybill 
includes all aspects of remuneration including: 

• Staff salaries;  
• Allowances and overtime payments; 
• Non-consolidated pot; 
• ERNIC and Employers’ pensions contributions (including mandatory 

changes).  
The baseline paybill does not include remuneration for all senior staff who are 
subject to separate pay awards. 
 
Actual Paybill 

   2 



FI/S3/08/30/5 

This is the actual paybill for the staff within the bargaining unit after the pay 
settlement has been implemented and includes all aspects of remuneration for the 
staff including: 

• Staff salaries;  
• Allowances and overtime payments; 
• Non-consolidated bonuses and payments (see below); 
• ERNIC; and Employers’ pensions contributions (including both mandatory 

changes and increases resulting from the increases in basic pay). 
 
The actual paybill does not include the remuneration for all senior staff who are 
subject to separate pay awards  
 
If an organisation has a non-consolidated pot, the actual paybill also includes both 
the amount of the established pot and the increase to this pot as a result of the 
implemented pay settlement.  
 
Significant vacancies and changes to staffing during the remit year may result in a 
reduction in the actual paybill and can result in an actual paybill less than the 
baseline paybill. 
 
Value of Non-consolidated Pot 
Public bodies can build up a non-consolidated pot from which they can make non-
consolidated payments to reward performance or payments to staff on the maxima of 
their pay range.  New money to establish or increase the pot must feature in the 
increase for staff in post calculation for the first year.  Thereafter, the pot forms part 
of the baseline paybill and is carried forward each year as a percentage of the 
baseline so long as it continues to be used to make non-consolidated payments.   
The value of the established pot and the percentage is shown in the tables. 
 
Increase for Staff in Post 
This is the actual average increase for staff in post for all staff in the bargaining unit 
for the pay remit year.  It includes the full costs of the settlement including: 

• increases to basic salaries from the basic award (the inflation or cost of 
living increase); 

• increases to basic salaries from progression; 
• increases to minima, maxima  and target rates; 
• consolidated performance payments; 
• the costs of addressing equalities issues; 
• the costs of non-consolidated bonuses and payments (outwith any pot in 

the baseline paybill); and 
• the costs associated with any other remuneration benefits such as 

changes to terms and conditions, non-pay rewards or allowances. 
 
This increase for staff in post is the average value of the pay settlement for 
staff as a result of the implemented pay award.  
Actual New Money 
This is the measure of cost and affordability of the settlement to the organisation and 
is the actual money required to fund the settlement. Arithmetically it is the difference 
between the Baseline Paybill and the Actual Paybill offset by any savings used to 
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   4 

fund the pay award either from efficiencies or resulting from the recruitment of staff 
lower down the pay scale replacing more senior higher paid staff who have left the 
organisation. 
 
Savings can result in a settlement being implemented without a requirement for new 
money or increasing the actual paybill.   
 
The actual new money is the cost of the implemented pay settlement to the 
public body.  
 
Staff in Post 
This is the number of staff who received payments from the negotiated settlement.  
Staff numbers are presented as full-time equivalents (FTE). 
 
Paybill per head 
The paybill per head is calculated by dividing the actual paybill for the specified year 
by the average staff-in-post (full-time equivalent) for the same year. 
 
 
 
Finance Directorate: Pay Policy team 
Scottish Government 
3 December 2008 
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in £ in % in £ in % in £ in %

Scottish Government 
Main Bargaining Unit 2005-06 01 August 2007
Crown Office and 
Procurator Fiscal 
Service 2006-07 01 August 2007 £47,440,000 £48,809,000 £109,000 0.22% £2,018,000 4.25% £1,421,000 3.00% 1498.00 £32,583

Communities 
Scotland  2006-07 01 April 2007 £907,138 £816,376 £0 0.00% £23,653 2.61% £0 0.00% 23.90 £34,158
Historic Scotland 2006-07 01 August 2007 £26,000,632 £27,308,246 £88,981 0.33% £977,920 3.76% £806,749 3.10% 1011.82 £26,989

Registers of Scotland 2007-08 01 July 2007 £36,845,997 £37,715,987 £226,840 0.60% £1,297,901 3.52% £1,116,646 3.03% 1295.76 £29,107

Scottish Court Service 2006-07 01 September 2007 £28,633,518 £29,616,708 £208,519 0.70% £1,004,155 3.51% £987,517 3.45% 1118.00 £26,491

Scottish Fisheries 
Protection Agency - 
Admin & Inspectorate 2005-06 01 August 2007 £5,383,297 £5,550,126 £3,010 0.05% £228,152 4.24% £196,102 3.64% 171.00 £32,457
Scottish Fisheries 
Protection Agency - 
Marine 2006-07 01 August 2007 £5,172,090 £5,340,294 £25,350 0.47% £174,733 3.38% £166,191 3.21% 136.00 £39,267
Scottish Prison 
Service - Main 2007-08 01 October 2007 £122,486,670 £127,673,278 £1,523,049 1.19% £4,140,851 3.38% £4,140,851 3.38% 3770.00 £33,866
Scottish Prison 
Service - Nurses 2007-08 01 October 2007 £6,566,113 £6,544,038 £56,759 0.87% £216,290 3.29% £0 0.00% 190.00 £34,442

Caledonian 
MacBrayne Ltd 2005-06 01 October 2007 £37,518,000 £37,749,000 £0 1.31% £326,181 3.85% £231,000 0.62% 298.75 £31,069
Scottish Water 2006-07 01 April 2007

Staff in 
Post

Paybill per 
head

Executive Agency

Public Corporations

Information not yet provided

Information not yet provided

Actual New MoneyActual Increase 
for Staff in Post

Value of Bonus 
Pot2007-08 Outturn

Year remit 
approved

Settlement date Baseline 
Paybill

Actual Paybill
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %

Scottish  Gove rn men t 
Main B argain ing  Unit  2005-0 6 01  Au gust 200 7

Bòrd na Gàidhlig 2007-0 8 01  Au gust 200 7 £280 ,666 £2 94,0 93 £0 0.00% £ 5,959 4.7 8% £5,9 59 4.78 % 8.3 4 £35 ,263
Cairn gorms Na tion al 
Park A uthority 2006-0 7 01 A pril  200 7 £ 2,179 ,827 £2,2 65,1 85 £5,468 0.25% £8 5,358 3.9 2% £85,3 58 3.92 % 56.5 4 £40 ,063
Hig hlan ds & Is la nds 
Enterprise 2006-0 7 01 A pril  200 7 £ 5,203 ,181 £5,3 30,6 76 £25,000 0.58% £61 6,923 3.5 0% £ 611,9 23 3.47 % 535.4 0 £34 ,086
Learning Te achin g 
Scotland 2006-0 7 01 A pril  200 7 £ 5,203 ,181 £5,3 30,6 76 £0 0.47% £11 3,211 2.1 8% £ 127,4 95 2.45 % 161.0 0 £33 ,110
Loch Lo mo nd &  the 
Trossachs Nat iona l 
Park A uthority 2005-0 6 01 A pril  200 7 £ 3,663 ,885 £3,8 00,1 69 £11,578 0.30% £13 3,706 3.6 5% £ 136,2 84 3.70 % 133.5 3 £28 ,459
Men tal W elfare 
Com mission fo r 
Scotland 2006-0 7 01  Au gust 200 7 £ 1,767 ,626 £1,8 18,3 86 £5,355 0.29% £5 6,115 3.1 7% £56,1 15 3.17 % 42.0 2 £432 ,728
National Galleries of  
Scotland 2006-0 7 01  Au gust 200 7
National Library of 
Scotland 2007-0 8 01  Au gust 200 7 £ 8,265 ,416 £8,1 03,6 50 £0 0.00% £28 4,250 3.4 4% £ 224,8 02 2.72 % 257.6 5 £31 ,452
National Library of 
Scotland - S cre en 
Archive 2007-0 8 01  Au gust 200 7 £345 ,443 £3 59,1 61 £0 0.00% £1 3,718 3.9 7% £13,7 18 3.97 % 13.2 0 £27 ,209
National Museu ms of 
Scotland 2007-0 8 01  Au gust 200 7

Quality M eat S cotla nd 2007-0 8 01 A pril  200 7
Risk Man agem ent  
Authority   2006-0 7 01 A pril  200 7 £391 ,544 £4 01,9 58 £0 0.00% £1 0,414 2.6 6% £10,4 14 2.66 % 10.0 0 £40 ,196
Roya l B otanic  Ga rd en 
Edinbu rg h 2006-0 7 01  Au gust 200 7 £ 6,208 ,496 £6,4 48,9 48 £0 0.00% £21 4,626 3.4 6% £ 195,9 17 3.16 % 199.5 0 £32 ,326

Roya l Com m ission for 
Ancient &  Historic 
Mon ume nts Scotland 2006-0 7 01  Au gust 200 7

Scottish  Arts  Cou ncil 2007-0 8 01  Au gust 200 7 £ 3,085 ,460 £3,1 96,5 60 £63,750 1.99% £10 5,750 3.4 3% £ 105,7 50 3.43 % 89.0 0 £35 ,916

Staff in 
Post

Pa ybill per  
hea d

Non Departme nta l Public  Bodies

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

In form atio n not yet p ro vided

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

Ac tua l New M oneyActual Increase  
for S taff in Post

Va lue of Bonus 
Pot2007-08 Outturn

Ye ar remit 
approv ed

S ettlement date Ba seline 
P aybill

Actual P aybill
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %

Scottish  Gove rn men t 
Main B argain ing  Unit  2005-0 6 01  Au gust 200 7

Scottish  Children's 
Repo rte r 
Adm in is tratio n 2007-0 8 01  Octo ber 200 7
Scottish  Com mission 
for the  Regu lation o f 
Care 2006-0 7 01 A pril  200 7
Scottish  Crim ina l 
Cases Review 
Com mission 2005-0 6 01 A pril  200 7 £431 ,336 £4 37,7 80 £4,469 1.02% £1 6,801 3.9 0% £6,4 44 1.49 % 12.0 0 £36 ,482
Scottish  Social 
Serv ices Coun cil 2006-0 7 01 A pril  200 7
Scottish  Enterprise 2006-0 7 01 July  200 7 £9 9,894 ,254 £ 102,0 12,8 99 £1 ,537,616 1.51% £3,29 6,510 3.3 0% £2,118,6 45 2.12 % 2 561.0 0 £39 ,833

Scottish  Environ me nt 
Prote ction A gency 2006-0 8 01 A pril  200 7
Scottish  Further an d 
Hig her Ed uca tion  
Funding Co uncil 2007-0 8 01 A pril  200 7 £ 5,134 ,397 £5,1 07,3 86 £0 0.00% £17 7,069 3.4 5% £0 0.00 % 123.8 5 £41 ,238
Scottish  Lega l A id 
Boa rd 2006-0 7 01  Au gust 200 7 £ 7,130 ,296 £7,3 70,8 17 £0 0.00% £31 1,950 4.3 7% £ 240,5 21 3.37 % 296.3 0 £24 ,876
Scottish  Natura l 
Herita ge 2007-0 8 01  Au gust 200 7 £2 3,636 ,026 £24,3 06,2 42 £59,955 0.25% £81 3,002 3.4 4% £ 670,2 16 2.84 % 729.0 0 £33 ,342

Scottish  Qualifica tion s 
Authority 2007-0 8 01 A pril  200 7
Scottish  Screen 
Age ncy 2007-0 8 01  Au gust 200 7
Scottish  Univers ity  for 
Indu stry  2007-0 8 01  Au gust 200 7
Spo rtScotla nd 2006-0 7 01  Au gust 200 7 £ 4,166 ,130 £4,3 12,5 08 £0 0.00% £14 6,378 3.5 1% £ 146,3 78 3.51 % 144.0 0 £29 ,948
VisitScotland 2006-0 7 01  Au gust 200 7 £2 1,767 ,001 £19,5 87,5 16 £0 0.00% £61 5,064 2.8 3% £ 615,0 64 2.83 % 706.1 8 £27 ,737
W ate r Industry 
Com missioner fo r 
Scotland 2005-0 6 01  Novem ber 200 7

Staff in 
Post

Pa ybill per  
hea d

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

Non Departme nta l Public  Bodies

In form atio n not yet p ro vided

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

In form atio n not yet p ro vided

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

Out turn da ta to b e consid ered as pa rt  of 20 08-9 p ro posals

In form atio n not yet p ro vided

Ac tua l New M oneyActual Increase  
for S taff in Post

Va lue of Bonus 
Pot2007-08 Outturn

Ye ar remit 
approv ed

S ettlement date Ba seline 
P aybill

Actual P aybill
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %
Scottish Government 
Main Bargaining Unit 2005-06 01 August 2006
Crown Office and 
Procurator Fiscal 
Service 2006-07 01 August 2006 £45,881,000 £47,229,000 £80,000 0.17% £1,904,000 4.15% £1,248,000 2.72% 1498.00 £31,528

Communities Scotland 2006-07 01 April 2006 £907,138 £816,376 £0 0.00% £23,653 2.61% £0 0.00% 23.90 £34,158
Historic Scotland 2006-07 01 August 2006 £25,184,423 £26,073,317 £72,685 0.28% £812,755 3.23% £726,267 2.88% 987.01 £26,416

Registers of Scotland 2004-05 01 July 2006 £33,728,268 £35,812,754 £235,437 0.66% £2,084,486 6.18% £2,084,486 6.18% 1388.59 £25,791

Scottish Court Service 2006-07 01 September 2006 £25,831,887 £26,971,303 £188,000 0.70% £1,139,415 4.41% £1,139,415 4.41% 1046.00 £25,785

Scottish Fisheries 
Protection Agency - 
Admin & Inspectorate 2005-06 01 August 2006 £5,084,596 £5,363,297 £3,010 0.06% £205,583 4.00% £167,998 3.30% 170.00 £31,549
Scottish Fisheries 
Protection Agency - 
Marine 2006-07 01 August 2006 £4,957,663 £5,228,342 £25,330 0.48% £171,328 3.46% £159,098 3.21% 138.00 £37,887
Scottish Prison 
Service - Nurses 2005-06 01 October 2006 £6,558,523 £6,578,293 £27,014 0.41% £245,616 3.74% £19,770 0.30% 195.00 £33,735
Scottish Prison 
Service - Main 2006-07 01 October 2006 £128,336,294 £124,670,987 £1,264,674 1.01% £5,744,207 4.48% £0 0.00% 3869.00 £32,223

Caledonian 
MacBrayne Ltd 2005-06 01 October 2006 £37,518,000 £37,749,000 £494,000 1.31% £1,445,000 3.85% £231,000 0.62% 1215.00 £31,069
Highland & Island 
Airports Limited 2006-07 01 October 2006 £12,927,380 £13,144,599 £0 0.00% £326,181 2.52% £217,219 1.68% 298.75 £43,999
Scottish Water 2006-07 01 April 2006

2006-07 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual 
Paybill

Staff in 
Post

Paybill  
per head

Public Corporations

Information not yet provided

Information not yet provided

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money

Executive Agency
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %

Architecture and 
Design Scotland 2005-06 01 August 2006 £280,666 £294,093 £0 0.00% £13,427 4.78% £13,427 4.78% 8.34 £35,263
Bòrd na Gàidhlig 2006-07 01 August 2006 £212,049 £273,050 £0 0.00% £5,441 2.57% £5,441 2.57% 9.00 £30,339
Cairngorms National 
Park Authority 2006-07 01 April 2006 £1,970,309 £2,010,306 £2,373 0.12% £60,777 3.08% £39,997 2.03% 53.80 £37,366
Highlands & Islands 
Enterprise 2006-07 01 August 2006 £16,898,285 £17,637,896 £106,588 0.60% £744,611 4.41% £739,611 4.38% 535.40 £32,943
Learning Teaching 
Scotland 2006-07 01 April 2006 £5,028,245 £5,203,181 £25,000 0.48% £175,711 3.49% £174,936 3.48% 161.00 £32,317
Loch Lomond & the 
Trossachs National 
Park Authority 2005-06 01 April 2006 £3,415,384 £3,566,550 £0 0.00% £119,552 3.50% £151,166 4.43% 129.42 £27,558
Mental W elfare 
Commission for 
Scotland 2006-07 01 August 2006 £1,570,896 £1,619,865 £4,700 0.29% £50,289 3.20% £50,289 3.20% 35.54 £45,579
National Galleries of 
Scotland 2006-07 01 August 2006
National Library of 
Scotland 2006-07 01 August 2006 £8,063,009 £7,996,661 £0 0.00% £292,655 3.63% £292,655 3.63% 258.58 £30,925
National Library of 
Scotland - Screen 
Archive 2006-07 01 August 2006 £375,451 £390,469 £0 0.00% £15,018 4.00% £15,018 4.00% 15.60 £25,030
National Museums of 
Scotland 2006-07 01 August 2006 £11,702,025 £11,984,466 £28,000 0.23% £395,423 3.38% £282,441 2.41% 423.90 £28,272
Risk Management 
Authority  2006-07 01 April 2006 £376,383 £390,146 £0 0.00% £13,763 3.66% £13,763 3.66% 10.00 £39,015
Royal Botanic Garden 
Edinburgh 2006-07 01 August 2006 £6,022,194 £6,208,497 £0 0.00% £212,989 3.54% £186,303 3.09% 199.50 £31,120
Royal Commission for 
Ancient & Historic 
Monuments Scotland 2006-07 01 August 2006 £2,905,320 £3,070,252 £14,730 0.48% £164,932 5.68% £164,932 5.68% 93.00 £33,013
Scottish Arts Council 2006-07 01 August 2006 £2,983,260 £3,085,460 £62,500 2.03% £102,000 3.42% £102,000 3.42% 89.00 £34,668

Information not yet provided

2006-07 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual 
Paybill

Staff in 
Post

Paybill  
per head

Non Departmental Public Bodies

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %
Scottish  Children's 
Reporter 
Admin istration 2005-06 01 October 2006 £14,120,090 £14,724,220 £46,500 0.32% £476,631 3.38% £476,631 3.38% 460.20 £31,995
Scottish  Commission 
for the  Regulation o f 
Care 2006-07 01 April 2006
Scottish  Crim ina l 
Cases Review 
Commission 2005-06 01 April 2006 £437,369 £456,159 £0 0.00% £18,790 4.30% £18,790 4.30% 12.00 £38,013
Scottish  Social 
Services Council 2006-07 01 April 2006
Scottish  Enterprise 2006-07 01 Ju ly 2006 £99,894,254 £102,012,899 £1,537,616 1.51% £3,296,510 3.30% £2,118,645 2.12% 2561.00 £39,833
Scottish  
Environmental 
Protection Agency 2006-07 01 April 2006
Scottish  Further and 
Higher Education  
Funding Council 2006-07 01 April 2006
Scottish  Lega l Aid 
Board 2006-07 01 August 2006 £7,130,296 £7,370,817 £0 0.00% £311,950 4.37% £240,521 3.37% 296.30 £24,876
Scottish  Natura l 
Heritage 2006-07 01 August 2006 £23,636,026 £24,306,242 £59,955 0.25% £813,002 3.44% £670,216 2.84% 729.00 £33,342

Scottish  Qualifica tions 
Authority 2004-05 01 April 2006 £17,810,000 £19,167,738 £79,242 0.41% £698,304 3.92% £1,357,738 7.62% 650.61 £29,461
Scottish  Screen 
Agency 2006-07 01 August 2006 £1,413,376 £1,433,411 £8,000 0.56% £49,068 3.47% £20,035 1.42% 46.00 £31,161
Scottish  University for 
Industry  2006-07 01 August 2006 £3,140,125 £3,187,486 £0 0.00% £87,600 2.79% £47,361 1.51% 84.41 £37,762
SportScotland 2006-07 01 August 2006 £4,025,785 £4,166,221 £0 0.00% £140,436 3.49% £140,436 3.49% 144.00 £28,932
VisitScotland 2006-07 01 August 2006 £11,256,462 £20,313,655 £0 0.00% £379,570 3.37% £412,187 3.66% 742.40 £27,362
Water Industry 
Commissioner fo r 
Scotland 2005-06 01 November 2006 Informat ion not yet provided

2006-07 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actua l 
Paybil l

Staff in 
Post

Paybill  
per head

Informat ion not yet provided

Informat ion not yet provided

Informat ion not yet provided

Informat ion not yet provided

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %
Scottish Government 
Main Bargaining Unit  2005-06 01 August 2005
Crown Office and 
Procurator Fiscal 
Service 2005-06 01 August 2005 £44,804,000 £45,896,000 £60,000 0.13% £1,560,000 3.48% £1,092,000 2.44% 1498.00 £30,638

Communities Scotland  2004-05 01 April 2005 £857,446 £897,092 £0 0.00% £23,155 2.70% £23,155 2.70% 28.50 £31,477
Historic Scotland 2003-04 01 August 2005 £20,317,502 £20,956,623 £72,685 0.35% £639,121 3.15% £639,121 3.15% 939.00 £22,318
Registers of Scotland 2004-05 01 July 2005 £32,806,212 £33,899,413 £215,725 0.64% £1,093,201 3.33% £1,093,201 3.33% 1398.63 £24,238

Scottish Court Service 2005-06 01 September 2005 £25,065,412 £25,622,000 £155,000 0.60% £870,000 3.47% £556,588 2.22% 1074.00 £23,857
Scottish Fisheries 
Protection Agency - 
Admin & Inspectorate 2005-06 01 August 2005
Scottish Fisheries 
Protection Agency - 
Marine 2004-05 01 August 2005 £4,665,875 £4,817,581 £25,350 0.53% £161,781 3.47% £151,706 3.25% 134.50 £35,818
Scottish Prison Service 
- Nurses 2005-06 01 October 2005 £5,906,173 £5,974,299 £32,455 0.54% £280,141 4.74% £68,126 1.15% 185.00 £32,294
Scottish Prison Service 
- Main 2005-06 01 October 2005 £121,645,440 £121,645,440 £1,371,541 1.13% £4,393,490 3.61% £0 0.00% 3924.00 £31,000

Caledonian 
MacBrayne Ltd  2005-06 01 April 2005 £54,204,000 £54,629,000 £429,000 0.79% £1,961,000 3.62% £425,000 0.78% 1820.00 £30,016
Highland & Island 
Airports Limited 2005-06 01 October 2005 £12,720,528 £13,055,148 £0 0.00% £451,413 3.55% £334,620 2.63% 292.29 £44,665
Scottish Water 2003-04 01 April 2005 £106,982,270 £2,937,000 2.75% 3505.00 £30,523

2005-06 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual Paybill Paybill  
per head

Staff in 
Post

Public Corporations

Information not yet provided

Information not yet provided

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money

Executive Agency
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %

Architecture and 
Design Scotland  2005-06 01 August 2005 £141,160 £144,896 £0 0.00% £3,736 2.65% £3,736 2.65% 5.08 £28,523
Bòrd na Gàidhlig 2005-06 01 August 2005 £206,755 £212,049 £0 0.00% £5,294 2.56% £5,294 2.56% 6.50 £32,623
Cairngorms National 
Park Authority 2005-06 01 April 2005 £1,871,234 £1,844,133 £0 0.00% £61,394 3.28% £0 0.00% 52.65 £35,026
Highlands & Islands 
Enterprise 2005-06 01 August 2005 £16,339,530 £16,898,285 £106,588 0.63% £563,755 3.45% £563,755 3.45% 535.40 £31,562
Learning Teaching 
Scotland 2002-03 01 April 2005 £5,748,197 £5,845,889 £0 0.00% £280,712 4.88% £97,702 1.70% 197.00 £29,675
Loch Lomond & the 
Trossachs National 
Park Authority 2005-06 01 April 2005 £3,493,231 £3,581,966 £0 0.00% £95,828 2.74% £88,735 2.54% 132.69 £26,995
Mental Welfare 
Commission for 
Scotland 2004-05 01 August 2005 £1,268,083 £1,254,597 £0 0.00% £52,476 4.14% £0 0.00% 23.84 £52,626
National Galleries of 
Scotland 2004-05 01 August 2005 £6,839,226 £7,096,299 £0 0.00% £289,654 4.24% £257,073 3.76% 278.66 £25,466
National Library of 
Scotland 2004-05 01 August 2005 £7,887,000 £8,218,000 £20,000 0.24% £331,000 4.20% £331,000 4.20% 278.60 £29,497
National Museums of 
Scotland 2004-05 01 August 2005 £10,888,581 £11,245,311 £22,239 0.20% £411,974 3.78% £356,730 3.28% 403.90 £27,842
Risk Management 
Authority  2005-06 01 April 2005
Royal Botanic Garden 
Edinburgh 2005-06 01 August 2005 £5,615,365 £5,799,051 £0 0.00% £200,808 3.58% £183,686 3.27% 196.50 £29,512
Royal Commission for 
Ancient & Historic 
Monuments Scotland 2004-05 01 August 2005 £2,480,049 £2,606,201 £7,988 0.31% £127,710 5.15% £126,152 5.09% 82.00 £31,783
Scottish Arts Council 2004-05 01 August 2005 £2,696,500 £2,796,500 £62,500 2.23% £120,000 4.45% £100,000 3.71% 88.00 £31,778

Information not held

2005-06 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual Paybill Paybill 
per head

Staff in 
Post

Non Departmental Public Bodies

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %

Scottish Children's 
Reporter 
Administration 2005-06 01 October 2005 £13,671,582 £14,242,108 £46,500 0.33% £585,526 4.28% £570,526 4.17% 460.20 £30,948
Scottish Commission 
for the Regulation of 
Care 2005-06 01 April 2005 £20,943,400 £19,868,203 £0 0.00% £803,138 3.83% £0 0.00% 570.60 £34,820
Scottish Criminal 
Cases Review 
Commission 2005-06 01 April 2005 £482,457 £463,647 £6,489 1.40% £16,758 3.47% £0 0.00% 15.00 £30,910
Scottish Social 
Services Council 2005-06 01 April 2005 £2,131,525 £2,041,967 £0 0.00% £75,115 3.52% £75,115 3.52% 66.00 £30,939
Scottish Enterprise 2004-05 01 July 2005 £91,004,603 £93,069,457 £1,593,151 1.71% £3,094,156 3.40% £2,064,854 2.27% 2530.00 £36,786

Scottish Environmental 
Protection Agency 2005-06 01 April 2005 £38,525,295 £39,560,772 £0 0.00% £1,521,263 3.95% £1,035,477 2.69% 1145.00 £34,551
Scottish Further and 
Higher Education 
Funding Council 2003-04 01 April 2005 £5,062,366 £5,232,490 £0 0.00% £170,124 3.36% £170,124 3.36% 127.97 £40,888
Scottish Legal Aid 
Board 2005-06 01 August 2005 £6,925,343 £6,986,447 £0 0.00% £145,114 2.10% £61,104 0.88% 300.20 £23,273
Scottish Natural 
Heritage 2003-04 01 August 2005 £23,251,621 £23,649,139 £65,000 0.27% £962,059 4.14% £397,518 1.71% 724.00 £32,665

Scottish Qualifications 
Authority 2004-05 01 April 2005
Scottish Screen 
Agency 2005-06 01 August 2005 £1,339,516 £1,387,061 £8,620 0.62% £47,545 3.55% £47,545 3.55% 46.00 £30,154
SportScotland 2003-04 01 August 2005 £3,966,000 £4,033,459 £0 0.00% £192,763 4.86% £67,459 1.70% 144.00 £28,010
VisitScotland 2005-06 01 August 2005 £5,938,000 £6,107,400 £0 0.00% £165,000 2.78% £165,000 2.78% 201.00 £30,385
Water Industry 
Commissioner for 
Scotland 2005-06 01 November 2005

Information not held

Information not yet provided

2005-06 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual Paybill Paybill  
per head

Staff in 
Post

Non Departmental Public Bodies

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money
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FI/S3/08/30/5 

in £ in % in £ in % in £ in %
Scottish Government 
Main Bargaining Unit  2003-04 01 August 2004 £124,717,000 £131,863,000 £935,000 0.71% £6,591,000 5.28% £6,203,000 4.97% 4285.70 £30,768
Crown Office and 
Procurator Fiscal 
Service 2003-04 01 August 2004 £43,261,000 £44,431,000 £0 0.00% £2,103,000 4.86% £1,170,000 2.70% 1483.00 £29,960

Communities 
Scotland  2004-05 01 April 2004
Historic Scotland 2002-03 01 August 2004

Registers of Scotland 2004-05 01 July 2004 £32,072,074 £33,462,531 £194,344 0.58% £1,390,457 4.34% £1,390,457 4.34% 1387.00 £24,126

Scottish Court Service 2003-04 01 September 2004 £23,513,000 £23,852,000 £157,000 0.66% £1,238,099 5.27% £339,000 1.44% 1050.00 £22,716

Scottish Fisheries 
Protection Agency - 
Admin & Inspectorate 2003-04 01 August 2004 £4,187,340 £4,331,645 £2,655 0.06% £144,305 3.45% £144,305 3.45% 147.60 £29,347
Scottish Fisheries 
Protection Agency - 
Marine 2004-05 01 August 2004
Scottish Prison 
Service - Nurses 2004-05 01 October 2004 £5,609,374 £5,571,207 £27,910 0.50% £294,510 5.25% £0 0.00% 194.00 £28,718
Scottish Prison 
Service - Main 2004-05 01 October 2004 £122,640,402 £120,227,753 £884,850 0.74% £5,390,887 4.40% £0 0.00% 4017.00 £29,930

Caledonian 
MacBrayne Ltd 2003-04 01 April 2004 £34,405,000 £35,403,000 £410,000 1.16% £998,000 2.90% £998,000 2.90% 1218.00 £29,067
Highland & Island 
Airports Limited 2002-03 01 October 2004 £12,443,664 £12,963,062 £0 0.00% £581,125 4.67% £519,398 4.17% 300.30 £43,167
Scottish Water 2003-04 01 April 2004

2004-05 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual Paybill Staff in 
Post

Paybill 
per head

Public Corporations

Information not held
Information not held

Information not held

Information not held

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money

Executive Agency
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in £ in % in £ in % in £ in %

Bòrd na Gàidhlig 2004-05 01 August 2004 £201,036 £186,036 £0 0.00% £4,262 2.12% £0 0.00% 6.30 £29,530
Cairngorms National 
Park Authority 2004-05 01 April 2004
Highlands & Islands 
Enterprise 2002-03 01 August 2004 £15,670,126 £16,316,229 £106,500 0.65% £658,840 4.20% £646,103 4.12% 534.00 £30,555
Learning Teaching 
Scotland 2002-03 01 April 2004
Loch Lomond & the 
Trossachs National 
Park Authority 2004-05 01 April 2004 £3,361,771 £3,471,630 £0 0.00% £109,859 3.27% £109,859 3.27% 133.60 £25,985
Mental W elfare 
Commission for 
Scotland 2004-05 01 August 2004
National Galleries of 
Scotland 2004-05 01 August 2004 £6,563,722 £6,854,316 £0 0.00% £293,310 4.47% £290,594 4.43% 289.10 £23,709
National Library of 
Scotland 2004-05 01 August 2004 £7,314,689 £7,603,183 £9,542 0.13% £288,494 3.94% £288,494 3.94% 268.00 £28,370
National Museums of 
Scotland 2004-05 01 August 2004 £9,697,708 £10,027,423 £0 0.00% £342,538 3.53% £329,715 3.40% 406.20 £24,686
Royal Botanic Garden 
Edinburgh 2003-04 01 August 2004 £5,337,792 £5,508,746 £0 0.00% £180,642 3.38% £170,954 3.20% 206.50 £26,677

Royal Commission for 
Ancient & Historic 
Monuments Scotland 2004-05 01 August 2004 £2,609,993 £2,719,376 £18,636 0.69% £109,383 4.19% £109,383 4.19% 99.00 £27,468
Royal Fine Art 
Commission for 
Scotland 2004-05 01 August 2004

Scottish Arts Council 2004-05 01 August 2004 £2,620,000 £2,696,500 £62,500 2.32% £91,500 3.49% £76,500 2.92% 88.00 £30,642

2004-05 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual Paybill Staff in 
Post

Paybill 
per head

Information not held

Information not held

Information not held

Information not held

Non Departmental Public Bodies

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money
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in £ in % in £ in % in £ in %

Scottish Children's 
Reporter 
Administration 2003-04 01 October 2004 £12,605,655 £13,100,698 £36,476 0.28% £598,043 4.74% £495,043 3.93% 442.41 £29,612
Scottish Commission 
for the Regulation of 
Care 2004-05 01 April 2004 £18,414,500 £18,938,000 £0 0.00% £638,500 3.47% £523,500 2.84% 552.00 £34,308
Scottish Criminal 
Cases Review 
Commission 2004-05 01 April 2004 £464,730 £455,591 £2,000 0.44% £28,893 6.22% £0 0.00% 15.00 £30,373
Scottish Social 
Services Council 2004-05 01 April 2004 £1,573,000 £1,584,500 £0 0.00% £46,000 2.92% £11,500 0.73% 49.00 £32,337
Scottish Enterprise 2004-05 01 July 2004 £87,864,421 £90,060,849 £0 0.00% £3,016,344 3.43% £2,376,428 2.70% 2524.00 £35,682
Scottish 
Environmental 
Protection Agency 2004-05 01 April 2004 £32,141,712 £32,772,764 £0 0.00% £1,241,745 3.86% £631,052 1.96% 1022.00 £32,067
Scottish Further and 
Higher Education 
Funding Council 2003-04 01 April 2004 £4,663,825 £4,813,365 £0 0.00% £149,540 3.21% £149,540 3.21% 131.10 £36,715
Scottish Legal Aid 
Board 2002-03 01 August 2004 £6,702,585 £7,060,710 £66,989 0.95% £358,125 5.34% £358,125 5.34% 302.00 £23,380
Scottish Natural 
Heritage 2003-04 01 August 2004 £22,423,681 £22,877,789 £66,692 0.29% £1,186,360 5.29% £454,108 2.03% 738.00 £31,000

Scottish Qualifications 
Authority 2004-05 01 April 2004
Scottish Screen 
Agency 2004-05 01 August 2004 £1,284,564 £1,335,670 £14,358 1.07% £51,106 3.98% £51,106 3.98% 47.10 £28,358
SportScotland 2003-04 01 August 2004 £3,919,973 £3,996,001 £0 0.00% £216,444 5.52% £76,028 1.94% 144.00 £27,750
VisitScotland 2004-05 01 August 2004 £4,370,000 £4,660,000 £0 0.00% £241,000 5.51% £241,000 5.51% 160.00 £29,125
Water Industry 
Commissioner for 
Scotland 2002-03 01 October 2004

Information not held

Information not yet  provided

2004-05 Outturn
Year remit 
approved

Settlement date Baseline 
Paybill

Actual Paybill Staff in 
Post

Paybill 
per head

Non Departmental Public Bodies

Value of Bonus 
Pot

Actual Increase 
for Staff in Post

Actual New 
Money

 
 
Notes: 
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1. At the end of the pay remit year Scottish Public Sector Pay Groups are required to submit outturn data to the Scottish 
Government setting out the full year costs of the implemented pay settlement within 2 months of the end of the remit year.  
However, it is usual for bodies to provide outturn data when submitting their next proposals.  The Scottish Government will 
be obtaining this information from public bodies who have not already submitted it, in due course. 

2. Data for Scottish Government Main Bargaining Unit is for the core Scottish Government Departments only.  It does not 
include data for the other organisations that form part of the Scottish Government Main Bargaining Unit. 

3. Pay settlement for Communities Scotland covers a small number of staff who retained their existing terms and conditions 
prior to Communities Scotland’s establishment as an Agency.  The majority of Communities Scotland staff form part of the 
Scottish Government Main Bargaining Unit. 

4. Risk Management Authority was a new NDPB established in  2005. 
5. Scottish University for Industry is now part of Skills Development Scotland – outturn will be considered as part of Skills 

Development Scotland 2008-08 proposals. 
6. The 2005-06 Outturn for Caledonian MacBrayne Limited covers 18 months from April 2005 to September 2006. 
7. Architecture & Design Scotland was established in April 2005, replacing the Royal Fine Art Commission for Scotland. 

 



FI/S3/08/30/5 

Paper 2 
 
Public Sector Pay Policy for Senior Appointments: Chief 
Executives, Chairs and Members of Scottish public bodies 
 
1. Chief Executives, Chairs and Members of Scottish Public Bodies (NDPBs, 
public corporations, tribunals, advisory committees, etc.) are subject to the Scottish 
Government’s Public Sector Pay policy for Senior Appointments.  The 2008-09 policy 
was published, later than usual this year, on 31 October 2008. 
 
2. Chief Executives are allocated to a Pay Band within the Chief Executive Pay 
Framework in that Pay policy, based on an evaluation of the weighting of the post.  
The base salary and pay range is proposed by the body and agreed by the Scottish 
Government within that Pay Band in line with the policy.  The Pay Bands (1, 1A, 2 
and 3) are similar to those for the SCS, but with a minimum; maximum, Higher 
Market Reference point and ceiling.  The pay range of a new Chief Executive is 
expected to lie within the minimum and maximum of the relevant Pay Band; with 
anything beyond that requiring a robust business case with market evidence.  The 
policy expectation is that the maximum of any pay range reflects the market rate for 
that post.  Some Chief Executives may also receive a non-consolidated bonus for 
exceptional performance. 
 
3. Chairs and Members are not salaried (they are public appointments, not 
employees) and are remunerated on a daily fee basis for the days that they work.  
The daily fee is agreed by the Scottish Government within the Daily Fee Framework 
as set out in the Pay policy.  The Daily Fee Framework consists of four Bands (1, 2, 
3 and Tribunal bands) based roughly on size (staff / budget) and profile of the body.   
 
4. Annual uprates (including approval of bonuses for Chief Executives) or any 
other change in the remuneration of Chief Executives, Chairs and Members requires 
Scottish Government approval.  The process for this involves consideration by the 
Scottish Government Remuneration Group. 
 
5. In general, staff other than the Chief Executive are covered in the public 
body’s staff pay remit. 
 
6. For information, the following table is a list of Chief Executives of Scottish 
public bodies and their respective pay range minima and maxima (if paid on the 
basis of a pay range) or salary (if paid on the basis of a spot rate). 
 
 
 
Finance Directorate: Pay Policy team 
Scottish Government 
3 December 2008 
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Chief Executives of Scottish public bodies 

Body 

Spot 
Rate 

or 
Pay 

Range 

2007-08 
Pay 

Range 
(Min) 

2007-08 
Pay 

Range 
(Max) 

Architecture and Design Scotland 
Pay 

Range £44,165 £62,824 
Bord na Gaidhlig 
(temp CE) 

Pay 
Range £55,770 £68,000 

Cairngorms National Park Authority 
Pay 

Range £56,467 £62,649 

Caledonian Maritime Assets Ltd 
Pay 

Range £80,000 £86,000 
Highlands & Islands Airport Ltd 
(salary from 2007-08 annual report) 

Pay 
Range  £111,206 

Highlands and Islands Enterprise 
(salary from 2006-07 annual report) 

Spot 
Rate  £97,754 

Learning and Teaching Scotland 
Pay 

Range £92,831 £101,742 
Loch Lomond and the Trossachs National 
Park 

Pay 
Range £70,000 £86,000 

Mental Welfare Commission for Scotland 
Pay 

Range £114,681 £114,681 

National Galleries of Scotland 
Pay 

Range £67,000 £105,000 

National Library of Scotland 
Pay 

Range £82,224 £93,028 

National Museums of Scotland 
Pay 

Range £73,126 £106,886 
Quality Meat Scotland 
(pay range tba) 

Pay 
Range -- -- 

Risk Management Authority 
Pay 

Range £62,145 £71,512 

Royal Botanic Garden Edinburgh 
Pay 

Range £60,379 £98,796 
Royal Commission on the Ancient & Historical 
Monuments in Scotland 

Pay 
Range £52,651 £62,248 

Scottish Arts Council 
(acting CE) 

Spot 
Rate -- -- 

Scottish Children's Reporter Administration 
(salary from 2007-08 annual report) 

Spot 
Rate  £85-90k 

Scottish Commission for the Regulation of 
Care (Care Commission) 
(salary from 2007-08 annual report) 

Spot 
Rate  £65-70k 
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Body 

Spot 
Rate 

or 
Pay 

Range 

2007-08 
Pay 

Range 
(Min) 

2007-08 
Pay 

Range 
(Max) 

Scottish Criminal Cases Review Commission 
(FTE) 

Pay 
Range £55,718 £77,450 

Scottish Enterprise 
Pay 

Range £141,280 £200,674 
Scottish Environment Protection Agency 
(salary from 2007-08 annual report) 

Spot 
Rate  

£100-
105k 

Scottish Further and Higher Education Funding 
Council (Scottish Funding Councils) 

Pay 
Range £110,000 £135,000 

Scottish Legal Aid Board 
(salary from 2006-07 annual report) 

Spot 
Rate  £90-95k 

Scottish Legal Complaints Commission 
(for 2008-09) 

Pay 
Range 67000 78000 

Scottish Natural Heritage 
Pay 

Range £80,800 £104,776 

Scottish Police Services Authority 
Pay 

Range £100,000 £120,000 

Scottish Qualifications Authority 
Pay 

Range £87,832 £118,831 

Scottish Screen 
Pay 

Range £54,756 £75,036 
Scottish Social Services Council 
(salary from 2006-07 annual report) 

Spot 
Rate  £80-85k 

Scottish University for Industry 
Pay 

Range £86,190 £104,442 
Scottish Water 
(salary from 25/3/08) 

Spot 
Rate  £263,000 

Skills Development Scotland 
(for 2008-09) 

Pay 
Range £105,000 £125,000 

SportScotland 
Pay 

Range £66,572 £89,456 

Standards Commission [FTE] 
Pay 

Range £63,446 £70,487 
Visit Scotland 
(salary from 2006-07 annual report) 

Spot 
Rate  

£155-
160k 

Water Industry Commission for Scotland 
Pay 

Range £120,000 £150,000 
Note: pay range / salary relates to 2007-08 unless otherwise stated 
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Finance Committee 
 

30th Meeting, 2008 (Session 3), Tuesday 9 December 2008 
 

Submission from UNISON 
 

Pay Bargaining in the Public Sector 
 
Introduction 
 
UNISON is Scotland’s largest public sector trade union representing 165,000 
members across public services. We are the main trade union representing 
staff in Scotland’s health service, local government and a significant number 
of Non Departmental Public Bodies (NDPBs). UNISON welcomes this 
opportunity to detail the problems members are experiencing with the pay 
policy process. 
 
Local Government 
 
UNISON members in Scotland’s councils narrowly voted to accept a two-year 
pay deal. The ballot covered members working for Scotland’s 32 local 
councils, local joint valuation boards and fire and rescue staff. It is UNISON’s 
view that this was a poor offer, significantly below the present rate of inflation. 
UNISON and the employers now have the opportunity to look at ways of 
tackling low pay in local government without the backdrop of a dispute. This 
should be the start of constructive and meaningful discussions on pay for the 
future not simply the end of a dispute.  
 
UNISON believes that strike action was made necessary by CoSLA’s lack of 
freedom to negotiate a suitable pay offer. The Scottish Government’s pay 
‘guidelines’ are built into the financial settlement for local authorities as a 
planning assumption. This means that councils almost always argue that even 
a pay rise that does no more than maintain the cost of living, comes at the 
expense of jobs and services. On top of that there is no provision for 
exceptional costs such as equal pay. 
 
In local government the Scottish Government has indirect control over pay but 
councils do at least have some freedom to negotiate. However, if the Scottish 
Government sets unrealistic pay assumptions then councils have limited room 
to negotiate. 
 
Scottish Water  
 
Scottish Water is included here for the purposes of viewing the complete 
picture. As a public corporation, they are not an NDPB and their overall 
budget is influenced by Ministerial Direction and the decisions of the economic 
regulator.  
 
Despite this financial structure they are covered by the pay ‘guidance’ and that 
has again caused delays. In the last pay round we reached an agreement with 
the Corporation only to have a further lengthy delay whilst waiting for 
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Ministerial approval. We came very close to balloting for industrial action 
against the Minister not Scottish Water using the relevant provisions of the 
ERA.  
 
In September 2008 Scottish Water breached six years of partnership working 
with its staff in order to impose a 15 month pay rise of 3% (which equates to 
an annual offer of 2.4%). In November 2008 UNISON’s Scottish Water Branch 
members voted by 2-1 in a ballot to take strike action for fair pay along with 
the other unions. Members took their first day of action on 27th November 
asking the Scottish Government and Scottish Water to come back to the 
negotiating table. In this case the Scottish Government has direct control of 
the offer and has to approve the offer, yet plays no role in the bargaining. 
 
Non Departmental Public Bodies  
 
Staff in Non Departmental Public Bodies (NDPBs) are becoming increasing 
frustrated at the difficulties caused by the pay guidelines and the way it is 
administered by ministers through the Public Sector Pay Unit. The anger is 
caused by endless delays and the rigid interpretation of so called pay 
‘guidelines’. Many staff have taken or have been on the verge of industrial 
action in order to progress negotiations for pay deals and pay restructuring. 
These conflicts have been running through all negotiations since the 2005 pay 
deals and are continuing to cause problems in the new round of negotiations 
which should have been completed and in effect from April this year. 
 
There needs to be immediate action to settle the current pay claims and to 
reform this system to avoid a repeat of these delays. 
 
Key Issues 
 

• There are delays in preparing the guidance 
• Pay guidelines are introduced with minimal consultation 
• It takes too long for the Public Sector Pay Unit to respond to NDPB 

management’s proposals 
• The pay guidelines are too rigid leaving no room for negotiation at a 

local level. This undermines collective bargaining in each employer and 
results in these matters ending up at Ministerial level. 

• Lack of recognition and assistance of the short term costs of equal pay 
• Imposing new pay structures which are unfunded. 

 
Impact on Public services 
 
The system used to authorise pay offers in Non Departmental Public Bodies 
(NDPBs) played an important role in creating the existing disputes and is likely 
to be the cause of future disputes unless reformed. Currently management put 
together an offer they feel is affordable. This offer then goes to the Public 
Sector Pay Unit (PSPU) for approval. The PSPU  takes a great deal of time to 
agree the offer often sending it back to management on more than one 
occasion looking for more information or rejecting the offer and a demanding a 
new one. UNISON is not party to this process and neither management nor 
the PSPU are willing to take responsibility overcoming these delays.  
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The current process is very bureaucratic, time consuming and the overly rigid 
interpretation of the pay guidelines means that there is no scope for any local 
bargaining. The process is full of blockages and delays. Most that pay 
settlements for 2006 were imposed after almost two years of delays. Staff are 
frustrated, angry and out of pocket. 
 
The following is a brief overview of the problems in NDPBs 
  
Scottish Children’s Reporter Administration (SCRA ) 
 
The dispute over the 2005-7 pay deal was finally resolved in the summer of 
2008. Shortly before the next pay rise was due in October. The pay deal was 
imposed rather than negotiated follow delays and dispute. They key problem 
is the pay unit’s insistence that the costs of re-grading following job evaluation 
still had to be under the governments pay guidance limit when these are 
clearly one off costs. 
 
This year’s attempts at negotiation are also hitting delays. The pay unit 
subcommittee meets in November and January and as the deadline for the 
November meeting was missed by management the unit will not look at the 
remit until January 09. Even if approved by the pay unit and accepted by staff 
the pay award will be five months late.  
 
Scottish Environmental Protection Agency (SEPA) 
 
The previous pay negotiations at SEPA finally led to dispute ending in the 
imposition of a pay deal. Staff were sacked and rehired under new contracts 
at the beginning of this year. This was for a pay deal that should have been in 
place from April 06. The delay was caused by the time it took management 
and the pay unit to agree an offer.  
 
The next pay deal was due in April 2008. However, as this was before the 
new guidelines came into force in May the Pay Unit insist that the claim must 
be made under the old guidelines. The lack of flexibility to allow management 
to make an acceptable offer and the ongoing bad feeling from the way the 
previous claim was settled means that there may be a further dispute.  
 
Scottish Commission for the Regulation of Care: (SCRC) 
 
Again the 2006 pay claim was resolved just before the next round of 
negotiations was due to start. The pay unit rejecting submissions unless the 
costs of both the new grading structure and pay rise are within guidelines. 
 
Management have indicated that they submitted their pay remit to the pay unit 
in October 08. This was due to be implemented in April 08.  The 
benchmarking of comparators is still unresolved. UNISON has no access to 
the job evaluation scheme used and has been unable to equality proof the 
scheme. Management are still waiting for a response to their pay remit from 
the pay unit and until then can make no formal offer to staff. This means that 
there is a minimum of eight months delay on this year’s pay claim 
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. 
Loch Lomond and the Trossachs National Park (LLTNPA) 
The 2006 process at the national park took 18 months from opening of 
negotiations linked to new pay and grading system to an offer being made to 
staff.  
This year’s process between the LLTNPA and the pay unit was scheduled to 
start in April 2008. Since then the pay unit has rejected submission from the 
management of the LLTNPA on numerous occasions, requiring adjustment on 
issues not previously notified to the Unions. The Pay Unit issued an 
instruction stopping any LLTNPA staff receiving their incremental pay increase 
(due in April 2008). This is contrary to previous custom and practice. 
 
The resulting timescales put considerable pressure on local negotiations and 
further delay will result if the pay package is not acceptable to UNISON 
members. The pay unit’s lengthy process continues to work against the 
concept of local negotiations.  
 
Careers Scotland/Skills Development Scotland 
 
The pay process for careers’ staff was considerably hampered by Scottish 
Enterprises refusal to participate in any pay process as they felt that this was 
the responsibility of which ever new body was to take over the staff. This 
meant that staff had to wait almost two years for anyone to even take 
responsibility to draw up a pay offer. The Government created Skills 
Development Scotland (SDS) in April 2008  
 
SDS offered firstly to harmonise pay settlement dates to 1st October annually 
with subsequent compensation for date changes. In order to facilitate this 
move SDS offered a single arrangement for this year of a payment made to 
each person within SDS of £100 for each month that the new pay review date 
is later than the current review date. Members were balloted and accepted the 
offer.  
 
There are currently approximately 500 equal pay claims within the previous 
Careers Scotland lodged at Tribunal. SDS have proposed a formal offer as 
part of the first stage of a pay equalisation exercise .The formal offer is 
currently awaiting approval from the Scottish Government Pay Unit. There is 
also no offer for this years pay claim due last October.  
 
Impact On staff  
 
Staff in NDPBs are becoming increasingly frustrated at the difficulties caused 
by the processes adopted by ministers and administered by the Public Sector 
Pay Unit. Staff across the public sector are expressing real anger about the 
role of the government in public sector pay negotiations. The government 
cannot state that pay deals are not their business and then insist on rigid 
‘guidelines’ for pay deals.   
 
Way ahead 
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It is essential that action is taking to settle these pay claims as soon as 
possible and to develop a better system to avoid a repeat in the next pay 
round. In addition the government’s simplification programme will create a 
range of new pay problems through the need to harmonise pay and 
conditions. UNISON suggests the following measures to move past the 
current problems: 
 
Short term  
 

• Greater flexibility for each NDPB to reach local agreements within their 
overall budget without over prescriptive interventions from ministers 
and the Public Sector Pay Unit 

• Allow NDPBs to utilise savings to address pay and grading issues 
• Some assistance and recognition of the short term costs of meeting 

equal pay requirements as has been provided for other sectors 
 
Medium term 
 

• Pay guidance to be broader with general discussion at Ministerial level 
with the relevant trade unions before they are issued. On this point we 
welcomed  the Cabinet Secretary’s commitment to ensure this happens 
before future pay guidance is issued.  

• Radically reduce the bureaucracy and delays in the approvals process 
• Leave room for genuine local bargaining or establish a Scottish wide 

bargaining framework for NDPBs. 
 
Conclusion 
 
In this submission we have highlighted the quite exceptional problems the 
current processes for dealing with NDPB pay cause for a significant group of 
our members. Without reform it is inevitable that morale will continue to 
decline with a consequential impact on the services our members deliver.  
 
What is required is a reform of the process that ensures that meaningful 
collective bargaining takes place within a coherent framework that respects 
the agreed pay settlement dates. This should reduce the level of industrial 
disputes in the sector and improve staff confidence in the competence of 
management and the Scottish Government.  
 
3 December 2008 
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Finance Committee 
 

30th Meeting, 2008 (Session 3), Tuesday 9 December 2008 
 

The Public Contracts and Utilities Contracts (Postal Services and 
Common Procurement Vocabulary Codes) Amendment (Scotland) 

Regulations 2008 
 
Introduction 
 
1. The Finance Committee has been referred the Public Contracts and 
Utilities Contracts (Postal Services and Common Procurement Vocabulary 
Codes) Amendment (Scotland) Regulations 2008 (“the Regulations”).  This 
instrument is subject to negative procedure. 

Procedure 
 
2. Almost all SSIs are considered by both the Subordinate Legislation 
Committee (SLC), which focuses on the legal and technical aspects of the 
instrument, and at least one other committee, which considers the policy.   

3. Under negative procedure, an instrument becomes law on the date 
specified on it (the "coming into force date") unless a motion to annul it is 
debated and passed in the lead committee, and then agreed to by the whole 
Parliament (within 40 days).   

4. In practice motions to annul are lodged very rarely.  However, negative 
SSIs are still taken on the agenda of the lead committee and the committee 
must decide whether it “agrees to make no recommendation in relation to the 
instrument” (i.e. that it does not recommend to the Parliament that it annuls 
the instrument).  In the event of the Committee making no recommendations, 
the decision is recorded in the Committee’s Minutes and the Committee need 
not produce a report.  

The instrument 
 
5. The main purpose of the instrument is to move postal services (and 
some related services) from the scope of the Public Contracts (Scotland) 
Regulations 2006 (SSI 2006/1) to the scope of the Utilities Contracts 
(Scotland) Regulations 2006 (SSI 2006/2).  The Executive Note produced to 
accompany the instrument explains that— 

“Procurement undertaken by the Postal Business of the Post Office is 
currently regulated by the Public Contracts (Scotland) Regulations 
2006 (S.S.I 2006/1). It is therefore necessary for the instrument to 
remove the Postal Business of the Post Office from the scope of the 
Public Contracts (Scotland) Regulations 2006. In practice, this will 
allow Royal Mail greater flexibility in its procurement processes 
although it must still treat suppliers equally and without discrimination 
and act in a transparent and proportionate manner.” 
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6. The instrument also corrects minor drafting errors identified by the SLC 
in previous, related, regulations. 

Subordinate Legislation Committee 
 
7. The SLC considered the instrument at its meeting on 2 December 2008 
and agreed that no points arose. 

Conclusion 
 
8. The Committee is invited to consider whether it wishes to make any 
recommendations to the Parliament on this instrument. 

Allan Campbell 
Assistant Clerk to the Committee 
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SUPPLEMENTARY MATERIAL FROM THE SCOTTISH GOVERNMENT  
DATED 27 NOVEMBER 2008 

 
During the Committee session on Tuesday 25 November 2008, the Finance 
Committee took evidence from Scottish Government officials on the Financial 
Memorandum for the Flood Risk Management (Scotland) Bill. During the evidence 
session officials agreed to provide details of the flood protection work which is known 
to be currently taking place in Scotland. 

Please see the spreadsheet below which contains details of the Flood Prevention 
Schemes that were taken into account in the local government settlement and their 
current state of development. 

Schemes which were specifically taken into account in the block grant for flood prevention/coast 
protection in local government settlement 
     

Local Authority Scheme dates 
Total capital 
cost  comment 

Flood Prevention Schemes  £m  
     

Argyll & Bute Kilbride Rd, Dunoon  
2008-
09 1.2 

Construction to start shortly  
duration 30 weeks 

Edinburgh Braid Burn 
2006-
10 28.5 under construction  

 Water of Leith 
2009-
12 46.5 at Tender 

Falkirk Bo'ness 
2008-
10 4.5 under construction  

Fife Dunfermline 
2007-
11 13.3 under construction  

Glasgow White Cart - Reservoirs 
2008-
11 26 under construction  

 
White Cart -Urban 
corridor 

2008-
11 27 contract awarded 

Highland South West Inverness 
2009-
12 11 confirmed in September 08 

Moray 
Forres ( Burn of 
Mossett) 

2007-
10 16.9 under construction  

 Rothes 
2008-
11 21 under construction  

 Elgin 
2010-
15 65 objections - PLI likely 

Nth Ayrshire Saltcoats 
2007-
08 2.3 Completed 

Renfrewshire North Renfrew  
2008-
12 7.8 under construction  

Sth Lanarkshire Golf Gardens, Larkhall 
2007-
08 1.9 Completed 

West 
Dunbartonshire 

Knowle Burn, 
Dumbarton 

2011-
13 4 Public local inquiry 

West Lothian Broxburn 
2010-
12 5.6 

Council investigating 
options for  
earlier site start. 

 

 



  

The undernoted schemes have been submitted for confirmation since SR07: 

·       Moray Council:  Forres (Findhorn and Pilmuir) FP Scheme 2008 published, on 1 
April estimated cost £28 million  

·       Highland Council:  River Ness (Tidal Section) and (Upper section) FP schemes 
2008, published on 18 June, estimated cost £13 million 

We are also aware that:

·       Angus Council intend to develop the £7m Brechin FP scheme for publication 
next summer 

·       Aberdeenshire Council are developing a £0.5m scheme for Fettercairn 

·       Scottish Borders Council are looking to appoint consultants to develop schemes 
at: 

·       Selkirk:  circa £15m 

·       Galashiels:  £0.5m 

These are with a view to obtaining consents by 2011 

·       Argyll & Bute intend to publish a £2m scheme at Dunoon next year and are 
considering a feasibility study of a scheme at Campbeltown.  

·       Dundee City Council are scoping schemes addressing coastal flooding 

·       Glasgow City Council are planning to take forward measures as part of the 
MGSDP 

·       Dumfries and Galloway are taking forward proposals to develop schemes at 
Stranraer, Dumfries and Moffat. 
 



  
SUPPLEMENTARY MATERIAL FROM ANGUS COUNCIL DATED 20 NOVEMBER 2008 
 
Coastal and Flood Schemes in Angus as envisaged November 2008 
Impact of Flood Risk Management (Scotland) Bill - Revenue Cost implications. 
 
 
Table 1 
Scheme Commentary Review in light of Flood Bill 2009  
Arbroath Sea 
Wall at Victoria 
Park and West 
Links 

Identified in Shoreline Management Plan (2004) and policy is 
to “hold the line” 
Initial Capital Project Appraisal proposal has been approved.  
Proposals are to develop scheme to address erosion and wave 
overtopping to replace defences at Arbroath which are now 
approaching the end of their life  
The scheme protects large low lying area of town both to west 
and east of harbour, to west it also protects the main NE 
railway line and leisure park, to the east it protects the soft cliff 
face and thereby the elevated properties overlooking Victoria 
Park. The value of these assets is very large.  
Cost estimates for the scheme is £5-10m. 
Preparatory costs have been identified in the Roads Capital 
budget for 08-11 
 

 
If treated as a coastal defence which also protects 
against inundation/ overtopping then no real 
changes to status  
Note existing grant arrangements might apply (80%) 
 
If treated as flooding, then all cost borne by AC but 
some savings should result from deemed planning 
approval arrangement in new bill. This might be 
countered by increased costs of preparation of 
scheme under SFM regime. 
 
Regarding non capital cost with AC acting as client 
then no real increases in recurring revenue burden 
 
 

Montrose golf 
course 
frontage 
 

Identified in Shoreline Management Plan (2004) and policy is 
“managed retreat” with research into low-tech solutions. 
Reported to Committee (953/07) in October 2007. 
An unfavourable cost benefit ratio precludes traditional heavy 
engineering, therefore undertaking major research into non-
traditional solutions, which might be applied. There may also 
be a need to augment the end point of the defences at Trail 
Drive  
New funding regime from Scottish Government may open up 
discussion on alternative proposal regarding realignment of 
course. 
Research cost are included in Roads revenue budget 08-11 
 

AS ABOVE 

Tayock landfill Identified in Shoreline Management Plan (2004) and policy is AS ABOVE 



  
site to “hold the line”  

Being progressed under coastal emergency powers in 
consultation with SWT, SNH, and SEPA. It is intended to start 
on site spring 2008.  This scheme is not a formal Coast 
Protection scheme but is an interim measure to contain the 
landfill materials and is being funded from contaminated land 
funds. To keep costs within the available budget it has been 
designed to a lower specification and height than a fully 
engineered scheme.   
These cost are contained in the ECP Capital budget 08-09 
A fully engineered scheme is estimated at between £5-8m but 
it would protect NE railway line so could generate benefits and 
potential for shared funding with Network Rail. Such a scheme 
would require intensive environmental assessment for impact 
on SSSI etc. 

Dowrie Works 
frontage at 
Elliot Beach 

Identified in Shoreline Management Plan (2004) and policy is 
to “hold the line” 
Scheme to contain landfill could have been progressed under 
emergency powers or contaminated land Act. However draft 
scheme was too expensive and has now been deferred in 
favour of increased maintenance to clean up any spillage 
caused by erosion.  
A long-term solution needs to be considered.  A fully 
engineered scheme is estimated at between £2 -3m but as it 
would protect NE railway line and pumped sewer (SW) it could 
generate required costs benefits and there is potential for 
shared funding with Network Rail and  
Scottish Water. This would require intensive environmental 
assessment.  Currently no estimates or budget allowance 

AS ABOVE 



  
 
Esk Road to 
Railway 
Bridge on 
south side of 
Montrose 
Basin 

Identified in Shoreline Management Plan (2004) and policy is 
to “hold the line” 
 
Erosion has occurred on the private road in front of a small 
number of private properties and to amenity ground held by 
Montrose Common Good, part of which is leased to the sailing 
club.   Angus Council undertook medium term low cost works 
in Winter 2007.  
 
Long-term erosion could threaten the NE railway line. If this is 
taken into account it gives a favourable benefit to cost ratio, 
and potential for shared funding with Network Rail. 

AS ABOVE 

Monifieth 
Groyne Field 
 

Identified in Shoreline Management Plan (2004) and policy is 
to “hold the line” 
The groynes have been damaged by recent storms associated 
with higher tide levels in February and March 2008. Two 
options are under consideration; replacement of damaged 
groynes on like for like basis accepting the same protection as 
existing but noting this would be a lower degree of protection 
than would be required by today’s standards; or replacement of 
groynes to increased heights to afford contemporary standard 
of protection. This option may require a different form of 
construction.  Scheme would protect NE railway line so could 
generate benefits and potential for shared funding with 
Network Rail.  Scheme would also protect pump sewer main 
so could generate benefits and potential for shared funding 
with Scottish Water. 
Like for like replacement has been estimated at £150k with no 
current budget allowance. 
Long term project and costs not yet identified. 
 

AS ABOVE 



  

 Table 2   

Scheme  Commentary Review in light of Flood Bill 2009 

Brechin Flood 
Prevention 
Scheme at 
River Street 
and East Mill 

At the recent budget setting meeting in February the estimate 
was revised for inflation and the indicated costs is now £ 9.1 m. 
An allowance is made within the Roads Capital budget 08-12.  
The application for FPO is due in autumn 2008 depending on 
results of investment appraisal and analysis of pumping 
requirements to deal with flows in the drainage system, which 
the floodwater would impound.  
 

Scheme has been prepared in line with emerging 
guidance on SFM therefore should not be impacted 
other than in terms of the funding mechanism. 
 
 
Cost implications nil although the Council’s capital 
programme assumes central government funding 
support under the existing regime. 

 

Brothock 
Water, 
Arbroath 
 

The present scheme will protect against a 1 in 20-25 year 
event. This level of protection cannot be economically improved 
in line because of substantial physical constraints such as large 
culverts in the urban area. Potential exists for upstream 
attenuation in agricultural section of flood plain. A study has 
been conducted and a proposal for a preferred scheme with an 
estimated cost of £2.15m was agreed at the budget meeting in 
February 2008.   
 
Scheme will protect large urban area and has large benefits of 
£11-15m. It could release major development potential on 
brown field sites.  

 
Preparatory costs included in Roads Capital budget 08-11 
 

May require re-considering the option of attenuation 
of combined storm overflows in order to comply with 
the requirement to examine all options under SFM. 
Reconsidering the need for scheme under SEPA 
flood risk appraisal will need substantial input from 
LA 
 
Modelling the urban catchment will require 
substantially more time and additional funding 
probably shared funding between AC and SW 
 
Whichever party controls this aspect will also have 
additional revenue costs 
 
Cost implications probably in the order of 2-3 times 
current allowances –additional £300- 500k 



  

 
 

Table 2 contd   

Gairie Burn, 
Kirriemuir 

Present scheme is in moderate condition and offers just below 
the design level of protection of a 1 in 50-year event.  
Maintenance works are underway (£50k) 
 
This is below the current standard of a 1 in 100 year event and 
again consideration could be given to upstream attenuation.  
Scheme should have moderate benefits greater than the cost of 
the scheme, but costs and budget remain to be identified 

 

Presenting the case for inclusion in the SEPA Plans 
will accelerate the work on appraisal and will 
probably increase the costs 2-3 times e.g. full 
catchment modelling and consideration of 
attenuation and/or re-direction of urban flows 
(retrofit Suds?)  
 
 
Cost implications probably in the order of 2-3 times 
current allowances –additional £300- 500k 

Barry Burn 
Upgrade and 
sediment 
management  

A sediment management scheme is to be considered for this 
small catchment, which already has a full FPS in the lower 
section.  Currently no budget provision 

Presenting the case for inclusion in the SEPA Plans 
will accelerate the work on appraisal and will 
probably increase the costs 2-3 times e.g. full 
catchment modelling and consideration of 
attenuation and/or re-direction of urban flows 
(retrofit Suds?) 
 
Cost implications probably in the order of 2-3 times 
current allowances –additional £300- 500k 



  

 
 

 
 
 
 

Table 2 contd   
Tayock Burn at 
Montrose 

Scheme to relieve tidal flooding costs with estimated circa 
£50k.  Not yet identified in capital plan 
 

Presenting the case for inclusion in the SEPA Plans 
will accelerate the work on appraisal and will 
probably increase the costs 2-3 times e.g. full 
catchment modelling and consideration of 
attenuation and/or re-direction of urban flows 
(retrofit Suds?) 
 

 

Cost implications circa £200 - 300k 
Logie Mill  
 

Unfavourable cost benefit for four houses, capital works project 
unlikely to proceed. 

N/a 

Fowlis A management scheme is to be considered for this small 
catchment where small-scale flood events occasionally occur.  
Currently no budget provision 

Presenting the case for inclusion in the SEPA Plans 
will accelerate the work on appraisal and will 
probably increase the costs 2-3 times e.g. full 
catchment modelling and consideration of 
attenuation and/or re-direction of urban flows 
(retrofit Suds?) 

 

 
Cost implications circa £200 - 300k 
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Scheme  Commentary Review in light of Flood Bill 2009 

Montrose Town  
Coastal 
Flooding/Inundation  

Identified on SEPA flood maps could cause extensive 
damage and hazard to life   
No current information on extents duration depths etc. 

Requires significant modelling of coastal 
inundation and its impact on combined urban 
drainage system as well as overland component. 
Probably shared funding between AC and SW 
Modelling the urban catchment will require 
substantially more time and additional funding 
Whichever party controls this aspect will also 
have additional revenue costs 

 
 

 
If this is required for SEPA Area plans the 
studies will have to be accelerated  
Ditto if required for first iteration of Local Plans  
 
Cost implications circa £500 - 750k  

Arbroath Town  
Coastal Flooding  
 
 

Identified on SEPA flood maps could cause extensive 
damage and hazard to life   
Some indirect knowledge because of the Brothock Water 
Flood PS and the Coastal PS.  
 
However specific studies required for lower section of urban 
area  
 

Requires significant modelling of coastal 
inundation and its impact on combined urban 
drainage system as well as overland component. 
Impact also on Brothock Water FPS  
 
Modelling the urban catchment will require 
substantially more time and additional funding 
Whichever party controls this aspect will also 
have additional revenue costs 
 
If this is required for SEPA Area plans the 
studies will have to be accelerated  
Ditto if required for first iteration of Local Plans 
 
Cost implications circa £500 - 750k 



  

 Table 3 contd.   

Carnoustie Town  
Coastal Flooding  

Identified on SEPA flood maps could cause extensive 
damage and hazard to life   
No current information on extents duration depths etc. 
 
Could combine with flooding of Barry burn 
 
 

Requires significant modelling of coastal 
inundation and its impact on combined urban 
drainage system as well as overland component. 
Probably shared funding between AC and SW 

 
 

Modelling the urban catchment will require 
substantially more time and additional funding 
Whichever party controls this aspect will also 
have additional revenue costs 
 
If this is required for SEPA Area plans the 
studies will have to be accelerated  
Ditto if required for first iteration of Local Plans  
 
Cost implications circa £300 - 500k  

Monifieth Town  
Coastal 
Flooding/Inundation  
 
 

Some indirect knowledge because of the Brothock Water 
Flood PS and the Coastal PS.  
 
 
 

Requires significant modelling of coastal 
inundation and its impact on combined urban 
drainage system as well as overland component. 
 
Modelling the urban catchment will require 
substantially more time and additional funding 
Whichever party controls this aspect will also 
have additional revenue costs 
 
If this is required for SEPA Area plans the 
studies will have to be accelerated  
Ditto if required for first iteration of Local Plans 
 
Cost implications circa £300 - 500k 



 

 
Coastal and Flood Schemes in Angus as proposed November 2008 
Impact of Flood Bill 2009
 
 
Summary  
 
 
Table 4 

 
 
Extr
a 
cost
s 
circ
a 
£2.9 

- 4.6m in addition to the costs identified in the consultation document. 
 
These expenditures could be required in a short time period if the information is required for first generation Area Plans  
 
The information will definitely be required to inform the development of Local Plans and formulate evidence based, robust action plans 

Category  Extra costs  Comments 

Coastal 
Protection 

Nil Assumes current arrangements under Coastal 
Protection Bill remain 

Fluvial 
Flooding 

If outputs of studies required are time critical then 
cost will increase 

£1.3 – 2.1m 

£1.6 – 2.5m  Coastal 
Flooding  

If outputs of studies required are time critical then 
cost will increase 

 



  

 
CORRESPONDENCE FROM ANGUS COUNCIL DATED 28 NOVEMBER 2008 
 
Pursuant to Angus Council’s previous response to your consultation on the above 
financial memorandum the subject was discussed further by the Council’s 
Infrastructure Services Committee at its meeting held on 25 November 2008.  
Following that discussion the committee has instructed me to write to you further to 
emphasise in the strongest terms the seriousness with which it considers the 
memorandum and to stress in particular the following points: 
 

1 The committee regrets the decision to retain the three tier system of 
administration of the incumbent duties and the consequential financial 
implications which it places on the local authorities to deliver the 
necessary measures, which measures will themselves be largely 
determined by the work done (led by SEPA) at national and regional level.  
The local authority may in consequence be heavily constrained by and 
obliged to the financial consequences of decisions made by the unelected 
authority. 

 
2 Together with that the committee has very major concerns about the 

means of funding such (capital) measures as may be identified through the 
flood risk assessment work required by the bill, particularly in comparison 
to the regime as currently exists in the present legislative framework. 

 
3 Given the (acknowledged) uncertainties in the financial implications of the 

emerging legislation for the relevant bodies the committee has concerns 
about the adequacy of any likely revenue monies as may be allocated to 
the local authorities to reflect the needs in that authority area, particularly 
as the memorandum deals with average figures in only one (the lower) of 
two specifically identified scenarios.  (Angus Council has made a proposal 
in this regard in its earlier written response).  Clearly the allocation of 
funding should reflect the identified needs of the individual authorities.  
Specifically in the case of Angus Council there are four coastal towns and 
three other burgh towns with three major river catchments all of which 
have their own particular needs in this regard. 

 
4 Given the allocation of duties to deal with the overland flows in excess of 

the (Scottish Water) sewer network, for other than sewer only flooding 
events, the committee has serious concerns about the adequacy of the 
financial resources available to local authorities to deal with these, 
together with the efficiency of the mechanism for the relevant authorities to 
interact and co-operate in the pursuit of this.  Further the committee has 
concerns about the allocation of the responsibility for the response to 
sewerage flooding and the public health issues associated with such 
where the local authorities themselves are not resourced to deal with 
these in the way that Scottish Water currently is. 

 
5 Overall the committee is concerned in light of the move towards a more 

pro-active approach to flood risk management, together with the inclusion 
of flooding from all sources (rather than fluvial) that the financial 



  

implications of the duties imposed on the local authorities are likely to have 
been significantly underestimated in the preparation of the work supporting 
the memorandum.  Further and specifically the committee are concerned 
about the potential implications of the removal of the limitation to non-
agricultural land in the scope of the Bill and the possibility of land owners 
arguing a duty on the authorities to afford protection against flooding of 
land outwith urban areas. 

 
While I realise that your date for receipt of responses has passed, the committee 
would hope that the Finance Committee might be prepared to consider the 
comments which it has articulated through this letter particularly in view of the 
seriousness with which it views this topic and given the timetable of its own meetings 
which precluded an earlier response. 
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Finance Committee 
 

30th Meeting, 2008 (Session 3), Tuesday 9 December 2008 
 

Public Sector Pay 
 

Submission from Prospect 

INTRODUCTION  
1. Prospect is the union representing professionals and specialists in civil 
service, with members working for the Scottish Government and associated 
agencies and Scottish based civil servants working for organisations associated 
with for the UK Civil Service.    
 
2. Prospect’s evidence to the Scottish Parliament concerns the lack of level 
playing field across the public sector.  The Civil Service, unlike other parts of the 
public sector, includes progression costs in pay awards.  This means that some 
of the most senior people in the civil service do not get a consolidated cost of 
living pay award, a practice that is unheard of elsewhere in the public sector.  
This means that the value of civil service pay for many departments and 
agencies has been devalued in recent years.  Prospect is also concerned with 
the lack of progress on the development of specialist grades in government. 
 
3. Prospect recently undertook a survey of our members across the whole of 
the Civil Service to gauge staff views on their pay.  The survey found high levels 
of dissatisfaction with civil service pay systems and low morale across staff.  In 
this submission we would like to share the results from our Scottish branches, 
to highlight the main areas of concern. 
 

CIVIL SERVICE PAY 
4. Pay outcomes in the civil service are very different from those elsewhere in 
the public sector. In the NHS and education, progression increments are not 
included in the pay award. All staff receive the same basic award, and most are 
paid progression increases in addition to the basic award.  This is not the case 
in the Civil Service, the cost of progression increases is included in the overall 
value of each award. This has meant that most of its staff receive lower basic 
awards than their public sector colleagues. Many civil servants who have 
reached the maximum for their grade have received no consolidated increase 
for several years.  
 
5. Prospect (the union for professionals) and the FDA (the union for senior 
managers and professionals in public service) commissioned a study into 
Government Pay Policy and Progression Rises compiled by the independent 
pay research body Incomes Data Services.1  The IDS study highlights the very 
different outcomes that pay reviews in health, education and the civil service 
                                          
1 ‘The Government’s pay policy and progression rises’, September 2008, Income Data Services, 
http://www.prospect.org.uk/dl/17150_6667046085.pdf/as/IDS%20Review%20of%20public%20s
ector%20pay.pdf?prs=523b88ae1656deba82fb097ddc562a7e  

1 

http://www.prospect.org.uk/dl/17150_6667046085.pdf/as/IDS%20Review%20of%20public%20sector%20pay.pdf?prs=523b88ae1656deba82fb097ddc562a7e
http://www.prospect.org.uk/dl/17150_6667046085.pdf/as/IDS%20Review%20of%20public%20sector%20pay.pdf?prs=523b88ae1656deba82fb097ddc562a7e
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have had on employees’ actual pay increases. It attributes this to the different 
ways in which annual progression increases (performance or service-related) 
are treated by the Treasury in different parts of the public sector. 
 
6. IDS concludes that because civil service pay is being ‘squeezed’ in this way, 
“basic awards in the civil service are often lower than those in other key groups 
in the public sector, even though all are subject to the same Government policy 
on public sector pay”.  The effect of these differences in this year’s pay round is 
dramatic. In 2008, NHS and teachers’ pay will increase by headline amounts of 
2.75% and 2.45% across the board, resulting in many increases of between 4% 
and 5% once progression payments have been taken into account; while many 
civil servants will receive cost of living increases of between 1% and 2% out of 
an overall pot of 3.75%. Prospect estimates that the effect of the ‘progression 
clawback’ is that the UK’s 540,000 civil servants will this year be 0.6%-0.9% 
worse off than other public service workers. 
 
7. The IDS report notes that both the NHS pay review body and the Office of 
Manpower Economics have criticised Government policy for confusing two very 
different elements of the pay system. Incremental progression is “designed to 
reflect the extra knowledge and skills that staff gain with service,” the NHS pay 
review body said in 2007.  
 
8. The argument that planned progression and other pay additions constitute 
‘pay drift’ has also been rejected by OME. It says that such additions reflect 
deliberate employer pay strategies, such as systems to reward skill acquisition, 
moves to variable pay and targeted market premia, and policies to address 
equal pay concerns.  
 
9. Other ways in which civil service pay has been held back include the 
modernisation agenda, which has reformed pay structures in the NHS and 
education but not in the civil service; and provision for multi-year deals to be 
revisited in the light of economic circumstances, which again has been denied 
to civil service bargaining units. 
 

EFFICIENCY SAVINGS AND PAY 
10. Prospect welcomes the government announcement that the Chief Secretary 
to the Treasury will “consider some flexibility to recycle efficiency savings into 
pay,” as part of the Civil Service Pay Remit Guidance in 2009/2010.2  However 
there is these discussions are still at a very early stage. Prospect believes that 
these discussions will be assisted by a clear methodology to calculate 
expenditure and savings from the efficiency reviews of government departments 
and agencies.   
 

                                          
2 Correspondence from Sir Gus O’Donnell on Civil Service Pay, 1 December 2008, 
http://www.prospect.org.uk/dl/17294_3695044548.pdf/as/civilservicepay_2dec08.pdf?prs=523b
88ae1656deba82fb097ddc562a7e  

2 

http://www.prospect.org.uk/dl/17294_3695044548.pdf/as/civilservicepay_2dec08.pdf?prs=523b88ae1656deba82fb097ddc562a7e
http://www.prospect.org.uk/dl/17294_3695044548.pdf/as/civilservicepay_2dec08.pdf?prs=523b88ae1656deba82fb097ddc562a7e
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SPECIALISTS IN GOVERNMENT  
11. Prospect is particularly concerned that there has been very little progress in 
developing a strategy for specialists within government.  Prospect proposed a 
set of practical steps to the Cabinet Office to give some positive momentum to 
discussions on 21 November and 19 December 2007, but we have still not had 
a formal written response. 
 
12. Prospect has significant concerns that the network for the Heads of 
Profession is inconsistent with differing levels of understanding and 
engagement for their particular areas.  In our view, an established terms of 
reference for the role of Head of Profession should be developed to include: 
resources to carry out their role, a means of identifying profiles and roles within 
their profession, development of a competency framework for their areas, how 
Heads of Profession will influence pay and reward strategies and how will 
departments be given a clear and unequivocal direction in the development of 
these roles. 
 
13.  In our view the treatment of specialists in government is an issue that 
needs urgent attention.  There are already significant skills gaps in key areas of 
government across the civil service.  Without a proactive policy this situation will 
become worse. 
 

PROSPECT PAY SURVEY 
14. Prospect launched an online pay survey of its Civil Service membership in 
May 2008.3  There were over 5,000 responses including members working for 
the Scottish Government and associated agencies and those working in 
Scottish based Civil Service branches.  The results for Scottish branches have 
been extracted from the main survey results, the key findings of Scottish 
respondents are: 
 

• 59.5% felt that staff were more dissatisfied compared with the previous 
year, 

• 62.5% were dissatisfied with their pay system, 
• 59.5% rated pay progression as the issue that most concerned them 

followed by 47.4% specialist pay, 
• 70.6% of staff that receive bonus payments did not think it was clear 

what they have to do to receive a bonus payment, 
• 57.1% have considered leaving their current post because of a lack of 

career or promotion opportunity and 50.6% because pay rates were too 
low, 

• 74.2% of staff work overtime, either often or occasionally to complete all 
the work they are expected to in normal contractual hours and for 16.9% 
of staff overtime is generally unpaid, 

                                          
3 Prospect Civil Service Online Survey 2008, September 2008, 
http://www.prospect.org.uk/dl/16921_6934567851.pdf/as/eprofile0608lr.pdf?prs=523b88ae1656
deba82fb097ddc562a7e  

3 

http://www.prospect.org.uk/dl/16921_6934567851.pdf/as/eprofile0608lr.pdf?prs=523b88ae1656deba82fb097ddc562a7e
http://www.prospect.org.uk/dl/16921_6934567851.pdf/as/eprofile0608lr.pdf?prs=523b88ae1656deba82fb097ddc562a7e
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• 60.5% of respondents reported that agency staff or consultants are 
engaged on core tasks, 

• 49.2% would not recommend a career in the civil service to friends and 
family members. 

 
16.The results from the survey reinforce the evidence in Prospect’s submission 
on Civil Service pay.  Morale is generally very low and respondents do not feel 
they are properly valued by the Civil Service.  Many respondents felt that their 
jobs were less secure and that the value of their pension entitlements was being 
eroded by non-consolidated pay awards.   
 
17.  The improvement that many respondents would like to see is a more 
transparent pay progression system with shorter pay ranges.  Those with 
specialist expertise would like to see specialist pay grades. 
 
18. Bonus schemes were seen by most respondents as divisive and unfair.  
Many respondents felt that there was no clear criteria underpinning bonus 
systems and that payments were too small to act as an incentive.   
 
19. Overall the main concern of Prospect members is that pay for Civil Servants 
is too low for the work they do and that career prospects are too limited. 
 
 

4 
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	5. The pay of staff below Chief Executive level in the Scottish Government, its Associated Departments, public corporations and NDPBs is expected to be covered by the staff pay remit, which is subject to the policy for public sector pay for staff in public bodies and is published annually.  The pay of the Senior Civil Service (SCS) is determined by the UK Government.  The pay for senior officers in the police and fire services in Scotland is determined through other arrangements.  The pay of Scottish local government employees is a matter for local authorities.
	6. Approval by the Scottish Government is required in relation to any aspect of the remuneration of senior appointments.  There can be no introduction of, or change to, the remuneration of Chief Executives, Chairs or Members until appropriate Scottish Government approval to proposals has been obtained.
	7. The roles of the various parties involved in the Public Sector Pay Policy for Senior Appointments process are as follows:
	Chair / Board (of public body)
	 Makes proposals in line with the Public Sector Pay Policy for Senior Appointments 2008-09:
	o on the annual increases to pay and bonus proposals for the Chief Executive; or
	o on any new or revised remuneration package (salary, pay range, progression arrangements, bonus, non-salary rewards, etc.).

	 Submits proposals to the Finance Pay Policy team for Scottish Government approval.
	 The Chair provides a statement supporting any performance bonus for a Chief Executive (see Chapter D, paragraphs 12-13 for details).

	Sponsor teams (Scottish Government)
	 Ensure that the public body they sponsor is aware of Public Sector Pay Policy for Senior Appointments.
	 Along with the Finance Pay Policy team, consider remuneration proposals from the Chair / Board for the Chief Executive.
	 Make proposals to the Finance Pay Policy team on the daily fees (and annual uprates) payable to Chairs and Members of bodies they sponsor.
	 Seek the views of the Scottish Government portfolio finance team on affordability and sustainability of all proposals.
	 Draft submissions seeking approval for remuneration proposals, with contributions from the Finance Pay Policy team and the Scottish Government portfolio finance team.

	Sponsor Directors (Scottish Government)
	 Consider the Chair’s statement on the Chief Executive’s performance and, where this has been assessed as exceptional in terms of the outcomes achieved, considers the percentage bonus and how it has been determined (see Chapter D, paragraph 14).
	 In conjunction with the Deputy Director of Finance Expenditure Policy, consider for approval remuneration proposals rated Green for Chief Executives, Chairs and Members.
	 Make recommendations to the Scottish Government Remuneration Group on all other proposals.

	Portfolio finance teams (Scottish Government)
	 Consider and provide comments on the affordability and sustainability of remuneration proposals.

	Finance Pay Policy team (Scottish Government)
	 Provides advice to public bodies; sponsor teams; Scottish Government sponsor Directors; the Scottish Government Remuneration Group; and Cabinet Secretaries / Ministers on the Public Sector Pay Policy for Senior Appointments.
	 Assesses proposals against the Public Sector Pay Policy for Senior Appointments; provides formal advice to the Deputy Director for Finance Expenditure Policy and the Scottish Government Remuneration Group.

	Scottish Government Remuneration Group
	 Considers and approves proposals on the remuneration of Chief Executives, Chairs and Members or refers proposals to Cabinet Secretaries / Ministers for approval.

	Portfolio Cabinet Secretary / Minister and Cabinet Secretary for Finance and Sustainable Growth
	 Jointly consider and approve remuneration proposals for Chief Executives, Chairs and Members where the Scottish Government Remuneration Group considers proposals should be referred to Ministers.

	8. For remuneration proposals to be considered –
	8.1. For Chief Executives:
	 A public body must provide the following:
	8.2. For Chairs and Members:
	 A sponsor team must provide the following:
	9. The role of the Finance Pay Policy team is to ensure that remuneration proposals are in line with the Public Sector Pay Policy for Senior Appointments 2008-09 as set out in this document.  Before submitting any proposals, the Finance Pay Policy team can assist in making sure that the Excel spreadsheets and any supporting business case includes all of the necessary information.  The Finance Pay Policy team will provide feedback on proposals when submitted for approval by the Scottish Government.
	10. If you need assistance or have any questions, please contact the Finance Pay Policy team.  The Finance Pay Policy team can be contacted as follows:
	Email:   Finance Pay Policy mailbox
	    (financepaypolicy@scotland.gsi.gov.uk)
	11. This document will be available on the Publications section of the Scottish Government website:
	12. When you are ready to submit proposals for approval you must send them, including completed Excel templates and, where appropriate, the Chair’s statement and any supporting business case, direct to the Finance Pay Policy team at:
	financepaypolicy@scotland.gsi.gov.uk
	13. The relevant Scottish Government sponsor team should be copied into this correspondence.
	14. You must submit proposals for annual increases and bonus for Chief Executives and annual increases to the daily fee for Chairs and Members in line with the timetable in Annex A.  Other changes to the remuneration arrangements for Chief Executives or changes to the daily fee arrangements for Chairs and Members should be submitted when necessary.  Sufficient time for approval should be allowed.
	1. The Scottish Government’s policy on public sector pay has three strategic aims:
	2. From these strategic aims, the Public Sector Pay Policy for Senior Appointments 2008-09 has a number of objectives:
	 to reward senior appointees fairly for the work that they do;
	 to allow public bodies to recruit, motivate and retain able and committed senior appointees;
	 to make sure that the pay of Chief Executives is related to performance; 
	 to reward exceptional performance by Chief Executives by payment of non-consolidated bonuses;
	 for Chief Executives’ pay range maxima to be in line with the median of the salaries offered in the relevant labour market; and
	 to make sure that public resources are used effectively and that public bodies secure value for money.
	1. This part of the policy applies to Chief Executives and, in exceptional circumstances (and only with prior approval), Directors who are not considered alongside other staff in the public body’s pay remit.  Where reference is made to a Chief Executive in this policy document, this should be taken as also referring to any Director for which such approval has been given.
	2. The extent to which the actual appointment requires Ministerial approval is dependent on the legislative arrangements for that particular public body.  However, in all cases, Scottish Government approval is required for the remuneration package.
	3. This part applies equally to Chief Executive appointments to new public bodies; new Chief Executive appointments to existing bodies and when a review of an existing Chief Executive’s remuneration package is being undertaken (including, for example, the introduction of additional non-pay rewards, such as a car, etc.).  The policy on annual increases is set out in Chapter D.
	4. In order to ensure consistency and fairness between the remuneration of senior staff in Agencies, who are civil servants, and that for Chief Executives in NDPBs, the salary and pay range of a Chief Executive must lie within the Scottish Chief Executive Pay Framework.  This framework has been used for a number of years and the Scottish Government revises it annually in the light of Senior Salaries Review Body recommendations to the UK Government for the Senior Civil Service.
	5. The Scottish Chief Executive Pay Framework for 2008-09 is set out below:
	6. The Scottish Chief Executive Pay Framework operates on the basis of base pay with salary and pay ranges being net of any bonus, pension and the cash value of any non-salary rewards.
	7. The salary and pay range of a Chief Executive is expected to lie within the minimum and maximum of the relevant Pay Band in the Scottish Chief Executive Pay Framework.  A pay range that extends beyond the maximum in the relevant Pay Band must be supported by clear and convincing market evidence.  The pay range should not extend beyond the Higher Market Reference point except in exceptional circumstances.  Any such proposals are expected to remain within the ceiling of the relevant Pay Band within the Scottish Chief Executive Pay Framework.  
	8. Chief Executives are either on a spot rate of remuneration (which reflects the market rate for the job) or on a pay range (allowing individuals to progress, through performance and experience, towards the maximum of the pay range).
	9. The policy expectation is that a Chief Executive should be remunerated by way of a pay range, with progression linked to performance through the delivery of agreed objectives.  This is principally for two reasons.  First, it provides that annual pay rises are, in part, based on performance; and secondly, that new Chief Executives progress towards the maximum of their pay range over time, as they increase their knowledge and experience of the role.  Only in exceptional circumstances would a new Chief Executive be appointed on a spot rate and this would require the approval of the Scottish Government Remuneration Group.
	10. Public bodies should therefore give consideration to moving existing Chief Executives on spot rates to pay ranges, following an evaluation of the role and responsibilities of the job and remuneration.
	11. The first step in establishing the appropriate level of remuneration for a Chief Executive is to identify the appropriate Pay Band within the Scottish Chief Executive Pay Framework for that particular Chief Executive post.  This can only be determined following a job evaluation exercise of the role and responsibilities.  The job evaluation should be undertaken by the public body, though where this is not possible, the Scottish Government may be able to assist.  In such circumstances, advice should be sought from the Finance Pay Policy team.  The Finance Pay Policy team should also be approached if, following the evaluation, the appropriate Pay Band is not clear.
	12. Once the appropriate Pay Band has been arrived at, the public body should develop proposals for a pay range for the Chief Executive.  In doing so, public bodies should take into account the operation of the Scottish Chief Executive Pay Framework as set out in paragraphs 4-10.  The minima and maxima of the relevant Pay Band in the Scottish Chief Executive Pay Framework should not simply be taken as the minimum and maximum of the proposed pay range.  The appropriate pay range for the Chief Executive should lie within the relevant minima and maxima parameters in that Framework.
	13. When determining the appropriate pay range for the Chief Executive within the Scottish Chief Executive Pay Framework, a public body must take into account the following:
	Affordability and sustainability
	13.1. Long-term affordability of the proposals is important and the public body must confirm that it considers the proposals are affordable and sustainable.  Proposals are expected to be affordable within existing resources.  However, where additional resources are required, these must be set out clearly.  Scottish Government sponsor teams will seek the view of their portfolio finance teams on the affordability and sustainability of proposals in all cases.
	Referencing external market levels
	13.2. The policy expectation is that the maximum of the proposed pay range should be no greater than the median of the relevant labour market.  So, to support any proposals, evidence must also be provided of the remuneration offered by comparators.  In the first instance, this should focus on the Scottish public sector labour market which includes Scottish public body Chief Executives in the same Pay Band.  The Finance Pay Policy team can provide a list of comparable Chief Executives.  In assessing proposals, the Finance Pay Policy team will compare proposals with the pay and pay ranges of such Chief Executives.  
	13.3. Public bodies may provide additional evidence where the labour market from which the Chief Executive might be recruited is wider in scope than Scottish public bodies.  Again, the focus should be on the labour market in Scotland, but may include wider market data where relevant.  In such circumstances, a public body must explain the relevancy of that market data.  Market comparisons should be made on the basis of similarly weighted posts - including, where practicable, information on the length of working week, pension provisions and benefits, annual leave, etc. of comparators.  Before gathering such information, public bodies should discuss the proposed labour market with the Finance Pay Policy team.
	13.4. Market evidence that clearly demonstrates the necessity of offering remuneration above the maximum of the relevant Pay Band in the Scottish Chief Executive Pay Framework will be required where this is proposed.  
	Internal referencing with the public body’s senior management team
	13.5. When developing proposals, the public body must consider the relationship, and ensure a differential, between the remuneration of the Chief Executive and that of the senior management team.  
	The remuneration of the previous occupant of the post (for existing posts)
	13.6. Public bodies should consider the previous Chief Executive’s pay range and salary within that range.  If the appointment is to an existing post and an evaluation or review of that post was carried out within the last three years, unless the Chief Executive’s role has changed significantly, the expectation is that the pay range of the new Chief Executive will be no more than the pay range of the previous Chief Executive.  However, this will be dependent on whether that pay range continues to meet equalities obligations (see paragraph 13.7).  The policy on the appropriate starting salary is set out in paragraphs 14.314.4.
	14. When submitting proposals for approval, a public body must also include a business case which must include:
	15. The process involved in determining a new remuneration package for a Chief Executive when moving them to a pay range is similar to that for a new appointment.  It is likely a public body will have to undertake a review of the post and the relevant labour market in order to establish the appropriate pay range (see paragraphs 11-14).
	16. As spot rates of remuneration are expected to be market facing, the proposed pay range should be built around the existing spot rate.  Furthermore, the existing spot rate of remuneration must not be used as the basis for establishing the new minimum of the proposed pay range.  However, if relevant labour market data demonstrates that the market median is higher than the current salary, then approval may be sought for a new pay range reflecting the market median, within the Scottish Chief Executive Pay Framework, in line with the process for reviewing a Chief Executive’s remuneration (see paragraphs 18-21).  
	17. The Chief Executive should be assimilated on to a point on that range at or close to the existing level of remuneration.  The movement to a pay range should not, in itself, give rise to an increase in remuneration.  The annual progression increase under the new arrangements would then be applied.  Any proposals to assimilate the Chief Executive on to any other point on the pay range should be supported by a business case that sets out why this is required.  This should include the existing skills and experience gained by the Chief Executive in their current post.
	18. It is good practice to review a pay range (to ascertain whether it has fallen significantly behind the market) on a regular basis and this should be done every three years.  Reviews should not be done any sooner than three years after the previous review, unless the role and responsibility of the post has changed substantially since the last review or the proposals are to move a Chief Executive from a spot rate of remuneration to a pay range.
	19. If there are exceptional circumstances where a review should be undertaken within this three year period for reasons other than those set out above, approval to that review must be sought from the Scottish Government Remuneration Group before any review takes place.
	20. The fact that a Chief Executive may have reached the maximum of the existing pay range is not, of itself, sufficient justification to revise the pay range.
	21. Where it is proposed to increase an existing pay range minimum and maximum by more than the level of the annual basic award, then such proposals must be supported by a business case, covering the information set out in paragraph 14.  
	22. If it is proposed to appoint a temporary Chief Executive (for example an interim or acting Chief Executive), then Scottish Government approval is required prior to appointment.  
	23. If the temporary Chief Executive will be an internal candidate, then the proposed salary should be based on the public body’s existing temporary responsibility allowance scheme.  If there is no temporary responsibility allowance in place, the provisions should mirror that for Scottish Government staff.  Provided such arrangements are proposed, then the proposals may be approved at official level (see Chapter E).
	24. If the candidate is to be recruited externally then this appointment should be treated as a new appointment and the approval process for new appointments should be followed and approval by the Scottish Government Remuneration Group will be required (see Chapter E).  The pay range of the previous Chief Executive may be appropriate if the individual takes on the full role and responsibilities of the post, though the expectation is that the salary will be within the lower quartile of the pay range.
	25. The remuneration arrangements that may be approved for a temporary Chief Executive may differ to those for the outgoing Chief Executive and may have no bearing on those of any future permanent Chief Executive.
	26. In addition to base pay, the remuneration package for Chief Executives may include the potential to earn a bonus.  Any bonus payments made to Chief Executives should not be consolidated into pay and must be non-pensionable.  The maximum potential bonus in any year under this policy is 10% of base pay in the pay year to which performance relates.  The only exception to this is where bonus provisions above this level have been agreed previously by Ministers on an exceptional basis.  In such circumstances, the level of bonus awarded may be above 10% but limited to the percentage approved by Ministers.
	27. If a public body proposes to include or introduce a bonus arrangement, this must be done in advance of the start of the appointment process and before any discussions with potential candidates.  All proposals for a bonus must include a business case setting out how the bonus arrangements will be linked to the delivery of key outcomes.  Where there is to be a reference to a bonus in the Chief Executive’s contract, public bodies must make it clear that, as the bonus is part of the wider remuneration package, this is subject to annual approval by the Scottish Government.  Furthermore, no contractual commitment should be given to paying a bonus in advance of approval or by a certain date.
	28. Public bodies must ensure performance bonuses are not paid out simply for meeting objectives, but for exceeding them or for other exceptional performance.  There must be a robust and objective method of assessing exceptional performance and a similarly robust and objective method of translating exceptional performance into the percentage level of bonus being proposed.
	29. There may be a number of additional elements to the remuneration package offered to a Chief Executive over and above base pay.  These are referred to as non-salary rewards.  Such arrangements should be in line with those for other staff employed by the public body.  Details of any such rewards must be included with any proposals when seeking Scottish Government approval.
	30. Possible additional elements include –
	31. Brief details of any non-salary rewards must be included in the relevant section of the Excel templates, together with an estimate of the annualised cost of such a provision (if appropriate).
	32. If, during negotiations with a successful candidate, consideration is given to a remuneration package that differs from the one that has been approved, a public body must seek the advice of the Finance Pay Policy team before any agreement is reached.  The Finance Pay Policy team will advise whether further approval by the Scottish Government Remuneration Group is required.
	33. It is now a requirement of approval that a public body must consult the Finance Pay Policy team on the remuneration clauses in the draft contract before it is agreed.  The contract should be in line with the Public Sector Pay Policy for Senior Appointments and, in particular, that Scottish Government approval must be obtained prior to implementing annual increases or paying any bonus.  The public body must give particular care to ensure that the letter of appointment does not give rise to any contractual expectation which goes beyond that in any draft contract or the remuneration package as agreed the Scottish Government Remuneration Group.
	1. For Chief Executives on spot rates of remuneration –
	 A public body may propose an increase in the remuneration of a Chief Executive on a spot rate of up to 2.00% (the basic award).  This increase is limited to the ceiling of the relevant Pay Band within the Scottish Chief Executive Pay Framework.
	 This is subject to confirmation of satisfactory performance from the Chair / Board.
	2. For Chief Executives on pay ranges.
	 A public body may propose an increase in total of up to 3.75% (the Total Award Limit) this includes:
	 an increase in the minimum and maximum of a Chief Executive’s pay range of up to 2.00% (the basic award).  This increase is limited to the ceiling of the relevant Pay Band within the Scottish Chief Executive Pay Framework; and
	 a progression increase of one step, up to the maximum of the pay range.
	3. This means that –
	 if the intended progression is 2.50%, then the basic award must be constrained to 1.25%;
	 a basic award of 2.00% can only be awarded where progression is 1.75% or less.
	4. This is subject to confirmation of satisfactory performance from the Chair / Board.
	5. The ceilings in the Scottish Chief Executive Pay Framework remain unchanged from 2007-08 and therefore different arrangements apply to Chief Executives remunerated at, or near, the ceiling.
	6. Where the application of the basic award (up to 2.00%) would result in a salary above the ceiling of the relevant Pay Band in the Scottish Chief Executive Pay Framework, then the Chief Executive may be offered a consolidated amount up to that ceiling and the remainder (the difference between the consolidated percentage and the maximum basic award of 2.00%) as a non-consolidated, non-pensionable payment.  In addition, the Chief Executive may also receive a progression increase towards the maximum of their pay range where this has not already been reached.  No consolidated increases can be proposed which would take the base pay above the relevant ceilings in the Scottish Chief Executive Pay Framework.
	7. By way of examples:
	 where the spot rate is already at the ceiling of the relevant Pay Band the Chief Executive may receive a 2.00% non-consolidated, non-pensionable payment.
	 where the spot rate is 1.00% below the ceiling of the relevant Pay Band the Chief Executive may receive a maximum 1.00% consolidated award to the ceiling of the relevant Pay Band and up to a 1.00% non-consolidated, non-pensionable payment.
	8. Where any increase under this policy would be less than 2% in total, then a non-consolidated, non-pensionable payment may be made to bring the total award for 2008-09 up to 2.00%.
	9. Where Ministers have exceptionally agreed salaries and pay ranges for Chief Executives above the ceilings in the Scottish Chief Executive Pay Framework, proposals for consolidated increases in line with the policy limits may be made to the Scottish Government Remuneration Group.
	10. Public bodies may backdate any increases to 1 April 2008 or to the usual settlement date should this be later.
	11. Bonuses are only one element of the remuneration package and therefore must be considered alongside the other aspects (pay increase, change in non-salary rewards, etc.).  A bonus reflects performance in the previous year and so can only become due after the end of that performance year.  
	12. In submitting proposals that include a bonus, the Chair must provide a statement confirming:
	 that the Chief Executive’s performance has been assessed;
	 that this assessment shows exceptional performance in terms of the outcomes achieved in the performance year;
	 states the proposed level of bonus in monetary and percentage terms (of existing base pay); and
	 sets out the objective method by which the percentage level of bonus has been determined.

	13. Under this approach, the Chair would need to be satisfied that the exceptional performance justifies the percentage bonus and be prepared to defend it.
	14. The Scottish Government sponsor Director must support the bonus proposals for them to be approved.  The Scottish Government sponsor Director will therefore consider the proposed bonus and may seek to discuss it with the Chair.  
	15. Similar to the approach taken with the policy for staff pay remits, a public body may submit multi-year pay proposals for its Chief Executive.  Approval may be sought for proposals for up to three years, up to the maximum of the Chief Executive’s pay range and up to the ceiling of the relevant Pay Band in the Scottish Chief Executive Pay Framework.  This is also subject to confirmation by the public body of affordability for each year of the proposals (particularly where proposals go beyond the current Spending review period).  
	16. Multi-year proposals can only be approved by the Scottish Government Remuneration Group.  When seeking approval for a multiyear pay award for the Chief Executive, a public body must provide:
	 details of costings based on maximum performance increases setting out the impact on the overall paybill;
	 details of how the proposals relate to the pay remit for other staff in the public body concerned; and
	 an assurance that increases would only be implemented based on performance (any future bonus payments still require Scottish Government approval). 
	17. Public bodies might wish to consider aligning the duration of the proposals with those for staff in the pay remit.  All years of your proposals will be assessed and approved on the basis of the Public Sector Pay Policy for Senior Appointments for 200809.  Increases in this and subsequent years will be limited, in each year, to the percentages (basic award and total award limit) in this year’s uprate.  A public body will not be expected to seek to re-open an approved multi-year arrangement.  
	18. A public body must still provide annual outturn information to the Finance Pay Policy team.  However, annual bonuses will still require Scottish Government approval based on the policy in force in the year in which they become due.  If the public body does not provide such information or adhere to the policy then this will be referred to the Scottish Government Remuneration Group.  Any change in the Chief Executive will require new proposals to be submitted.
	1. Public bodies and sponsor teams should complete the Excel templates to ensure they have included all the information necessary for the Finance Pay Policy team to assess the proposals.  If you have any questions or wish to clarify anything, then please speak to the Finance Pay Policy team.
	2. Public bodies must consult the Finance Pay Policy team and obtain Scottish Government approval prior to implementing any proposals relating to a Chief Executive’s remuneration package:
	 the annual pay rise or payment of bonus (including the determination of any final salary increase prior to a Chief Executive’s departure);
	 any revision or change to the remuneration package:
	o the salary, pay range, progression or bonus;
	o the introduction of, or change to, non-salary rewards (for example: car, pension, etc.);
	 any proposals for a new appointee (whether to an established public body or a new public body); and
	 any proposals for a temporary or interim Chief Executive arrangement.
	3. Public bodies must seek approval before advertising, negotiating or appointing a Chief Executive and ensure sufficient time to obtain this is built into any timetable.
	4. A Red Amber Green (RAG) rating system for Chief Executives proposals has been introduced.  The Finance Pay Policy team will assess remuneration proposals and rate the proposed annual award or remuneration proposals for a new Chief Executive or following a review as Red, Amber or Green.  A separate Red, Amber or Green rating will be given in respect of the information provided by the Chair in relation to any bonus proposal.
	7. The Finance Pay Policy team will rate the proposed annual award or any new or revised remuneration arrangements as Red if –
	 A Green rating indicates that the statement provided by the Chair has been provided and meets fully the requirements set out in Chapter D, paragraphs 11-14.
	9. The rating will be given by the Finance Pay Policy team in relation to the Chair’s statement supporting the bonus proposals (Chapter D, paragraphs 11-14) but does not indicate approval of the bonus element.  The approval of the bonus will be a matter for the Scottish Government sponsor Director and Deputy Director Finance Expenditure Policy or the Scottish Government Remuneration Group.
	10. The following table sets out who in the Scottish Government will make decisions on Chief Executives’ remuneration proposals:
	14. If any aspect of the remuneration or bonus proposals are rated as Red then these cannot be approved.  The public body must revise any such proposals, following advice from the Finance Pay Policy team and resubmit them.
	15. Allow for up to 5 working days for consideration by the Finance Pay Policy team, provided completed Excel templates and, where necessary, a business case are included with proposals.  If the issue is complex and is likely to take longer, then the Finance Pay Policy team will discuss this with the sponsor body and sponsor team.
	16. The timescales for approving proposals at official level is expected to be no more than two weeks, unless officials refer them to the Scottish Government Remuneration Group for approval.
	17. If the proposals are referred to the Scottish Government Remuneration Group, then these are normally considered at a Remuneration Group meeting.  Referral to Ministers will require further time.
	18. If the approved increases are exceeded this could result in punitive action being taken by the Scottish Government, such as the recovery of any overpayments, the capping of future increases or a governance review of the public body.
	1. This part of the policy applies to public appointments to NDPBs and public corporations (Chairs and Members).  Such positions may sometimes be referred to as Non-Executive Directors; the Chair may be known as a Convener or President, etc. and Members may sometimes be named with reference to their qualifications (such as legal or medical members, etc.).  The policy also covers NonExecutive Directors of the Scottish Government and its Agencies, Chairs and Board Members of NHS Bodies, the fees paid to Judicial appointments and appointments to Tribunals, Appeals Boards, Royal Commissions, Advisory Committees and Inquiries, etc.
	2. This part applies equally to the introduction of remuneration for Chairs and Members of Scottish public bodies or where a revision or change to that remuneration is proposed.  The policy on annual uprates is set out in Chapter G.
	3. Chairs and Members are public appointments, but not all are remunerated.  Public appointees such as Chairs and Members benefit in a number of non-financial ways, for example, in the enhancement or application of professional expertise, general networking and personal development, or the opportunity to contribute to policy-making in an area of personal interest.  The main objective in remunerating such posts is to increase diversity.  Remuneration may be proposed where it is particularly important for bodies to have Boards drawn from as wide and diverse a range of candidates as possible or where there is specific need for Members drawn from otherwise under-represented groups.
	4. Remuneration recognises a Chair or Member’s personal commitment and contribution to the work of the public body.  However, any remuneration payable is not intended to meet in full the market rate that could be commanded by the individuals concerned.
	9. In the past, in addition to their daily fee, certain Chairs and Members also received a fixed salary element.  This was a fixed annual sum which was paid annually on top of their daily fees and was usually only made available to those public appointments with a commitment of more than 12 days per annum.  This policy ceased in 2004 with daily fee rates increased by a proportionate amount at that time.  Public bodies and sponsor teams were advised to revise this arrangement at the earliest opportunity (for example, when the post was reappointed).  After four years, it is expected that a fixed salary element is no longer paid to Chairs or Members.
	1. Subject to obtaining the appropriate Scottish Government approval, the daily fee rates to Chairs and Members for 2008-09 may be increased as follows:
	 Up to a 2.00% increase for Chairs and Members whose current daily fee (including any pension contribution) is below the relevant ceiling in the Daily Fee Framework.  Increases are limited to the ceiling of the relevant Band.
	2. Where the 2.00% uprate results in an amount less than a whole pound, then this may be rounded up to the nearest pound.
	3. It is open to the sponsor team to waive any increase (for example, where this would cause problems for the public body in managing its administration costs).
	4. The Daily Fee Framework for 2008-09 is set out in full in Chapter F, paragraph 13.  The ceiling limits are as follows:
	5. Increased daily fee rates will apply from 1 April 2008, or the usual settlement date where later.
	1. Public bodies and sponsor teams should complete the Excel templates to ensure they have included all the information necessary for the Finance Pay Policy team to assess the proposals.  If you have any questions or wish to clarify anything, then please speak to the Finance Pay Policy team.
	2. You must consult the Finance Pay Policy team and obtain Scottish Government approval prior to implementing any proposals relating to the remuneration of Chairs or Members:
	 the annual uprate;
	 any revision or change to the remuneration package:
	o the daily fee;
	o the introduction of, or change to, other matters, such as pension arrangements; or
	 any proposals to remunerate Chairs or Members of a new body or the introduction of a daily fee to Chairs or Members of an existing body.
	3. Public bodies must seek approval before advertising or appointing a Chair or Member at a revised daily fee rate and ensure sufficient time to obtain this is built into any timetable.
	4. A Red Amber Green (RAG) rating system for daily fee proposals has been introduced.  The Finance Pay Policy team will assess proposals as Red, Amber or Green.  
	5. The Finance Pay Policy team will rate the annual uprate or any new or revised remuneration arrangements as Green if –
	6. The Finance Pay Policy team will rate the annual uprate or any new or revised remuneration arrangements as Amber if –
	7. The Finance Pay Policy team will rate the annual uprate or any new or revised remuneration arrangements as Red if –
	The proposed annual increase:
	8. If annual uprate proposals are rated as Green, then they may be approved at official level by 1. Scottish Government sponsor Director and 2. Deputy Director of Finance Expenditure Policy.  Either approver may refer approval to the Scottish Government Remuneration Group for any reason.
	9. Any proposals relating to annual uprates referred by officials; Amber proposals; proposals relating to introduction of, or reviews of the daily fees currently paid to Chairs and Members of existing bodies; the banding of a body; the assessment of the band or daily fees of a Chair and Members of a new public body, will require to be approved by the Scottish Government Remuneration Group.  The Group may refer the approval to the portfolio Cabinet Secretary / Minister and the Cabinet Secretary for Finance and Sustainable Growth where they consider there is likely to be significant Ministerial interest.
	10. Any proposal rated as Red cannot be approved.  The public body must revise any such proposals, following advice from the Finance Pay Policy team and resubmit them.
	11. Allow for up to 5 working days for consideration by the Finance Pay Policy team, provided completed Excel templates and, where necessary, a business case are included with proposals.  If the issue is complex and is likely to take longer, then the Finance Pay Policy team will discuss this with the sponsor body and sponsor team.
	12. If the proposals are referred to the Scottish Government Remuneration Group, then these are normally considered at a Remuneration Group meeting.  Referral to Ministers will require further time.
	13. The timescales for approving annual increase proposals rated Green are expected to be no more than two weeks, unless officials refer them to the Scottish Government Remuneration Group for approval.
	14. If the proposals are referred to the Scottish Government Remuneration Group, then these are normally considered at a Remuneration Group meeting.  Referral to Ministers will require further time.
	15. If the approved increases are exceeded this could result in punitive action being taken by the Scottish Government, such as the recovery of any overpayments, the capping of future increases or a governance review of the public body.
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	This is the baseline paybill for all staff in the body’s bargaining unit immediately prior to the settlement date and who are subject to the pay award.  The baseline paybill includes all aspects of remuneration including:
	 Staff salaries; 
	 Allowances and overtime payments;
	 Non-consolidated pot;
	 ERNIC and Employers’ pensions contributions (including mandatory changes). 


	The baseline paybill does not include remuneration for all senior staff who are subject to separate pay awards.
	Actual Paybill
	This is the actual paybill for the staff within the bargaining unit after the pay settlement has been implemented and includes all aspects of remuneration for the staff including:
	 Staff salaries; 
	 Allowances and overtime payments;
	 Non-consolidated bonuses and payments (see below);
	 ERNIC; and Employers’ pensions contributions (including both mandatory changes and increases resulting from the increases in basic pay).


	The actual paybill does not include the remuneration for all senior staff who are subject to separate pay awards 
	 increases to basic salaries from the basic award (the inflation or cost of living increase);
	 increases to basic salaries from progression;
	 increases to minima, maxima  and target rates;
	 consolidated performance payments;
	 the costs of addressing equalities issues;
	 the costs of non-consolidated bonuses and payments (outwith any pot in the baseline paybill); and
	This is the number of staff who received payments from the negotiated settlement.  Staff numbers are presented as full-time equivalents (FTE).
	The paybill per head is calculated by dividing the actual paybill for the specified year by the average staff-in-post (full-time equivalent) for the same year.
	1. Chief Executives, Chairs and Members of Scottish Public Bodies (NDPBs, public corporations, tribunals, advisory committees, etc.) are subject to the Scottish Government’s Public Sector Pay policy for Senior Appointments.  The 2008-09 policy was published, later than usual this year, on 31 October 2008.
	2. Chief Executives are allocated to a Pay Band within the Chief Executive Pay Framework in that Pay policy, based on an evaluation of the weighting of the post.  The base salary and pay range is proposed by the body and agreed by the Scottish Government within that Pay Band in line with the policy.  The Pay Bands (1, 1A, 2 and 3) are similar to those for the SCS, but with a minimum; maximum, Higher Market Reference point and ceiling.  The pay range of a new Chief Executive is expected to lie within the minimum and maximum of the relevant Pay Band; with anything beyond that requiring a robust business case with market evidence.  The policy expectation is that the maximum of any pay range reflects the market rate for that post.  Some Chief Executives may also receive a non-consolidated bonus for exceptional performance.
	3. Chairs and Members are not salaried (they are public appointments, not employees) and are remunerated on a daily fee basis for the days that they work.  The daily fee is agreed by the Scottish Government within the Daily Fee Framework as set out in the Pay policy.  The Daily Fee Framework consists of four Bands (1, 2, 3 and Tribunal bands) based roughly on size (staff / budget) and profile of the body.  
	4. Annual uprates (including approval of bonuses for Chief Executives) or any other change in the remuneration of Chief Executives, Chairs and Members requires Scottish Government approval.  The process for this involves consideration by the Scottish Government Remuneration Group.
	5. In general, staff other than the Chief Executive are covered in the public body’s staff pay remit.
	6. For information, the following table is a list of Chief Executives of Scottish public bodies and their respective pay range minima and maxima (if paid on the basis of a pay range) or salary (if paid on the basis of a spot rate).
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