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ii. Backdating the Surrey Pay award. 

The Surrey Pay award is effective from 1 April each year, where the pay award is agreed 
and implemented after 1 April it will not normally be retrospectively applied to anyone 
who has left the council’s employment between the effective date of the award and the 
agreement date, (i.e. the date that any collective agreement with the trade unions is 
signed or in the absence of a collective agreement, the date of PPDC approval to 
implement). 
 
The  exception to this process normally only applies to  employees who leave due to 
compulsory redundancy and their leaving date is between the effective date of the award 
and the agreement date. These employees will receive arrears of pay for this period 
upon request to the Council [although, employees will not be entitled to a recalculation of 
redundancy pay based on the post pay award rates of pay].  However, due to the 
configuration of the MySurrey payroll system, for 2024 the Surrey Pay award, will be 
backdated to 1 April 2024 and paid to all employees irrespective of whether people have 
left our employment in the period 1 April to 8 May 2024.   
 
The  practice of not paying arrears to staff who leave prior to the pay award being agreed 
will resume in 2025.  

 
 

4. Definitions 
For the purpose of this Pay Policy Statement the following definitions will apply: 
 
i. Lowest paid employees 

Surrey County Council defines its lowest paid employees as those who are paid on the 
lowest Surrey Pay grade, PS 1/2. As of 1 April 2024, this equates to  £22,599 per annum 

https://www.surreyi.gov.uk/dataset?q=pay%20multiple
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To continue this commitment, and in line with the Local Government Transparency Code 2014, 
the Council has published details of salaries paid to senior staff on its website. This information 
is updated on an annual basis and covers senior positions with annual salaries of £50,000 and 
above.  
 
In addition, the ‘pay multiple’ will be calculated each year and will be published on the County 
Council’s website. Historical information will be retained in order to monitor the pay multiple 
over time. 

 
 

6. Equal Pay 
The Council is committed to ensuring that its employment policies and practices comply with the 
requirements of the  Equality Act 2010. This includes the application of a robust job evaluation 
process to ensure that all staff receive equal pay for work of equal value. 
 
i. Grading Structure 

The allocation of Surrey Pay grades to jobs is determined by (HAY) job evaluation or in 
accordance with a job family underpinned by (HAY) job evaluation. The Surrey Pay 
grading structure covers all jobs from the lowest grade to Chief Officers, including the 
Chief Executive, on the highest grade.  
 

ii       Remuneration on Appointment 
                 Newly appointed or promoted staff are normally appointed to the minimum salary on a 

grade unless there is clear business reason to appoint at a higher salary within the grade 
range.  
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i. Surrey Pay staff 

Surrey Pay comprises pay grades  PS1/2 to PS14 and pay grades for senior managers 
PS15 to Chief Executive.  
 
Surrey Pay roles are aligned to a defined pay model as follows: 
 

¶ Spot Salary Pay model 

¶ Job Family Pay Model 

¶ Career Pay Model 

¶ Leadership Pay Model 
 

Surrey Pay is reviewed annually to come into effect from 1 April each year and staff will 
progress through the fixed pay points for their grade until the maximum of the grade is 
reached.  
 
Any increases to the pay points for Surrey Pay grades PS1/2 to PS14 as part of the 
annual pay review will take into account the NJC pay award for local government 
employees.  

 
Annual individual pay progression will be subject to: 
 

¶ Staff being in post at their current grade level on 1 October (or the first working 
day of the week) in the previous year. Staff appointed between October and 
March will receive their first increment after six months in role and will then fall in 
line with the April annual review. 
 

¶ Performance in the role, and 
 

¶ Scope being available within the individual pay grade until the top of the grade is 
reached.  

 
Employees subject to career grade schemes will progress in line with the arrangements 
for that position. 

 
ii. Apprentices 

Apprenticeship pay is  aligned to the main Surrey Pay rates as follows: 
 

¶ The salary for level 2/3 apprenticeships is  equivalent to the starting salary in 
grade PS1/2 in year one, rising to the minimum pay point for PS3  in year two.  
 

¶ The salary for level 4/5  apprenticeships is equivalent to the starting salary for  
grade PS3.  

 

¶ Apprenticeships at level 6 and above will be paid the rate for the role as 
evaluated. 

 

 
iii. Former Buckinghamshire County Council Trading Standards staff  

On 1 April 2015, staff from Buckinghamshire County Council’s Trading Standards 
Service were transferred into the employment of Surrey County Council under the 
Transfer of Undertakings Protection of Employment Regulations.  
 



https://www.gov.uk/topic/schools-colleges-childrens-services/school-careers-employment
https://www.gov.uk/government/publications/school-teachers-pay-and-conditions
http://www.local.gov.uk/
/jobs/why-work-for-surrey/mybenefits-exclusive-for-surrey-county-council-staff/work-and-education-staff-benefits/local-offers-and-discounts-for-surrey-staff
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ii. Additional Payments  
In order to ensure sufficient flexibility to reward staff who are undertaking additional 
responsibilities the Council’s reward policy provides for acting-up payments or a one-off 
honorarium payment to be made in specific circumstances. 

 
The definition of honoraria payments  includes the ability to apply a financial recognition 
payment of up to £1,000 per person per annum in order to reward: 
 

¶ excellent, exceptional achievement over a sustained period, or throughout the year in 
which performance is being assessed 

 

¶ excellent exceptional achievement for a particular task or project 
 

¶ innovation that significantly enhances productivity or that notably contributes to 
organisational effectiveness 

 
The decision to award a recognition payment to a Chief Officer is taken by the Chief 
Executive and in the case of the Chief Executive, the Leader of the Council. 
 
For employees required to be on-call, the Council operates a corporate on-call scheme 
up to Surrey Pay grade PS13. Payments are either processed monthly or on an ad-hoc 
basis depending on the requirement to be on-call. Additional hours and overtime are paid 
at plain time, and an allowance is paid per shift to employees who are required to “sleep 
in” on the premises as part of their duties. Details of these provisions are set out in the 
Councils Reward Policy.  
 

iii. Unsocial hours payment 
Payments for working unsocial hours are paid to the LGV Engineering Technicians (on 
Surrey Pay grade PS8) who
efficient running of the Fire and Rescue Service.  
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https://www.teacherspensions.co.uk/
https://www.teacherspensions.co.uk/
https://www.surreypensionfund.org/
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12. Salary Protection 
Details of the Council’s salary protection provisions that apply to employees who are 
redeployed into a new post as a result of organisational change can be found in the Council’s 
Managing Reorganisations & Restructures Policy. The provisions relating to safeguarding (pay 
protection) set out in the School Teachers Pay and Conditions Document (STPCD) apply to 
centrally employed teachers. Other Council employees are eligible to receive salary protection 
for a period of up to one year if they are redeployed into a lower-graded post, with the amount 
of protection depending on the difference between the grades of their former job and new job. 

 
 

13. Early Retirement and Severance  
The Council’s terms for granting redundancy or severance, including access to benefits under 
the Local Government and Teachers’ Pension Schemes, are the same for all staff on Surrey 
Pay contracts including Chief Officers, as well as for teachers working in maintained schools 
across Surrey.  
 
In cases of redundancy, an employee will not be entitled to a redundancy payment or a 
severance payment if, before leaving the Council, they accept an offer of employment with 
another local authority or associated employer contained in the Redundancy Payments 
(Modification) Order 1999 and commence the new employment within four weeks of their last 
day of service as the employment would be deemed to be continuous. 

 
Normally the council will not re-employ or re-engage employees who have been made 
redundant with an enhanced severance payment for a period of 12 months following their 
leaving date. However, in exceptional circumstances and subject to a business case and Chief 
Officer approval, the council may re-employ employees. Re-engagement includes contracts of 
employment, consultancy arrangements or through an agency.  

 
 

14. Termination of Employment of Chief Officer 
Any compensation payments made to Chief Officers and Deputy Chief Officers on ceasing to hold 
office or to be employed by the authority will be made on the same basis as any other employee 
in line with the council’s Early Retirement and Severance policies. 
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Career Pay Grades 

 
Table 2: Social Wellbeing – effective from 1 April 2024 

Social Wellbeing 
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Table 5: Lawyers Career Scheme – effective from 1 April 2024 

Job Family  Pay Model Grade Name Pay Point Salary 

Business Function Career Pay Model 

PS10L 
Point 1 £45,680 

Point 2 £47,485 

PS11L 

Point 1 £52,047 
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Table 9: Apprenticeship and internship pay rates – effective from 1 April 2024 

  

Apprenticeship Level Year Annual Salary Apprenticeship 
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Table 10: Surrey Adult Learning Tutors:  1 January 2024 – 31 August 2024 

Role Level 
Surrey Grade 
equivalent 

Surrey Adult 
Learning  
Tutor Grade 

Basic 
Hourly 
Rate 

Total incl. 
hourly rate & 
preparation 
allowance1 

Total Hourly Rate Inclusive of Holiday Pay2 

Less than 2 
years service 

 
(15%) 

More than 2, 
and less than 5 
years service 

(16%) 

More than 5 
years service 

 
(17%) 

Adult Learning Standard (ALS) 
Community courses which are 
non-qualification based 

PS7 

ALS A 




