
 

 APPENDIX 2 
LONDON BOROUGH OF BROMLEY  

 
OUTLINE PROPOSALS FOR A SCHEME OF  

DISCRETIONARY NON-CONSOLIDATED NON-PENSIONABLE 
REWARDS FOR EXCEPTIONAL  PERFORMANCE  

 
 

1. Context 
 
1.1 Reward and recognition is a key theme of the Council’s agreed HR 

Strategy. This includes establishing strong links between performance 
and reward, and celebrating individual and organisational 
achievements.  

 
1.2 The HR Strategy is based on an assumption that all staff come to work 

to do a good job and make a difference. The Council expects high 
standards of performance from staff at all levels, and seeks in return to 
maintain a simple, fair, transparent and affordable pay and reward 
structure that attracts and keeps a skilled and flexible workforce. As 
part of the strategy the Council is committed to developing a scheme 
based on non-consolidated rewards for exceptional performance. 

 
2. Objectives of the Scheme 
 
2.1 The Scheme aims to enhance the Council’s ability to recognise and 

reward exceptional performers, thereby improving the link between 
employees’ remuneration and performance on a local and more 
individualised basis.  

 
2.2 The Scheme offers all staff (except Teachers) the opportunity to be 

considered for a non-consolidated non-pensionable performance 
related reward. It replaces the existing PRP scheme for Management 
Grade staff, and supplements a range of other recognition and reward 
measures as set out in Table 2. 

 
3. Eligibility 
 
3.1 The Scheme is open to all employees except teachers who are 

excluded from the scheme on the basis that their pay is governed by 
statute. 

 
4. Criteria 
 
4.1 In order to be considered for a non-consolidated non-pensionable 

performance related reward the employee will have: 
 
 
 
 



 

 Delivered exceptional/outstanding performance which goes 
well beyond the normal expectations of the role; and 

 

 Sustained a satisfactory attendance and disciplinary 
record. 

 
4.2 In applying the criteria the focus should be on outcomes i.e. what has 

been achieved as distinct from input/effort (e.g. hours worked).The 
scheme also seeks to avoid “double counting” in that it is a condition of 
the scheme that the employee has not and would not more 
appropriately be eligible to receive one of the pay enhancements set 
out in Appendix 1 for the same performance. 

 
5. Amount of Payment  
 
5.1 The value of the rewards needs to be considered, options could be to 

base them on a percentage of basic pay (excluding any enhancements 
for weekends, nights, public holidays, travel etc) with a specified 
minimum amount, or a fixed sum. The  amount payable may vary from 
year to year depending on the number of recipients and organisational 
performance, and may be weighted in favour of frontline staff.  

 
5.2      In order to maximise the amount of money that can be targeted to    

reward performance under this scheme, and to ensure that the value of 
the benefit is not affected by other considerations, it is proposed that 
the nature of the rewards payable under the scheme are non-
pensionable. The options to deliver this objective are currently under 
consideration and include, for example, non-cashable vouchers. 
 

5.3 Rewards payable under this scheme will be liable for tax and national 
insurance contributions in the normal way. 

 
6. Frequency 
 
6.1 Nominations for a reward under this scheme will be considered 

annually by a corporate panel of officers (see section 7 below).  
  

Views are sought as to how this arrangement should be varied for 
school staff 

  
7. Nomination Process 
 
7.1 Nominations should be made to the appropriate Assistant Director by 

line managers or individuals; self nominations are allowed. 
Nominations will be informed by the outcomes of performance 
appraisal, but the scheme does not operate as an integral part of the 
performance appraisal process applicable to all staff. 
 



 

7.2 The nomination should include a supporting statement as to why the 
individual(s) are considered to meet the criteria set out in section 4 
above. 

 
7.3 All nominations will be subject to moderation by the Assistant Director 

with nominees having a right of appeal to the Departmental Chief 
Officer. The Assistant Director will submit the final list of nominations to 
the Assistant Chief Executive (HR) by February each year . 

 
 
8. Decisions   
 
8.1 Staff below Deputy Chief Officer 
 
8.1.1 All nominations will be considered at a Directors’ meeting supported by 

HR. The Directors will be advised by an Officers’ Panel consisting of 
one service representative from each of the Departments, a Chief 
Officer, and an elected staff representative. 

 
8.1.2 The Assistant Director will attend to present his/her nominations to the 

Panel. 
 
8.1.3 The decisions of the Panel will be final. 
 
8.2 Chief Officers and Deputy Chief Officers 

 

8.2.1 Chief Officers will present their nominations to the Chief Executive who 
will consult with the Leader and Portfolio Holders before reaching a 
decision which shall be final. 


