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Most people will be paid within the Zone 1 or Zone 2 parts of the pay range. Over time, in return 

for growing their capability and contributions, people’s pay will normally be increased through the 

pay ranges for Zone 1 and into Zone 2. 

 

 

 

 

The uppermost part of the pay range is Zone 3.  Only a small proportion of 

people will be paid in this part of the pay range, as it is for exceptional 

circumstances. 

Zone 3 exists to help leaders manage business risks such as retention or 

attraction. 

If you’re paid in Zone 3, then you’re being paid above the monetary value 

placed on your role.   

 

Calculation points: 

The calculation point is the rate in each pay grade that is used as the reference level when 

setting the minimum, maximum and pay zone breaks.   

The minimum of the pay range is approximately 80% of the calculation point; and the 

maximum is approximately 120% of the calculation point. 

In the GRS, the calculation point falls approximately in the middle of Zone 2:    
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capability and contributions through the year.  This is because they are being paid below the 

monetary value placed on their role. 

Guide Table: 

During the annual pay review a leader’s focus is on the salary a person is currently being paid 

and consideration then of what level of increase to award, if any.  

To help them think about the level of increase to award, a ‘Guide Table’ tool is provided to 

leaders each year.  For example: 

The Guide Table describes the types of increases might be appropriate for each pay zone; but 

by itself it does not determine what the appropriate increase for any specific person might be.  

The guide does not take account of full set of factors leaders will consider when determining 

what level of pay increase to award e.g. a person’s contributions, growth, pay relativities, 

available funding etc.    

The values in the Guide Table are not ‘default’ or ‘actual’ increases to award; that is not the 

intention of the Guide Table.  The Table is just another input into a leaders’ decision-making 

process and the values it contains are not limits or targets. 

There are no guaranteed pay increases in the GRS.    The Guide Table is provided to everyone 

covered by the GRS so they can see what information has been provided to leaders. 

Finding out about the latest pay ranges and pay review information: 

You can find the current GRS pay range information on the intranet.   Each year the Guide 

Table will also be published on the intranet along with any other annual pay review 

information. 

Checks and balances: 

Leadership teams have regular people-related conversations during the year, where they 

discuss the development and capability of all of their people.  These conversations provide a 

good foundation of information that they can then bring to annual pay review discussions.  

Other checks and balances support the GRS annual pay review to ensure that pay increase 

outcomes are appropriate and well-considered.  A key part of this is leaders discussing, 

challenging and calibrating their colleagues’ thinking during the decision-making process.   

This helps ensure consistency across teams and business groups and includes looking out for 

and managing any unconscious bias in the decision-making process. 

 






