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RECOMMENDATION

The  committee  is  asked  to  approve  a  non-consolidated  pay  award  for 
2012/13 to those employees identified as earning below the 'living wage', by 
awarding eligible employees with a lump sum which will  raise their hourly 
rate to that of £7.30 per hour. The committee is also asked to note that the 
payment will also be made to eligible employees who work within schools, 
subject to the Schools' Forum endorsing the proposal on 3rd July 2012.

Summary

This report outlines the proposal to make a non-consolidated pay award to 
those identified as 'low paid' employees. Details are provided regarding how 
the  'living  wage'  hourly  rate  of  £7.30  per  hour  has  been  used  as  the 
threshold for 'low pay'. The report proposes making a lump sum payment to 
eligible employees which will raise their hourly rate to £7.30 an hour. 

The significant issues in the report are:

● Policy & context.
● The definition of the 'living wage'.
● The rationale of using a 'Living Wage' threshold for defining eligible 

employees.
● Other options that have been considered.
● The costs of the pay award will be met from a reserve set-aside from 



under spend in the 2011/12 budget. The costs for school based 
employees will be met from the dedicated school grant.

1. Policy

1.1 The decision to address the issue of low-pay within the Authority was 
identified as a development priority as part of the Council's Pay Policy 
Statement published in March 2012. This statement is a requirement  
of the Localism Act, whereby the authority must provide information 
regarding the relationship between the highest and lowest paid 
employees. 

2. Consultation

2.1  Internal

Proposals for a non-consolidated pay award have been discussed with 
Single  Status  Trade  Unions.  The  final  proposal  to  make  a  one-off 
payment  increasing an employee's hourly rate to that of £7.30, was 
discussed at the corporate joint consultative committee meeting on 11th 

June.

Feedback  has  been  broadly  positive,  generating  much  discussion 
regarding the definition of 'low pay' and the reasons for rejecting a flat-
rate payment. All of the Trade Unions have expressed support of the 
proposal to make a pay award, including those Teaching Unions who 
attended  the consultation events.

2.2 External

Whilst there has been no external consultation, benchmarking of the 
'Pay Policy Statement' with other Authorities in the South-West region 
have revealed that no other organisation plans to make a similar pay 
award. 

3. Context

3.1 For the purposes of this payment, we have proposed defining 'low 
paid' as those employees who are earning below the 'living wage' 
hourly rate of £7.30 an hour. In terms of Bristol City Council, this means 
that every employee whose contractual pay is below the equivalent of  
BG4 SCP 11 would fall below the 'living wage' threshold. Current 
workforce data indicates that there are 247 Full-Time Equivalent council
employees and 372 Full-Time Equivalent schools' employees who fall  



below this threshold (details included in the financial information in 
Appendix B).

3.2 The Living Wage

i. The concept of a living wage emerged in 2001 with a local co-
operative group of Trade Unions and Community activists known 
as the 'London Foundation'. The Greater London Authority was the 
first public body to begin to pay the 'London Living Wage' in 2006, 
setting up the 'Living Wage Unit', which researches and produces 
a recommended and updated figure each year. The current living 
wage hourly rate for London is £8.30.

ii. Outside of  London (therefore Bristol)  the current  'living wage'  is 
£7.20 per hour (based on a 37.5 hour  week).  For Bristol  City 
Council, based on a 37 hour working week, it would be £7.30 
per hour.

iii. The rate is calculated using a 'minimum income standard' (MIS), 
which takes into account the various costs of living within a given 
area. It is made up of housing costs (Private and Local Authority 
rent), child care costs, the average price of groceries and council 
tax. It also takes into account any entitlement to benefits.

3.3 In terms of benchmarking with other core cities, both Newcastle and 
Leeds City Councils adopted a 'living wage' for employees last year. In 
total, eleven local authorities and several other private sector 
organisations are currently committed to paying the 'Living Wage' rate 
determined by the 'Living Wage Foundation'. Including the Welsh 
Assembly. 5 of 32 London Boroughs currently sign-up to the living 
wage.

3.4 The  decision  to  make  a  non-consolidated  pay  award  reflects  the  
long-term ambition of the council to address 'low pay' in general.  
Various options for a consolidated long-term approach are currently  
being considered. 

4. Proposal

4.1 It is proposed that the Authority move to make a non-consolidated pay 
award to employees earning below the 'living wage' of £7.30 an hour. 
This will include all relevant non-teaching schools' staff. This payment 
will  be  made  as  a  one-off  lump  sum,  and  will  address  the  deficit 
between an employee's current hourly rate and the living wage hourly 
rate. This will be paid on a pro-rata basis for part-time staff.



4.2 Schools' staff will be included in this pay award for 2012/13, subject to 
the 'Schools Forum' endorsing the proposals at their meeting on July 
3rd. A verbal update will be provided at this meeting. 

4.3 Because the payment is non-consolidated it will have no impact upon 
Pension contributions of staff (i.e it is non-pensionable).

4.4 Proposals regarding Apprentices will be brought to the September's HR 
Committee.

4.5 As the proposed payment is non-consolidated, it is consistent with the 
Council's Job Evaluation scheme.

5. Other Options Considered

5.1 An  alternative  classification,  defining  'low-paid'  as  any  employee  
earning below £21,000 per  year  was also considered.  This  amount  
has been identified by central government as the threshold for their  
own non-consolidated pay award this year. Any one-off payment by the 
council  to  employees  earning  under  £21,000  would  therefore  be  
consistent with central government policy. If a payment were awarded 
to individuals earning less than £21,000 (FTE) this would apply to any 
employee on grade BG8 SCP24 and below.

5.2 Based on two possible definitions of 'low-paid' employees, the Authority 
was assumed to have three options in terms of  its  non-consolidated 
payment for 2012/13:

i. Make a payment of £250 to all of those employees who receive 
less  than the 'living wage'  threshold  of  £7.30 per  hour.  This 
would be calculated on a pro-rata basis, and would include all 
contractual  allowances.  This  option  will  cost  the  Council 
£65,182.

ii. Make a one-off 'lump sum' payment to all employees earning 
less than £7.30 an hour which will increase their hourly rate to 
the equivalent of £7.30. This amount would be paid as a lump 
sum, with the amount payable varying between employees. The 
calculation  would  be  inclusive  of  all  contractual  allowances. 
This option will cost the Council £372,378.

iii. Make a payment of £250 to all of those employees who receive 
an hourly rate of less than £10.90, which is the equivalent of 
£21,000 FTE per annum. This would be calculated on a pro-
rata basis, and would include all contractual allowances.  This 
option will cost the Council £475,161.



5.3 Given the fact that the Authority has chosen to use the 'living wage' as a 
benchmark for low-pay, it is considered more equitable to ensure that 
all employees are able to reach this threshold. A standard payment of 
£250 would not be sufficient for some employees to meet this level,  
whilst allowing others to exceed it. 

5.4 The living wage is based upon credible academic assessment of the  
various costs of living, and is  a valid benchmark for addressing issues 
of  wealth  inequality.  In contrast,  the £21,000 threshold identified by  
central government can only be understood in the context of central  
civil  servant pay and a concomitant London-weighting which did not  
represent  local  authority  employees.  For  this  reason,  the  £21,000  
salary threshold should be rejected as an appropriate bench-mark f or  
the Council's pay award.

6.  Risk Assessment

6.1 There  is  a  risk  that  the  trade  unions  will  oppose  some/all  of  the  
proposals.  This will be mitigated by ensuring that all proposed 
payments are consulted upon in the council's formal TU fora, and that 
continued communication takes place with TU representatives where  
appropriate.

6.2 Poor management of expectations  amongst  staff  may  increase  
disaffection for those ineligible for the award. This will be mitigated by 
issuing targeted communication to affected employees, accompanied  
by a general message to the workforce as a whole outlining  a  clear  
rationale for the pay award and the threshold for payment.

6.3 The payment of a lump-sum may adversely effect individual employee's 
benefit status, leaving them materially less well-off. This will be
mitigated by sign-posting affected employees to relevant support 
mechanisms and contact information for benefits advice services. The 
content of this communication will be developed in partnership with 
Trade Unions.

6.4 There is a risk that The Schools' Forum will reject the proposal, 
resulting in certain sections of the workforce being excluded from the 
payment. This risk has already been mitigated against by securing 
informal agreement with School's forum members prior to final decision-
making.



7. Public Sector Equality Duties

7a) Before making a decision, section 149 Equality Act 2010 requires that 
each decision-maker considers the need to promote equality for 
persons with the following “protected characteristics”: age, disability, 
gender reassignment, pregnancy and maternity, race, religion or belief, 
sex, sexual orientation. Each decision-maker must, therefore, have due 
regard to the need to:

i) Eliminate discrimination, harassment, victimisation and any other 
conduct prohibited under the Equality Act 2010.

ii) Advance equality of opportunity between persons who share a 
relevant protected characteristic and those who do not share it. 
This involves having due regard, in particular, to the need to -

- remove or minimise disadvantage suffered by persons who share 
a relevant protected characteristic;

- take steps to meet the needs of persons who share a relevant 
protected characteristic that are different from the needs of people 
who do not share it (in relation to disabled people, this includes, in 
particular, steps to take account of disabled persons' disabilities);

- encourage persons who share a protected characteristic to 
participate in public life or in any other activity in which 
participation by such persons is disproportionately low.

iii) Foster good relations between persons who share a relevant 
protected characteristic and those who do not share it. This 
involves having due regard, in particular, to the need to –
- tackle prejudice; and
- promote understanding.

7b) A full Equality Impact Assessment of making the pay award has been 
undertaken and is included as an Appendix. 



Legal and Resource Implications

Legal

The Report recommends a one-off lump sum payment to employees to 
raise their hourly rate to £7.30 per hour during 2012/13. The Council 
should ensure that the criteria for this payment is clearly identified and 
applied equally to all affected employees.

(Legal advice provided by Husinara Jones for Head of Legal 
Services)

Financial

(a) Revenue

The cost within this cost have already been allowed for within the 
Council's 2012/13 budget.

(b) Capital

No capital implications.

(Advice provided by Graham Friday, Corporate Finance Manager)

Financial Implications for Schools:

The Schools Forum has agreed 'in principle' to replicate the agreement 
made for council staff. Any arrangement would have to cover maintained 
schools and academies because the cost will be funded by the 
contingency underspend in the DSG brought forward from 2011/12. It is 
not possible  to  calculate an accurate figure at this stage because some 
schools and all academies do not use Bristol's payroll. The estimated 
cost will be £700k based on those schools using payroll. 

(Advice provided by Geraldine Mead - CYPS Finance Partner)

Land:

Not Applicable



Personnel

The pay award will have a significant impact upon eligible staff. Targeted 
communication will be produced, with individual letters sent to the 
employees concerned. These letters will also sign-post employees to 
relevant support services in the event that the one-off payment adversely 
impacts upon their benefit status. Consideration will also be given to 
those employees who are ineligible for the pay award, but whose job 
evaluation and level of pay differential from those below £7.30  will be 
eroded as a consequence of this payment. Communication activity will 
be developed to fully rationalise the chosen threshold and manage the 
concerns of those employees affected.

Appendices:

Appendix A Equalities Impact Assessment
Appendix B Financial costing report.

LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers:

None

 



Bristol City Council Equality Impact Assessment Form 

Name of policy, project, service, contract, review or strategy being 
assessed (from now on called ‘the proposal’)

Non-consolidated pay award - Living wage

Directorate and Service: Corporate Services and Corporate HR
Lead officer: Mark Williams, Corporate HR Manager
Additional people completing the form (including job title): 
Jon Brookes - HR Graduate
Start date for EqIA: 15th June 2012
Estimated completion date: 27th June 2012

Step 1 – Use the following checklist to consider whether the 
proposal requires an EqIA
1.  What is the purpose of the proposal?
Please summarise what is planned.

To make a pay award for 2012/13 to all of those employees who currently earn 
below a 'living wage' threshold of £7.30 an hour. The award will be made as a lump 
sum, which will raise an individual's hourly rate to this level. Each eligible employee 
will therefore receive a different amount depending upon their current contractual 
arrangements. 

The payment will be pro-rata for part-time employees and will not have any effect 
upon their pension contributions. The payment will be made to relevant schools staff 
as well, subject to agreement by the schools forum on July 3rd 2012. It is anticipated 
that the payment be awarded in October 2012.

High Medium Low
2. Could this be relevant to our public 
sector equality duty to:

a) Promote equality of opportunity

b) Eliminate discrimination

c) Promote good relations between 
different equalities communities?

X

X

X

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects

1
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If you have answered ‘low relevance’ to question 2, please describe 
your reasons

As the payment aims to address the issue of low pay, it is assumed to have a 
positive impact in terms of pay discrimination and the over representation of 
(specifically) women and young people in low-paid occupations. As a remuneration 
activity it is not assumed to promote or further relationships between Equalities 
Communities, but equally it is not assumed to have a negative effect either.  

3. Could the proposal have a positive effect on equalities communities?

The proposed payment is specifically targeted at those employees who earn less 
than a living wage hourly rate. As such, the payment is intended to have a positive 
impact on Equalities communities, specifically in terms of the protected 
characteristics of  gender and age. Both women and those employees aged 16-24 
are over represented in terms of the employee group due to receive the payment. 
The payment is intended to address the issue of low pay and should therefore have 
a positive impact upon Equalities groups in the short term due to the over-
representation of equality groups in the least affluent sections of the city. The 
payment seeks to reward those employees in the lowest paid occupations, 
increasing motivation, reducing sickness and increasing productivity.

4. Could the proposal have a negative effect on equalities communities?

Possibly. There is no anticipated negative effect upon Equalities communities. 
However, given the profile of the employee group affected, it could be argued that 
the payment will have a potentially negative effect upon male employees and those 
between the ages of 24-65, because these groups are not represented in proportion 
to the workforce as a whole. However, as the proposal aims to raise every 
employee to a living wage rate, (and no further) those who do not receive this are 
not losing out, they simply already receive this rate of pay.

Please describe your initial thoughts as to the proposal’s negative 
impact:

The effect upon equalities communities is considered to be widely positive. 
Specifically there is a high percentage of female and 'younger' staff in the group of 
employees who will receive the payment, and should be considered progressive in 
its attempts to mitigate an existing pay inequality. The effect upon male/older 
employees is considered negligible given the potential benefits of the payment.

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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Step 2 Describe the Proposal
2.1 Briefly describe the proposal and its aims?

What are the main activities, whose needs is it designed to 
meet, etc.

It is proposed that the Authority make a pay award to employees earning 
below the 'living wage' hourly rate of £7.30 an hour. This will include all 
relevant non-teaching schools' staff. This payment will be made as a one-
off lump sum, and will address the deficit between an employee's current 
hourly rate and the living wage hourly rate. This will be paid on a pro-rata 
basis for part-time staff.

The decision to make a non-consolidated pay award reflects the long-term 
aim of the council to address 'low pay' in general. Various options for a 
consolidated long-term approach are currently being considered. But until 
a long-term solution is developed, the decision has been made to make a 
one-off payment in the meantime.

For the purposes of  this payment,  we have defined 'low paid'  as those 
employees who are earning below the 'living wage' hourly rate of £7.30 an 
hour.  In  terms of  Bristol  City  Council,  this  means  that  every  employee 
whose contractual pay is below the equivalent of BG4 SCP 11 would fall 
below the threshold.

The concept of a living wage emerged in 2001 with a local co-operative 
group  of  Trade  Unions  and  community  activists  in  London.  Outside  of 
London (therefore Bristol) the current 'living wage' is £7.20 per hour (based 
on a 37.5 hour week). For Bristol City Council, based on a 37 hour working 
week, it would be £7.30 per hour.

The rate is calculated using a 'minimum income standard'  (MIS),  which 
takes into account the various costs of living within a given area. It is made 
up of housing costs (Private and Local Authority rent), child care costs, the 
average price of groceries and council tax. It also takes into account any 
entitlement to benefits.

2.2 If there is more than one service* affected, please list these:

Affects all service areas, as there are eligible employees in each 
directorate.

2.3 Which staff or teams will carry out this proposal?

Corporate HR, Employee Life-Cycle, Payroll.

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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Step 3 Current position: What information and data by equalities 
community do you have on service uptake, service 
satisfaction, service outcomes, or your workforce (if 
relevant)?

3.1 Using data from the Workforce Diversity Statistics (non LMS), 30th Septem-
ber 2011, it showed that:

Gender
• 62.86% of employees within BCC are female

Ethnicity
• 8.48% of employees within BCC are BME

Disability
• 5.82% of employees within BCC are disabled

Age
16-24 years

• 3.41% of employees within BCC are aged between 16-24 years

25-49 years
• 55.3% of employees within BCC are aged between 25-49 years

50-64 years
• 38.3% of employees within BCC are aged between 50-64 years

65 years or over
 3% of employees within BCC are aged 65 years or over 

Religion and Belief
 31.8% of employees within BCC have declared that they have a 

Sexual Orientation
Heterosexual

 40.7% of employees within BCC have declared that they are hetero-
sexual 

LGB
 1.7% of employees within BCC have declared that they are LGB

Transgender
 Currently we do not have any data recorded for Transgender 
regarding pay, but in the July 2011 staff survey 18 employees identified 
themselves as Transgender.

3.2 Then compare to the relevant benchmark (eg. the % of 
people from each community who use your services* with 
the % of people within the relevant equalities community 
who live in your local area or in the city of Bristol). 

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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N/A

3.3 Evaluate what the data in 3.1 & 3.2 tells you about how the 
current position affects people from equalities communities 
(see Guidance for further information and examples).  

Please refer to Section 5.

Please note, your evaluation in 3.3 will be built upon in Step 5 where you 
will set out what you plan to do to address any issues for equalities 
communities

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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Step 4 Ensure adequate consultation is carried out on the proposal 
and that all relevant information is considered and included 
in the EqIA 

4.1 Describe any consultations that have taken place on the 
proposal. Please include information on when you 
consulted, how many people attended, and what each 
equalities community had to say (& provide a web link to 
the detailed consultation if possible). 

Consultation has taken place with Trade Unions during the Corporate Joint 
Consultative Committee (CJCC) meetings in June and July. The proposal 
was discussed with elected members at the HR committee on the 5th July, 
and with the Schools' Forum on the 3rd July.

CJCC meeting 11th June 2012

During the policy meeting, there was  an expression of broad support for 
the proposed payment. The following note was recorded of the Trade Union 
response:

Wendy Weston (GMB) - Welcome the pay award but need an accurate 
picture of the timescales involved as the payment may effect employee 
benefits status. Trade Unions would like to help develop the 
communications so that employees concerned can be adequately sign-
posted to advice services.

HR Committee - 1st June 2012

During the HR committee on the 1st June, GMB, Unite and Unison 
submitted written feedback on the pay award as part of the wider  'Reward 
element' of the 'People Programme':

UNISON submission:

Unison support Bristol City Council’s (BCC) attempts to address the low pay 
issue in the authority, but this must not be at the expense of other workers. 
There are many working within the council who experience poverty whilst 
providing services to their community. With reductions in allowances and many 
employees under the threat of redundancy or down grading, this is having a 
negative effect on families in Bristol; and therefore the local economy. This is 
further augmented by cuts to welfare benefits, and increase in prices, and 
VAT. 

Many working families are finding life very difficult in our city. We fully support 
BCC finally paying the £250 promised to the very low paid by the last 
government. We also fully support the recognition that many employees do not 
earn a living wage, and moves to address this. Every child does matter, and 
this should include BCC employees’ children. There are 777 employees whose 
hourly rate is less that £7 and this has been acknowledged. However, many 
will lose out with changes to the working family tax credits, and the increase in 

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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Step 4 Ensure adequate consultation is carried out on the proposal 
and that all relevant information is considered and included 
in the EqIA 
hours needed to get the benefit, from 16-24 hours. We urge the committee to 
put into place measures which will protect as many low paid workers as 
possible from being disadvantaged by these changes in the arrangements for 
tax credits. 

We would also like to see efforts to roll this out in schools. We understand the 
complexities of the relationship between the authority, and locally managed 
schools. However, there are many low paid employees in the school support 
staff teams. These are probably some of the lowest paid employees in our city. 
We as an authority could convince those on the school forum and boards of 
governors that living wage for those in schools would be good for the local 
community and economy. 

GMB submission:

The GMB is fully supportive of any low paid staff receiving a one off payment 
but are still unclear who will qualify and how much this payment is likely to be 
and thank the Council for confirming this is in no way trying to undermine the 
National Negotiating Body. 

The impact to consolidate this would need to have the points to pay structure 
of the GLPC Job Evaluation Scheme reworked to ensure this fitted within the 
scheme. 

If the City Council is looking to reduce our members pay in order to finance 
one off payments to low paid workers – many of whom work over a weekend 
and currently receive weekend enhancements then it has sunk very low! 

We note with interest the proposal to increase the pay bands and would 
support any increase in the low graded posts – something we raised at the 
time when these job bands were being agreed in 2000/2001. 
The GMB is totally opposed to any performance related pay and we will 
continue to do so. 

When the Administration first announced a ‘one-off’ payment for all those 
workers earning below the ‘living wage’ the GMB stated they fully supported 
this initiative providing it did not undermine the national negotiating body and it 
was not just a ‘publicity’ stunt. However, now seeing the proposals set out to 
this committee the GMB are concerned this ‘one off payment’ is in fact an 
opportunity to attack many of our members existing terms and conditions and 
change from an annual increment structure to a fully working performance 
related pay structure. 

The GMB would therefore urge the Council to proceed with caution if this is 
their intention. 

HR committee 5th July -

To follow

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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Step 4 Ensure adequate consultation is carried out on the proposal 
and that all relevant information is considered and included 
in the EqIA 
Schools Forum 3rd July -

To follow
4.2 Please include when and how the outcome of the 

consultation was fed back to the people whom you 
consulted.

All of the concerns/issues raised have been directly addressed via email / 
other correspondence, answered during the meeting in which they were 
raised or answered in subsequent meetings of the same groups.

Please note details of the consultation findings in 4.1 will be built upon in 
Step 5 where you will set out what you plan to do to address any issues for 
equalities communities.

Step 5 Giving due regard to the impact of your proposal on 
equalities communities 

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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Possible Impact on Equalities 
Communities, whether or not you 
will address the impact

Actions to be included in the 
proposal

Age

16-24 years
3.41% of employees within BCC are aged 
between 16-24 years.

6.41% of those receiving the payment are 
aged between 16-24 years.

25-49 years
55.3% of employees within BCC are aged 
between 25-49 years.

59.45% of those receiving the payment are 
aged between 25-49 years.

50-64 years
38.3% of employees within BCC are aged 
between 50-64 years.

28.11% of those receiving the payment are 
aged between 50-64 years.

65 years or over
3% of employees within BCC are aged 65 
years or over. 

6.04% of those receiving the payment are 
aged over 65 years.

 
There is approximately double the 
percentage of  these ages represented in 
the employee group receiving the pay 
award. However, because the payment 
addresses an existing pay inequality for 
these particular age groups, it is not 
considered to have a negative impact. 
Regardless of this, the proposal will be 
taken to the Corporate Equalities Group in 
July for further consultation.

Disability

5.82% of employees within BCC are 
disabled. 

Only 1.66% of those employees receiving 
the pay award are disabled, which is less 
than the workforce profile as a whole.

The effect is not considered to be 
statistically significant. Clear explanation 
will be given regarding the rationale of the 
payment and the reasons for the disparity 
between disabled and non-disabled staff.

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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Possible Impact on Equalities 
Communities, whether or not you 
will address the impact

Actions to be included in the 
proposal

Ethnicity

8.48% of employees within BCC are BME. 
In terms of the pay award, 8.06% of affected 
employees are BME, which is broadly con-
sistent with the general employee profile. 

The payment is adjudged to effect BME and 
non-BME staff equally.

Gender

62.86% of BCC employees are female.
Of those employees earning below £7.30 
per hour, the vast majority are female. 
Analysis shows that 86% of those due to 
receive this pay award are women, rising to 
94% when considering schools in isolation.

 

Effective communication to staff and 
managers outlining the rationale for the 
payment will be developed, and an 
explanation that women are 
disproportionately represented in these 
areas of low-pay. 

Pregnancy & maternity

N/A N/A

Religion and belief

31.8% of employees within BCC have 
declared that they have a religion or belief. 

Only 15% of those staff receiving this pay 
award are registered as having declared a 
particular religion or faith. This is 
significantly lower than the overall workforce 
profile. 

Disparity in the number of staff receiving the 
pay award and who have registered a 
specific faith and those who have not, is - 
again - due to the profile of the effected 
work group. The only mitigation offered will 
be clear communication to those employees 
not receiving the payment, that this is a 
consequence of the specific demographic of 
the affected work group. 

Sexual orientation

1.7% of employees within BCC have de-
clared that they are LGB. Only 0.37% of 
those employees receiving the pay award 
have declared that they are LGB.

Consultation and clarification of why this 
disparity exists. 
 

Transgender
No data currently available No action

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects
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5.2 Next Steps

In the table above you have identified ‘actions to be included in the proposal’. 
Some of these will be in-hand (already acknowledged and mitigating actions 
are underway) but some may be new. 

• Attendance/discussion at the following meetings:

i. Corporate Equalities Group - 25th July 2-4pm
 

Step 6 Meeting the aims of the public sector equality duty
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Step 6 Meeting the aims of the public sector equality duty
6.1 Describe how, in completing steps 1-5, you have given due 

regard to the three aims of the public sector equality duty 
(a-c above).

The EqIA has identified that there is a higher than average percentage of 
female employees within the council who earn less than £7.30 per hour, as 
well as a disproportionate amount of 16-24 year old staff. The payment is 
seen as progressive in addressing a pay inequality.

Bearing this in mind, a comprehensive set of communications is being 
developed to manage the expectations of those staff who are in low paid 
positions but who will not receive the payment. For example, each 
affected individual will receive a letter detailing the circumstances and level 
of payment that they will be receiving, alongside a targeted set of 
communications for managers.

Comprehensive guidance and FAQs will be produced for employees and 
sessions will be held with the management staff of those areas where there 
is a significant concentration of staff.

Services* is used as a shorthand for services, strategies, policies, procedures, contracts, reviews, 
programmes or projects

1



Step 7 Monitoring arrangements
7.1 If your proposal is agreed, how do you plan to measure 

whether it has achieved its aims as described in 2.1. Please 
include how you will ensure you measure its actual impact 
on equalities communities? 

The financial effect of making the pay award is known beforehand, as we 
have a detailed breakdown of the costs and levels of payment to each 
individual.

Step 8 Publish your EqIA
8.1 Ensure the EqIA is signed off by a Service Director and the 

directorate equalities officer.

Signed:

Service Director:

Date:

8.2 Can this EqIA can be published on the web. 

Yes

Contact Communications and Marketing Team or your directorate 
equalities officer to arrange to publish the equalities impact assessment 
on the Equality and Diversity web pages. 

Thank you for completing this document. We hope you found it useful to 
improve the overall quality of your proposal.   

If you have any feedback on this process please contact the corporate 
equalities team at equalities.team@bristol.gov.uk 

Directorate Equalities Contacts

Children and Young People Services – Su Coombes

City Development – Jane Hamill

Health and Social care – Jan Youngs
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Human Resources – Jo McDonald

Neighbourhoods – Simon Nelson & Anneke van Eijkern

Corporate Resources – Anne James & Joanna Roberts
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Living wage options

Data

Department

Children Young People and Skills 19 29,767 4,904 204 52,889 

Corporate Services 137 229,766 34,400 456 118,969 

Health and Social Care 55 46,736 13,940 533 138,635 

Neighbourhoods and City Development 47 66,109 11,938 483 125,768 

Neighbourhoods HRA  -  - 0 147 38,900 

258 372,378 65,182 1,823 475,161 

Schools 361 551,769 90,830 1,329 343,025 

Grand Total 619 924,147 156,012 3,151 818,186 

Notes

3. Hourly rates used in the calculation is inclusive of contractual allowances (estimated by the HR systems team)

Schools \ 
Non-schools

 FTE 
below 

£7.30/hr

 Annual 
increase 

to £7.30/hr 
(includes 
on-costs)

 £250 for 
those on 
less than 
£7.30/hr 
(includes 
on-costs)

 FTE 
below 

£10.90/hr 
(£21,000 

PA)

 £250 for 
those on 
less than 
£10.90/hr 
(includes 
on-costs)

Non-schools

Non-schools Total

1. Headcount cannot be calculated due to multiple employments in the data

2. £250 to individuals is pro-rata based on hours

4. Excludes superannuation as the payment will be non-pensionable
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