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RECOMMENDATION 

That the Committee recommends the 2015/16 Pay Policy Statement to the 
Full Council. 

 
Summary 
 

The purpose of this report is to consider and recommend to the Full Council 
the Council’s Pay Policy Statement for 2015/16.  The Localism Act 2011 
requires local authorities to agree and publish a pay policy statement 
annually before the start of the financial year to which the statement relates. 
 
The significant issues in the report are: 
 

• None: the adoption of a pay policy statement is required by law. 
 
 
Policy 
 
1. The Localism Act 2011 requires local authorities to agree and publish a 

pay policy statement annually before the start of the financial year to 
which the statement relates. 

 
Consultation 
 
2. Internal 



 
None. 

 
3. External 

 
None. 

 
4. Context 

 
The draft Pay Policy Statement for 2015/16 is attached to this report.  
Though leaner than the statements published by the Council in previous 
years, it fully complies with the requirements of the Localism Act 2011, 
and guidance issued under that Act. 

 
5. Proposal 

 
That the Committee recommends the 2015/16 Pay Policy Statement to 
the Full Council. 
 

6. Other Options Considered 
 

None. 
 
7. Risk Assessment 
 

The Localism Act 2011 requires local authorities to agree and publish a 
pay policy statement annually before the start of the financial year to 
which the statement relates. 

 
Public Sector Equality Duties 
 
8a) 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. 

8b)  The attached largely reflects the Council’s existing policy, which will 
have been the subject of previous equality impact assessments and 
equal pay audits. 

 
Legal and Resource Implications 
 

Legal 
 
This report sets out the Council’s position on pay in accordance with the 
legal obligations contained in section 22 of the Localism Act 2011. 
  
The approval and adoption of this Pay Policy Statement accords with the 
Council's pay policy which has already been assessed for any adverse 
impact on those with a 'protected characteristic' (as defined in the 
Equality Act 2010). 
 
(Legal advice provided by Shahzia Daya, Service Manager (Legal) 
and Deputy Monitoring Officer) 
 
Financial 
(a) Revenue 
 
None sought as the attached is a statement of the Council’s existing 
policy. 
 
(b) Capital 
 
Not applicable. 
 
Land 
 
Not applicable. 
 



Personnel 
 
None.  
 

Appendices: 
 
Appendix A: Draft 2015/16 Pay Policy Statement 
Appendix B: Salary details of the Council’s chief officers 
 
LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985 
Background Papers: 
 
None. 

 



           Appendix A 
Bristol City Council 

 
2015/16 Pay Policy Statement 

 
 
1. Introduction 

 
1.1. This Statement is prepared and published in line with the Localism Act 2011.  It 

was approved by the Full Council on 17 March 2015. 
 

1.2. The Statement sets out the authority’s policies relating to the: 
 

1.2.1. Remuneration of its chief officers, 
 

1.2.2. Remuneration of its lowest-paid employees, 
 

1.2.3. Relationship between the remuneration of its chief officers and the 
remuneration of its employees who are not chief officers. 

 
1.3. The Localism Act 2011 does not apply to schools.  Therefore, this Statement 

excludes the Council’s employees in schools. 
 
2. Equal pay 

 
2.1. In determining the remuneration of all of its employees, the Council will comply with 

all relevant employment legislation.  This includes, but is not limited to, the Equality 
Act 2010, the Part Time Employment (Prevention of Less Favourable Treatment) 
Regulations 2000, The Agency Workers Regulations 2010 and, where relevant, the 
Transfer of Undertakings (Protection of Employment) Regulations. 
 

2.2. With regard to the equal pay provisions contained within the Equality Act, the 
Council seeks to ensure there is no pay discrimination within its pay structures, and 
that all pay differentials can be objectively justified through the use of equality-
proofed job evaluation mechanisms, which directly relate salaries to the 
requirements, demands and responsibilities of the role. 

 
3. Pay policy 
 

3.1. It is essential that the Council attracts sufficiently talented and committed people to 
lead and deliver its services.  At the same time, the Council must balance this 
against the need to ensure value for money in respect of the use of public funds. 

 
4. Pay structure 

 
4.1. The vast majority of the Council’s employees are employed on contracts that are 

subject to the agreements (including pay awards) of the National Joint Council for 
Local Government Services.  The jobs of these employees are analysed using the 
Greater London Provincial Council Scheme and are graded in line with the 
Council’s Single Status pay structure, which has 18 grades (Bristol Grade 1 being 
the lowest; Bristol Grade 18 being the highest).  There are a number of points 
(known as Spinal Column Points) within each grade.  Normally, employees 



progress from one point to the next on 01 April each year until they reach the 
maximum point of their grade.  The basic full-time salary of Bristol Grade 1 is 
£13,500 per year.  This will increase to £13,614 per year with effect from 01 
October 2015.  The basic full-time salary of the highest point of Bristol Grade 18 is 
£61,394 per year.  A monthly, pensionable Living Wage Supplement is paid to 
employees who would otherwise be paid less than £7.85 per hour. 
 

4.2. The Council also employs staff on the following national arrangements: 
 
4.2.1. Joint Negotiating Committee for Chief Executives (in respect of the City 

Director) 
 

4.2.2. Joint Negotiating Committee for Chief Officers (in respect of Strategic 
Directors and Service Directors) 

 
4.2.3. Joint Negotiating Committee for Youth and Community Workers 
 
4.2.4. Craft Workers National Agreement 
 
4.2.5. Soulbury Agreement 
 
4.2.6. School Teachers’ Pay and Conditions Document 
 
4.2.7. Agenda for Change (in respect of public health professionals and 

occupational health nurses) 
 
4.2.8. NHS Consultant Contracts (in respect of consultants in public health) 
 

5. Remuneration for chief officers 
 
5.1. City Director (Head of Paid Service) 

 
5.1.1. The City Director is paid a spot salary of £160,000 per year. 

 
5.2. Strategic Directors and Service Directors 

 
5.2.1. The grades of these posts are determined through the Hay job evaluation 

scheme, which uses a point scoring methodology based on the accountabilities 
of the job role (eg, budget, reporting relationship, complexity and scope for 
impact).  The ranking of each job has been determined by an independent job 
evaluator. 
 

5.2.2. Strategic Directors are paid at Grade T.  The basic full-time salary range for 
Grade T is £120,620 to £130,909 per year. 

 
5.2.3. The majority of Service Directors are paid at Grade Q.  The basic full-time 

salary range for Grade Q is £82,720 to £90,989 per year. 
 
5.2.4. The posts of BWP Programme Co-Director, Service Director: Policy, Strategy 

and Communications and Deputy Service Director: Care and Support – 



Children and Families are paid at Grade O.  The basic full-time salary range for 
Grade O is £66,228 to £72,909 per year. 

 
6. Remuneration of chief officers on recruitment 

 
6.1. Where a chief officer vacancy arises, the City Director or their representative will 

decide the starting salary in consultation with the Chair of the Selection Committee.  
If the post of Head of Paid Service is vacant, then the Chair of the Selection 
Committee will decide the starting salary in consultation with the other members of 
that committee. 
 

6.2. Where a chief officer job is redesigned or a new job created at chief officer level, 
the job will be evaluated in accordance with the Hay job evaluation scheme and the 
evaluated grade will then be approved by the Human Resources Committee. 

 
6.3. A market supplement will be applied in exceptional circumstances only, and only 

on appointment and for a fixed term of no more than three years.  The Selection 
Committee will make the decision after receiving advice from the City Director or 
their representative 

 
6.4. A relocation package may be offered to successful candidates, which will be in line 

with Council policy in relation to all employees who are not chief officers. 
 

6.5. A chief officer post that is vacant may be covered by an interim manager, who may 
be employed directly by the Council on a fixed term contract or via the procurement 
process under a contract for services. 

 
7. Increases and additions to remuneration for chief officers 

 
7.1. It is assumed that there will be no further national pay awards for chief officers in 

respect of 2015/16. 
 

7.2. The decision to extend the duration of a market supplement will be made by the 
Human Resources Committee. 

 
7.3. No chief officer is reimbursed for professional fees. 

 
7.4. Chief officers are expected to work such hours as are required for the efficient 

performance of their duties.  There are no other additional elements of 
remuneration in respect of overtime or premium payments (eg, bank holiday 
working, standby arrangements, etc). 

 
7.5. Where a chief officer post is downgraded following re-evaluation under the Hay job 

evaluation scheme, or a chief officer is redeployed to a lower-graded job, they will 
be entitled to receive pay protection in accordance with Council policy in relation to 
all employees who are not chief officers. 

 
7.6. A chief officer may request flexible retirement in accordance with Council policy in 

relation to all employees who are not chief officers.  Such a request from a chief 
officer will be considered by the Human Resources Committee. 



 
8. Performance-related pay for chief officers 

 
8.1. Pay progression up to the maximum point of a chief officer’s salary range is 

conditional upon them meeting or exceeding performance expectations, which is 
decided annually.  One or more points may be awarded each year. 
 

8.2. Where a chief officer does not meet performance expectations, there will be no pay 
progression and their pay will reduce by one point within the salary range for the 
post (unless they are already paid at the minimum point of the grade). 

 
9. Bonuses for chief officers 

 
9.1. No bonuses are paid to chief officer in any circumstances. 

 
10. Payment of chief officers on their ceasing to hold office or to be employed 

 
10.1. Where a chief officer ceases to hold office or to be employed by reason of 

redundancy, the Human Resources Committee will approve their dismissal and 
authorise the severance package, which will be calculated in accordance with 
Council policy in relation to all employees who are not chief officers. 
 

10.2. Where a chief officer is a member of the Local Government Pension Scheme 
and is aged 55 or more and is unable to adapt to changes in the work environment 
and their performance is adversely affected to the detriment of the Council, then 
the Human Resources Committee may in exceptional circumstances consider their 
early retirement on the grounds of the efficiency of the service. 

 
10.3. Where a chief officer requests early retirement on compassionate grounds, it 

will be considered by the Human Resources Committee. 
 

10.4. Where a chief officer ceases to hold office or to be employed for any other 
reason, then a severance payment may be made in exceptional circumstances 
where legal advice confirms that the proposed payment is lawful given the 
circumstances of the specific case and our fiduciary duty to the taxpayer and that 
the amount of the severance payment (including sums to settle any claim that may 
have been made to a court of tribunal) will be published in the Council’s annual 
accounts.  The Human Resources Committee must approve any request to make a 
severance payment to a chief officer. 

 
11. Pay accountability 

 
11.1. Salary packages on appointment which exceed £100,000 

 
11.1.1. The Council’s Selection Committee appoints Service Directors and 

Strategic Directors, other than where the Full Council has reserved powers in 
respect of defined posts.  There is a statutory requirement to notify the Cabinet 
of the selection decision, and provide an opportunity for each Cabinet Member 
to make representations on the decision to the Monitoring Officer. 
 

11.1.2. The Full Council approves the appointment of the following: 



 
11.1.2.1. Head of Paid Service 

 
11.1.2.2. Chief Financial Officer (also known as Section 151 Officer) 

 
11.1.2.3. Monitoring Officer 

 
11.1.2.4. Returning Officer 

 
11.1.2.5. Electoral Registration Officer. 

 
11.2. Severance packages which exceed £100,000 

 
11.2.1. The Council’s Human Resources Committee approves severance 

packages for the Head of Paid Services, Strategic Directors and Service 
Directors. 
 

11.2.2. For all other employees, the Head of Paid Services approves 
severance packages in accordance with the Council’s policies. 

 
12. Definition and remuneration of lowest-paid employees 

 
12.1. For the purposes of this Statement, the Council’s lowest-paid employees are 

defined as those paid at the level of the National Living Wage.  This is because the 
Council has committed to pay none of its directly-employed staff less than the level 
of the National Living Wage. 
 

12.2. For 2015/16, the National Living Wage is £7.85 per hour, which is equivalent 
to £15,145 per year for a full-time employee (pro rata for part-time employees, 
based on a 37-hour working week). 

 
12.3. Where the contractual pay of an employee falls below £7.85 per hour, a 

monthly, pensionable Living Wage Supplement is paid in order to ensure that no 
employee is paid less than £7.85 per hour. 

 
12.4. Apprentices, interns and trainees are considered not to be employees for the 

purposes of this Statement because they are subject to training contracts rather 
than contracts of employment. 

 
13. Relationship between the remuneration of the Council’s chief officers and other 

employees 
 
13.1. Will Hutton’s 2011 Review of Fair in the Public Sector supported the idea of 

publishing the ratio of the pay of an organisation’s top earner to that of its median 
earner.  The Government has recommended the adoption of such a principle.  The 
Council’s ratio as at 28 January 2015 is 1:8.75.  This means that the City Director 
(the Council’s top earner at £160,000 per year) earns 8.75 times more than the 
Council’s median earner (at £18,285.50 per year). 
 

13.2. The terms of reference for the Hutton review proposed that no public sector 
manager should earn more than 20 times the lowest paid person in the 



organisation.  The lowest paid person in the Council earns £15,145 per year.  The 
City Director’s salary is 10.56 times this. 

 
14. Publication and access to information relating to the remuneration of chief 

officers 
 
14.1. Salary details of the Council’s chief officers are published annually at 

www.data.gov.uk. 
 

15. Development objective 
 
15.1. The Council will seek the views of stakeholders regarding the future shape of 

its pay structure in light of the implementation of the Living Wage Supplement.  
 

http://www.data.gov.uk/


Appendix B Salary details of the Council's chief officers 2015/16

Directorate Post title Forename Surname Contract duration Contracted hours Grade Actual annual salary (£) Note

Head of Paid Service
City Director City Director Nicola Yates Permanent 37 CHIEF EXECUTIVE SCP 160 160,000 1

Strategic Directors
Business Change Strategic Director Business Change Max Wide Permanent 37 CHIEF OFFICER SCP 110 - 114 130,909
Neighbourhoods Strategic Director Neighbourhoods Alison Comley Permanent 37 CHIEF OFFICER SCP 110 - 114 130,909
People Strategic Director People John Readman Permanent 37 CHIEF OFFICER SCP 110 - 114 130,909
Place Strategic Director Place Barra Mac Ruairi Permanent 37 CHIEF OFFICER SCP 110 - 114 130,909

Service Directors
Business Change Service Director: Business Change & ICT Paul Arrigoni Permanent 37 CHIEF OFFICER SCP 91 - 95 84,786
Business Change Service Director: Finance Peter Gillett Permanent 37 CHIEF OFFICER SCP 91 - 95 96,652 2
Business Change Service Director: HR Richard Billingham Permanent 37 CHIEF OFFICER SCP 91 - 95 84,786
Business Change Service Director: Legal and Democratic Services Sanjay Prashar Permanent 37 CHIEF OFFICER SCP 91 - 95 86,857
Business Change Service Director: Policy Strategy and Communications Michele Farmer Permanent 37 CHIEF OFFICER SCP 81 - 85 71,184
Business Change BWP Programme Co-Director Lucy Murray-Brown Fixed Term 37 CHIEF OFFICER SCP 81 - 85 72,909
City Director Service Director: Bristol Futures Stephen Hilton Permanent 37 CHIEF OFFICER SCP 91 - 95 82,720
Neighbourhoods Service Director: Environment and Leisure Tracey Morgan Permanent 37 CHIEF OFFICER SCP 91 - 95 90,989
Neighbourhoods Service Director: Housing Delivery Steve Barrett Permanent 22.5 CHIEF OFFICER SCP 91 - 95 55,331
Neighbourhoods Service Director: Housing Delivery Mary Ryan Permanent 22.5 CHIEF OFFICER SCP 91 - 95 55,331
Neighbourhoods Service Director: Neighbourhoods and Communities Di Robinson Permanent 37 CHIEF OFFICER SCP 91 - 95 84,786
People Service Director: Child and Family Support Jean Pollard Permanent 37 CHIEF OFFICER SCP 91 - 95 90,989
People Service Director: Education and Skills Paul Jacobs Permanent 37 CHIEF OFFICER SCP 91 - 95 86,857
People Service Director: Housing Solutions Nick Hooper Permanent 37 CHIEF OFFICER SCP 91 - 95 84,786
People Service Director: Social Care Adults Mike Hennessey Permanent 37 CHIEF OFFICER SCP 91 - 95 96,784 3
People Service Director: Strategic Commissioning Netta Meadows Permanent 37 CHIEF OFFICER SCP 91 - 95 84,786
People Deputy Service Director: Care and Support - Children and Families Angela Clarke Fixed Term 37 CHIEF OFFICER SCP 81 - 85 66,228
Place Service Director: Economy Alistair Reid Permanent 37 CHIEF OFFICER SCP 91 - 95 88,924
Place Service Director: Energy Bill Edrich Permanent 37 CHIEF OFFICER SCP 91 - 95 86,857
Place Service Director: Highways & Transport Management Peter Mann Permanent 37 CHIEF OFFICER SCP 91 - 95 90,989
Place Service Director: Planning & Place Strategy Zoe Willcox Permanent 37 CHIEF OFFICER SCP 91 - 95 84,786
Place Service Director: Property Robert Orrett Permanent 37 CHIEF OFFICER SCP 91 - 95 86,857

Notes
1 Excludes payments in respect of Returning Officer duties.
2 Includes Market Pay Supplement of £9,795.
3 Includes Market Pay Supplement of £5,795 in respect of Director of Adult Social Services duties.
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