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Public Information Sheet
Inspection of Papers - Local Government (Access to Information) Act 1985
You can find papers for all our meetings on our website at www.bristol.gov.uk.
Changes to how we hold public meetings
Following changes to government rules, public meetings including Cabinet, Full Council, regulatory
meetings (where planning and licensing decisions are made) and scrutiny will now be held at City Hall.
COVID-19 Precautions at City Hall (from July 2021)
When attending a meeting at City Hall, COVID-19 precautions will be taken, and where possible we
will:
 Have clear signage inviting you to check in to the venue using the NHS COVID-19 app or record
your contact details for track and trace purposes.
 Provide public access that enables social distancing of one metre to be maintained
 Promote and encourage wearing of face coverings when walking to and from the meeting
 Promote good hand hygiene: washing and disinfecting hands frequently
 Maintain an enhanced cleaning regime and continue with good ventilation
COVID-19 Safety Measures for Attendance at Council Meetings (from July 2021)
To manage the risk of catching or passing on COVID-19, it is strongly recommended that any person
age 16 or over attending a council meeting should follow the above guidance but also include the
following:





Show certification of a negative NHS COVID-19 lateral flow (rapid) test result: taken in the 48
hours prior to attending. This can be demonstrated via a text message or email from NHS Test
and Trace.
An NHS COVID-19 Pass which confirms double COVID-19 vaccination received at least 2 weeks
prior to attending the event via the NHS App. A vaccination card is not sufficient.
Proof of COVID-19 status through demonstrating natural immunity (a positive NHS PCR test in
the last 180 days) via their NHS COVID-19 pass on the NHS App.
Visitors from outside the UK will need to provide proof of a negative lateral flow (rapid) test
taken 48 hours prior to attendance, demonstrated via a text message or email.

Reception staff may ask to see this on the day of the meeting.
No one should attend a Bristol City Council event or venue if they:
 are required to self-isolate from another country
 are suffering from symptoms of COVID-19
 have tested positive for COVID-19 and are requested to self–isolate
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Members of the press and public who wish to attend City Hall are advised that you may be asked to
watch the meeting on a screen in another room due to the maximum occupancy of the venue.
Other formats and languages and assistance for those with hearing impairment
Other o check with and
You can get committee papers in other formats (e.g. large print, audio tape, braille etc) or in
community languages by contacting the Democratic Services Officer. Please give as much notice as
possible. We cannot guarantee re-formatting or translation of papers before the date of a particular
meeting.
Committee rooms are fitted with induction loops to assist people with hearing impairment. If you
require any assistance with this please speak to the Democratic Services Officer.
Public Forum
Members of the public may make a written statement ask a question or present a petition to most
meetings. Your statement or question will be sent to the Committee Members and will be published
on the Council’s website before the meeting. Please send it to democratic.services@bristol.gov.uk.
The following requirements apply:



The statement is received no later than 12.00 noon on the working day before the meeting and is
about a matter which is the responsibility of the committee concerned.
The question is received no later than 5pm three clear working days before the meeting.

Any statement submitted should be no longer than one side of A4 paper. If the statement is longer
than this, then for reasons of cost, it may be that only the first sheet will be copied and made available
at the meeting. For copyright reasons, we are unable to reproduce or publish newspaper or magazine
articles that may be attached to statements.
By participating in public forum business, we will assume that you have consented to your name and
the details of your submission being recorded and circulated to the Committee and published within
the minutes. Your statement or question will also be made available to the public via publication on
the Council’s website and may be provided upon request in response to Freedom of Information Act
requests in the future.
We will try to remove personal and identifiable information. However, because of time constraints we
cannot guarantee this, and you may therefore wish to consider if your statement contains information
that you would prefer not to be in the public domain. Other committee papers may be placed on the
council’s website and information within them may be searchable on the internet.
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During the meeting:









Public Forum is normally one of the first items on the agenda, although statements and petitions
that relate to specific items on the agenda may be taken just before the item concerned.
There will be no debate on statements or petitions.
The Chair will call each submission in turn. When you are invited to speak, please make sure that
your presentation focuses on the key issues that you would like Members to consider. This will
have the greatest impact.
Your time allocation may have to be strictly limited if there are a lot of submissions. This may be as
short as one minute.
If there are a large number of submissions on one matter a representative may be requested to
speak on the groups behalf.
If you do not attend or speak at the meeting at which your public forum submission is being taken
your statement will be noted by Members.
Under our security arrangements, please note that members of the public (and bags) may be
searched. This may apply in the interests of helping to ensure a safe meeting environment for all
attending.
As part of the drive to reduce single-use plastics in council-owned buildings, please bring your own
water bottle in order to fill up from the water dispenser.

For further information about procedure rules please refer to our Constitution
https://www.bristol.gov.uk/how-council-decisions-are-made/constitution

Webcasting/ Recording of meetings
Members of the public attending meetings or taking part in Public forum are advised that all Full
Council and Cabinet meetings and some other committee meetings are now filmed for live or
subsequent broadcast via the council's webcasting pages. The whole of the meeting is filmed (except
where there are confidential or exempt items). If you ask a question or make a representation, then
you are likely to be filmed and will be deemed to have given your consent to this. If you do not wish to
be filmed you need to make yourself known to the webcasting staff. However, the Openness of Local
Government Bodies Regulations 2014 now means that persons attending meetings may take
photographs, film and audio record the proceedings and report on the meeting (Oral commentary is
not permitted during the meeting as it would be disruptive). Members of the public should therefore
be aware that they may be filmed by others attending and that is not within the council’s control.
The privacy notice for Democratic Services can be viewed at www.bristol.gov.uk/about-ourwebsite/privacy-and-processing-notices-for-resource-services
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Agenda Item 4
Bristol City Council
Minutes of the Human Resources Committee
16 December 2021 at 5.00 pm

Members Present:
Councillors: Lesley Alexander, Kerry Bailes, Sarah Classick, Richard Eddy, Lorraine Francis, Farah Hussain,
Paula O'Rourke, Steve Pearce, Tim Wye
Officers in Attendance:
Mark Williams (Head of Human Resources), James Brereton (Human Resources Business Partner) and
Mark Jefferson (Reward and Workforce Analytics Manager), Stephanie Griffin (Head of Internal
Communications and Organisational Development), Christina Czarkowski-Crouch, Head of Safety, Health
and Wellbeing, Jane Taylor, Head of Service (Employment, Skills & Learning) Darren Perkins,
Apprenticeship Manager

1.

Welcome, Introductions and Safety Information

The Chair welcomed all parties to the meeting and introductions were made.
2.

Apologies for Absence

None received.
3.

Declarations of Interest

There were no declarations of interest received.
4.

Minutes of the Previous Meeting

Resolved – That the Minutes of the previous meeting held on 23 September 2021 be agreed as a correct
record.
5.

Public Forum

No statements/petitions had been received from the public.
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6.

Trade Union Forum

Members had received a paper from UNISON and GMB commenting on several key Human Resource
issues, in particular the Council’s Travel Policy. The Chair explained that due to some legal technicalities
the paper could not be discussed in the public domain and would be amended by the trade unions
accordingly. The Head of Human Resources would consider the points raised in the paper and respond as
appropriate.
7.

Work Programme

The Committee received and noted the updated Work Programme for 2021/22.
8.

Bristol City Council Apprenticeships Service

The Committee received a report of the Head of Service (Employment, Skills & Learning) which gave an
update on progress with developing the Bristol Apprenticeships offer, levy funding and joint working
needed to embed apprenticeships as a primary source of staff development and training aligned to
workforce planning. Committee Members were invited to support the Service by promoting
apprenticeships in the City Council, local schools, and through the Levy Sharing scheme.
Key facts emphasised in the report were –
1. There had been 121 fully registered Apprentice starts April to October 2021 and 35 others had
commenced, placing the Council on target to achieve the Public Sector Duty of 221 starts and in a
good position to achieve the stretch target of 250.
2. The ‘On Site Bristol’ programme had seen record numbers of apprenticeship starts this year, with
159 places confirmed, this was an increase of 85% compared to 2020.
3. 98% of total levy contributions had been spent this month, it was anticipated that next month
would see a slight correction, however the underlying increasing trend continued and the
predicted spend for the next 12-months now exceeded £1.01m.
4. There had been zero levy expiry this month.
Following discussion and in response to Members questions the following points were raised/clarified:
1. Levy Sharing was the Council’s money that was also shared with other organisations eg to support
career coaches and other relevant work in the City.
2. Spend was targeted at small to medium sized employers (SME’s) and voluntary organisations as
this made up the largest sector in the Bristol economy. Every effort was made to incentivise small
businesses to take on an apprentice.
3. Members could provide support with promoting apprenticeships in the City Council and local
schools, and also through the Levy Sharing scheme, one way this could be accessed was via the
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4.

5.

6.

7.

8.

9.

Council’s ‘Bristol Works’ programme which was part of the Bristol Learning City Partnership to
build a unique collaboration between employers, learning providers, and local communities to
develop a skilled local workforce.
Regarding retention of unused Levy funds, members were advised that despite attempts to
achieve this, the Government remained steadfast that there would be no changes to its current
policy. The Chair offered to write to the Government, on behalf of the Committee, to attempt to
make progress on this.
There continued to be a disparity with many Council departments regarding the creation of
opportunities at a rate equal to 2.3%, however maintained schools continued not to engage with
the scheme. It was not possible under current protocol to engage with Academies.
In May 2022 there would be a major launch by the Mayor of a new scheme called ‘Building Bristol’
this could enable more opportunities for apprenticeships, not just in the construction industry but
also in wider fields of work. Contracted Companies could assist with finance and liaise with
schools, a new post was being created to lead on this work.
Having regard to the disparity in the number of male dominated positions in the Growth &
Regeneration department, members were advised that this would be addressed through
succession planning to identify these and other positions within the organisation to correct such
imbalances.
It was emphasised that COP26 provided a significant opportunity for both the apprenticeship
scheme and the upskilling of the wider workforce. It was suggested that the committee’s report
be sent to the Council’s Cabinet members so that greater attention could be given to it, the Chair
agreed to this.
Members requested that the apprentice scheme be added to the Work Programme for a future
meeting so that more time could be given to consider it. Any questions that individual members
had for the Head of Service (Employment, Skills & Learning), the Apprenticeship Manager and
Cabinet members, could be done informally outside of this meeting, this was agreed.

Resolved - That the update on the progress of the Council’s apprenticeship provision for departmental
staff, and staff employed within maintained schools, be noted.
9

Health Safety & Wellbeing Annual Reports

The Committee received a report of the Head of Safety, Health and Wellbeing updating on the corporate
arrangements for how health, safety and wellbeing were being managed, providing assurance on key
areas of work, and setting out the improvement plan for 2021-2022.
Key facts emphasised in the report were –
1. Roles and responsibilities for health and safety regarding proper governance and accountabilities
had been revised to ensure that they were fully understood and discharged.
2. A new Health, Safety and Wellbeing Strategy had been implemented.
3. Information on the Accident and Incident Data and Enforcement Activity from the Health and
Safety Executive (HSE) 2020-2021 was provided.
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4. The audit programme for 2020 had been completed.
Following discussion and in response to Members questions the following points were raised/clarified:
1. Concern was expressed about an increase in the reported numbers of violent and aggressive
incidents toward council employees. Members were advised that early investigations suggested
that this behaviour primarily took the form of verbal abuse. However, the issue of how this was
perceived by the recipient was important. It was noted that any level of negative behaviour could
be reported, this would enable a clear understanding about what was occurring.
2. Members raised several issues relating to fire safety, self-harming, suicide, and wider mental
health issues. It was agreed to follow these up outside the meeting for further in-depth discussion.
3. Members were assured that the HR team were looking into any cases of violence and would seek
every opportunity to promote greater tolerance amongst all colleagues and the public, this would
include looking at cases that could be described as ‘near misses’ so that all opportunities to reduce
incidents could be maximised.
Resolved - That the corporate arrangements for health, safety and wellbeing be noted.
10

Staff Led Groups Annual Report

The Committee received a report from the Head of Equality & Inclusion updating members on the
progress, activities, spend and governance of staff led groups since their terms of reference were
refreshed in July 2020.
Members were reminded that staff led groups had played a key role in supporting corporate processes
such as:
1. Positive Action policy and toolkit.
2. Equality and Inclusion Strategic Leadership Group and Directorate meetings.
3. The review under the Equality Framework for Local Government.
4. Talent Development Steering Group.
5. Equality and Inclusion learning and development working group.
6. National Staff Network Day.
7. Equality visibility in the workplace working group.
8. Diverse Voices feedback group.
9. Corporate Strategy feedback group.
10. Equality and Inclusion calendar.
11. Sharing job opportunities/surveys/information/events with their membership.
Following discussion and in response to Members questions the following points were raised/clarified:
1. SLG’s were actively encouraged in the council and had an opportunity to be proactive. Each group
had its own work programme and networks, and put out regular messages via the council’s
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communication channels, such as bulletins and blogs. They were supported to carry out selfassessments such as disability confident employer status.
2. It was noted the council would do whatever it could to promote greater engagement and support
to proposals/suggestions by SLGs wherever possible, but members were reminded that some
aspirations would sometimes be limited by lack of resources and would need to be prioritised
against the existing agreed equality and inclusion work programme.
3. Members will be invited to join an informal meeting with HR Committee members, and these
would be with SLG Chairs and not all SLG members.
Resolved – that the activities of staff led groups since their terms of reference were refreshed in July
2020 be noted.
11

2021 Employee Engagement Surveys

The Committee received a report from the Head of Internal Communications and Organisational
Development updating members on the results of the employee surveys and engagement during 2021,
and the actions that were taken as a result.
Key facts emphasised in the report were –
1. During the last 18 months, the issues affecting the Council’s workforce had changed, and their
needs continued to evolve.
2. For 2021, instead of the usual annual survey, that Council had undertaken a short pulse surveys on
topical issues, this had enabled the Council to respond quickly and put the appropriate support in
place.
3. The Council had responded to colleagues’ feedback and introduced a range of new measures to
give both support and guidance.
4. An open and regular dialogue was kept with the workforce on a range of topical issues such as the
Council’s Covid response, changes to the workplace, the draft corporate strategy and the council’s
financial position.
5. A recent internal audit on workforce management had provided an overall opinion of reasonable
assurance, and a substantial level of assurance in respect of employee engagement.
Following discussion and in response to Members questions the following points were raised/clarified:
1. Members were assured that employees would be given further support arising from the recent
Omicron surge of infections.
2. Comparison data for 2021 surveys against previous employee surveys (not including covid specific
questions) would be e-mailed to HR members.
3. Employee performance appraisal process involves, firstly by employee self-appraisal then an
appraisal discussion with the line manager, followed up by an agreed development plan. The
formal appraisal was expected to be done twice a year and supported by regular, informal one to
one conversation’s between an employee and their line manager throughout the year.
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4. Comparison with core cities regarding performance and development would be included in the
analysis of the staff survey next year.
5. Mental health and stress related ill health had increased and in part this reflected the wider
impacts of the pandemic on society. Noted that this was not always easy or simple to address
solely from an employer perspective.
Resolved – That the results of the employee surveys and engagement during 2021, and the actions that
were taken, be noted.
12. COVID Recovery and Update
The Committee received a report from the Head of Human Resources updating members on the COVID19 workforce and return to workplaces work that had taken place since the last meeting of the
Committee on 23 September 2021.
Members noted that –
1. Social distancing measures in workplaces and a requirement to wear face coverings when moving
around would remain in place and would be reviewed again in March 2022. The review would
consider the latest infection rates, the advice of the city’s Director of Public Health and our
obligations to our employees under the Health and Safety at Work Act.
2. The risk of exposure to COVID-19 remained high in workplaces especially given the Omicron
variant. Risks would continue to be managed in accordance with current best practice guidance
from the Health and Safety Executive.
3. There was now more working from home due to the Omicron variant however staff who needed
to come into the office would be fully supported.
4. Staff were kept fully informed of any changes via regular staff bulletins both electronically and
where necessary with paper copies via line managers.
Resolved – That the COVID-19 workforce and return to workplaces work that had taken place since the
last meeting of the Committee on 23 September 2021 be noted.
13. Update on key HR matters
The Committee received a report of the Head of Human Resources providing updates on key Human
Resources matters that affect the workforce. The report provided an update on current HR policy
consultations, national pay negotiations and the Senior Coroners Pay Settlement.
Key facts emphasised in the report were –
1. The most significant consultation had related to reforms to the Council’s Travel Policy. There had
been a wide-ranging consultation and the final proposals were subject to a period of consultation
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with stakeholders which ended on 10 December 2021. A new Travel Policy would be introduced
with effect from 1 April 2022. Members were assured that the Council would continue to engage
with the Trade Unions if there were any further concerns and confirmed that a range of travel
options would be put in place before changes were made to the facility to claim mileage.
2. A COVID-19 Vaccination Policy was now in place which complied with the legal requirements for
those working in Registered Care Homes to be fully vaccinated, this came into force with effect
from 11 November 2021. The regulations would be extended to Care Quality Commission
regulated activities from 1 April 2022.
3. The National Employers had made a final pay offer of 1.75% from 1 April 2021. The GMB, UNISON
and UNITE were currently balloting their members on taking Industrial Action.
Resolved – That the report be noted.

Meeting ended at 7 pm

CHAIR
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HR Committee
Work programme 2021/22
Agenda items
(subject to confirmation)

Forthcoming meetings

22nd July (AGM)

23rd September
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16th December

28th April

Work Programme
Workforce Strategy - overview
Selection Committee – Size & Composition
Return to the Workplace



COVID Recovery and Update








Gender/Race/Disability/LGB Pay Gap
Sickness – thematic review
Workforce Spend
COVID Recovery and Update
Proposals for Employee Travel Policy
Information report on HR policy consultations, national
pay negotiations and Coroners Pay settlement.
Staff Pulse Survey Findings
Apprentice Annual Report
Health Safety & Wellbeing Annual Report
Staff Led Groups Annual Report
COVID Recovery and Update
Pay Settlements for Chief Executives and Chief Officers
Pay Policy Statement
COVID Recovery and Update
Update on Council Wide Change Programmes (Common
Activities, Management and Capacity Review, Succession
Planning)
Avon Pension Fund annual report
Learning and Talent Development
Recruitment - thematic review
Update on Workforce Strategy
Trade Union Facilities Time Agreement
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17th February






HR Committee
Work programme 2021/22


Workforce Diversity Report
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Agenda Item 8

HR Committee
17th February 2022
Report of:

Director of Workforce and Change

Title:

Chief Officer and Chief Executive Pay Award 2021/22

Ward:

N/A

Officer Presenting Report:

Mark Williams, Head of Human Resources

Contact Telephone Number:

07795 446270

Recommendation
It is recommended that the committee:i) approves the application of the 2021-22 Chief Executives National Pay Agreement which will uplift the
pay and pay band of the Chief Executive by 1.5% with effect from 1 April 2021.
ii) authorises the Head of Human Resources to implement national pay settlement for 2021/22 for Chief
Officers to Executive Directors and Directors when it is agreed between the employers and trade unions
nationally; and
iii) requests that the Head of Human Resources provides a report to this committee when the national
pay settlement for Chief Officers is known, including information on the costs to the Council and any
other associated matters.
Summary
This report seeks the committee’s approval to apply the national pay award for the Chief Executive and
delegates authority to implement the Chief Officers pay settlement for, Executive Directors and Directors
with effect from 1 April 2021 once it is agreed nationally.
The significant issues in the report are:
- JNC Chief Executive and Chief Officers terms and conditions are determined by the Human Resources
Committee.
- The committee is required to consider the implications of the JNC Chief Executive and JNC Chief
Officers pay settlements and determine whether to apply the 2021/22 pay settlement locally.
- It is proposed that the individual pay and pay ranges of the Chief Executive is uplifted by 1.5% and the,
Executive Directors and Directors pay is uplifted when the JNC pay award is agreed at a national level
between the employers and trade unions with effect from 1 April 2021.
- If the council does not implement the pay settlements, the job holders and/or their trade union
representatives will have the right to make further representations to the committee.

Page 16

Policy
1.

The current policy of the Council in respect of Executive Director and Director pay is set out in
the Council’s Pay Policy Statement which states:
“The pay of Executive Directors and Directors will be reviewed each year through this Pay Policy
Statement. The Council will be mindful of pay awards agreed by the Joint Negotiating Committee
for Chief Executives of Local Authorities and the Joint Negotiating Committee for Chief Officers of
Local Authorities. There will be no change to the ranges quoted in paragraph 3b above before 1 st
April 2021.
Executive Director and Director terms and conditions are determined by the Human Resources
Committee or other Committee as specified in the Council’s Constitution and, unless otherwise
agreed, will be in accordance with either the JNC for Local Authority Chief Executives or Chief
Officers Handbook.”

2.

Full Council has delegated to the Human Resources Committee the discretion to determine
whether national pay settlements should be awarded to the Chief Executive, Executive Directors
and Directors. The accompanying report to Full Council when the Pay Policy Statement was
approved in March 2021 stated:“……there is a requirement to take into account any national pay settlements agreed by the Joint
Negotiating Committee for Chief Executives of Local Authorities and the Joint Negotiating
Committee for Chief Officers of Local Authorities. The outcome of the 2021/22 negotiations is not
yet known. The HR Committee will be asked to consider the implications of any national pay
settlement when it is known”.

Consultation
3.

Internal
Deputy Mayor for Finance, Performance and Governance and Chief Executive.

4.

External
None.
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Context
Pay arrangements
5.

The current pay and terms and conditions for Senior Executives were introduced on 15th
November 2017. The pay band for the Chief Executive was in introduced with effect from 1 April
2021 following approval by Full Council in March 2021. The arrangements introduced pay bands
which are graded using the Korn Ferry Hay Group Job Evaluation Scheme. In addition, the new
pay bands

6.

All JNC Chief Officers are on ‘spot’ salaries within a pay range, which are currently as follows:
Current
Post
Chief Executive
Executive Director
Director Level 2
Director Level 1

Min
£171,500
£138,713
£96,585
£87,338

Mid
£177,000
£154,125
£109,943
£97,613

Max
182,500
£169,538
£122,300
£107,888

Proposed 1st April 2021
Post
Min
Mid
Max
Chief Executive
£174,073 £179,655 £185,238
Annual pay settlements
It is currently a matter for this committee to determine whether a national pay settlement
should be applied locally for the Chief Executive, Executive Directors and Directors. The
committee last considered whether a national pay settlement should be applied locally in
September 2020. The committee approved the application of the national pay settlement which
was 2.75% in 2020.
7.

This committee is currently required to determine whether or not to adopt the national pay
settlements to the Chief Executive, Executive Directors and Directors for April 2021. Agreement
to up lift the pay of Chief Executives by 1.5% was agreed nationally on 3 February 2022. The
Chief Executive’s salary is the minimum point of the pay band and the application of the pay
settlement will increase the job holders salary from £171,500 to £174,073 per annum.

8.

Although the pay settlement has not been agreed in relation to Chief Officers (Executive
Directors and Directors), the Employers made a final offer of 1.5% which is the same as agreed
for Chief Executives. It is recommended that that the committee approves the application of the
pay settlement to Chief Officers when it is confirmed. The JNCs includes national trade union
representatives and employer representatives. Councillors represent the employer side. They
are appointed by the Local Government Association. The pay offer for Chief Officers has not yet
been agreed as the trade unions are balloting their members in other work groups in local
government on Industrial Action.

9.

For all other Council staff groups the council applies pay settlements automatically. Given this
and the fact that the Council supports national collective bargaining, it is recommended that the
same arrangements should apply to the Chief Executive and Chief Officers. This approach has
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been recommended for the annual pay policy statement for 2022/23 being considered at this
meeting. Also, all West of England Councils have confirmed they apply national pay settlements
automatically to their Chief Officers and Chief Executives. All the English Core Cities adopt the
same approach.
Proposal
10.

It is recommended that the Committee:
i) approves the application of the 2021-22 Chief Executives National Pay Agreement which will
uplift the pay and pay band of the Chief Executive by 1.5% with effect from 1 April 2021.
ii) authorises the Head of Human Resources to implement national pay settlement for 2021/22
for Chief Officers to Executive Directors and Directors when it is agreed between the employers
and trade unions nationally; and
iii) requests that the Head of Human Resources provides a report to this committee when the
national pay settlement for Chief Officers is known, including information on the costs to the
Council and any other associated matters.

Other Options Considered
11.

Not apply JNC pay awards to the Chief Executive, Executive Directors and Directors. This has
been discounted for the reasons set out in paragraph 9 above.

Risk Assessment
12.

There is a risk that if the pay increases are not applied, affected jobholders will argue that they
should receive the national pay settlement. In these circumstances, the council will have to
demonstrate it has a good and reasonable basis not to apply the pay settlement. In the absence
of a reasonable basis for not applying the pay increases, the job holders and/or their trade union
representatives will have the right to make further representations to the committee in respect
of the reasons for its decision.

Public Sector Equality Duties
13a.

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
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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.
13b.

The recommendations proposed in this report will not have an adverse or disproportionate
impact on any protected group.

Legal and Resource Implications
Legal
It is within the Terms of Reference of the Human Resources Committee to determine whether to
apply the JNC pay awards for 2021/22.
Advice provided by Husinara Jones Team Leader/Solicitor 3 February 2022
Financial
(a) Revenue
The pay policy sets out information regarding how pay is set for the Council. Generally pay
increases are agreed as part of National negotiations of the National Joint Council, and
assumptions on this are included in the budget as part of the annual budget setting process, so
any increase in pay award is reflected in the budget each year. To fund the increase in costs the
budget sets out how this is achieved through a range of savings, efficiencies and increases in
funding.
Advice provided by Michael Pilcher (Chief Accountant) 8 February 2022
(b) Capital
Not applicable.
Advice provided by
Land
Not applicable.
Personnel
The HR Implications are set out in the report.
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Appendices:
A
JNC Chief Executives pay agreement 2021-22
B
JNC circular regarding pay award for Chief Officers – current pay offer
LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers:
None.
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Joint Negotiating Committee for
Chief Executives of Local Authorities

To:

Chief Executives in England and Wales (N Ireland for information)
(copies for the Finance Director and HR Director)
Regional Directors
Members of the Joint Negotiating Committee

3 February 2022

Dear Chief Executive,

CHIEF EXECUTIVES’ PAY AGREEMENT 2021-22
Agreement has now been reached on the pay award applicable from 1 April 2021.
The individual basic salaries1 of all officers within scope of the JNC for Chief
Executives of Local Authorities should be increased by 1.50 per cent with effect from 1
April 2021. Employers are encouraged to implement this pay award as swiftly as
possible.
This pay agreement covers the period 1 April 2021 to 31 March 2022.
Backpay for employees who have left employment since 1 April 2021
If requested by an ex-employee to do so, we recommend that employers should pay
any monies due to that employee from 1 April 2021 to the employee’s last day of
employment.
When salary arrears are paid to ex-employees who were in the LGPS, the employer
must inform its local LGPS fund. Employers will need to amend the CARE and final
pay figures (if the ex-employee has pre-April 2014 LGPS membership) accordingly.
Further detail is provided in section 15 of the HR guide which is available on the
employer resources section of www.lgpsregs.org

Yours faithfully,
Naomi Cooke
Ian Miller
Joint Secretaries
1

Basic salary should exclude other separately identified payments such as Returning Officer fees etc.
Employers’ Secretary:
Naomi Cooke
Local Government Association
18 Smith Square
London
SW1P 3HZ
info@local.gov.uk

Officers’ Secretary:
Ian Miller
Hon Secretary
ALACE
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alacehonsec@yahoo.co.uk

National Employers for local government services

Rehana Azam
Officers’ Side Secretary
JNC for Chief Officers of Local Authorities
GMB
Mary Turner House, 22 Stephenson Way
London
NW1 2HD
27 July 2021

Dear Rehana
CHIEF OFFICER PAY 2021
I am writing on behalf of the Employers’ Side of the JNC to respond formally to the
Officers’ Side’s pay claim.
The National Employers wish to make the following, final one-year offer:
•

With effect from 1 April 2021, an increase of 1.50 per cent on basic salary1

The National Employers hope this offer can quickly form the basis of an agreement
between the two Sides so that Chief Officers, who continue to provide such critical
support to their communities, can receive a pay rise as soon as practicable.

Yours sincerely,
Naomi Cooke
Naomi Cooke
Employers’ Secretary

cc

1

Karen Leonard, GMB
Mike Short, UNISON

Basic salary should exclude other separately identified payments such as Returning Officer fees etc
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Agenda Item 9

HR Committee
17th February 2022
Report of:

Director Workforce & Change

Title:

The Council’s Pay Policy Statement for the period 1st April 2022 to 31st March 2023

Ward:

N/A

Officer Presenting Report:

Mark Williams (Head of Human Resources)

Contact Telephone Number:

07795 446270

Recommendation
That the Committee recommends to Full Council the Pay Policy Statement 2022/23 to take effect from 1
April 2022.
Summary
The purpose of the report is to consider the Pay Policy Statement for 2022/23. 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:
- As at 31 December 2021, the pay ratio between the highest and lowest paid employee is 1:9.36. This is
an improvement on the pay ratio on 31 December 2020 which was 1:9.45
- National pay settlements agreed by the Joint Negotiating Committee for Chief Executives of Local
Authorities and the Joint Negotiating Committee for Chief Officers of Local Authorities to the Chief
Executive, will be automatically applied to Chief Executive, Executive Directors and Directors as
appropriate, subject to Full Council approval of the Pay Policy Statement on 15 th March 2022.
- The Real Living Wage is £9.90 per hour (40p increase) with effect from 1st April 2022, which equates to
a minimum salary of £19,100 (based on a full-time week of 37 hours. Reducing our top to lowest salary
ratio to 8.98:1 based on current pay level.
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Policy
1.

The Localism Act 2011 requires local authorities (the Full Council) to agree and publish a pay
policy statement annually before the start of the financial year to which the statement relates. It
is recommended to Full Council by the HR Committee.

2.

The current policy of the Council in respect of pay for the Chief Executive, Executive Director and
Director is set out in the Council’s current Pay Policy Statement which states:
“The salary for Executive Director and Director roles will be reviewed each year through this Pay
Policy Statement. The Council will be mindful of pay awards agreed by the Joint Negotiating
Committee for Chief Executives of Local Authorities and the Joint Negotiating Committee for
Chief Officers of Local Authorities.”

3.

Currently, Full Council has delegated to the Human Resources Committee the discretion to
determine whether national pay settlements should be awarded to the Chief Executive,
Executive Directors and Directors. It is proposed that the Council Pay Policy is adjusted in
relation to pay awards from 1 April 2022.

Consultation
4.

Internal
The Deputy Mayor, Finance, Governance and Performance and the Chief Executive have been
consulted on these proposals.

5.

External
None required.

Context
6.

The Pay Policy Statement explains the Council pay policies for its highest and lowest-paid
employees. It is written and published in accordance with the Localism Act 2011 and guidance
issued by the Secretary of State.

7.

Pay awards are nationally determined in accordance with the Joint Negotiating Committee (JNC)
for Chief Executives and the Joint Negotiating Committee (JNC) for Chief Officers. Current
practice has been that the HR committee determines whether to apply a pay settlement locally.
For all other Council staff groups the council applies pay settlements automatically. Given this
and the fact that the Council supports national collective bargaining, it is recommended that the
same arrangements should apply to the Chief Executive, Executive Directors and Directors and
this is reflected in the proposed Pay Policy Statement. Also, all West of England Councils have
confirmed they apply national pay settlements automatically to their Chief Officers and Chief
Executives. All the English Core Cities adopt the same approach. It is proposed that any annual
pay settlements are reported to the Human Resources Committee for information.

8.

The terms and conditions of employment for the Chief Executive, Executive Directors and
Directors within the scope of this pay policy statement are determined by the HR Committee in
accordance with collective agreements, negotiated from time to time, by the JNC for Chief
Executives and the JNC for Chief Officers and the JNC for Local Authority Chief Officers
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Conditions of Service Handbook.

9.

From 1st April 2022 pay of our lowest paid workers will be increased to the UK Living Wage (as
set by the Living Wage Foundation). Increasing the rate will improve the attractiveness of the
Council to younger people seeking entry level roles. The number of young people working in the
organisation is likely to increase. Currently only 12.5% of the workforce are aged 29 or under.

10.

The Real Living Wage will be increasing to £9.90 per hour (40p increase) with effect from 1st
April 2022, which equates to a minimum salary of £19,100 (based on a full-time week of 37
hours.

11.

The Council continuously reviews its pay offer to adapt to legislation changes and ensure we
have a competitive offer to attract and retain the best talent. As a key priority in our Workforce
Strategy, we will support our managers to develop and implement their workforce and
succession plans, forecasting the type and number of roles, skills and pay needed for the future.
We will also continue to remove any unfair barriers which staff may face and work to address
the under-representation of staff groups, including senior roles.

Proposal
12.

That the Committee recommends to Full Council the Pay Policy Statement 2022/23 to take effect
from 1st April 2022.

Other Options Considered
13.

None.

Risk Assessment
16.

Failure to pay in line with market rates is likely to hamper the Council’s ability to retain and
attract excellent leaders.

Public Sector Equality Duties
17a)

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 --
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-

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.
17b)

An Equality Impact Assessment has not been completed as no major change to policy is
proposed by this report.

Legal and Resource Implications
Legal
The Pay Policy Statement 2022/23 fulfils the legal requirement placed on the Council by s.38(1)
of the Localism Act 2011 to produce an annual pay policy statement.
Husinara Jones, Solicitor/Team Leader, 3 February 2022
Financial
(a) Revenue
The pay policy sets out information regarding how pay is set for the Council. Generally pay
increases are agreed as part of National negotiations of the National Joint Council, and
assumptions on this are included in the budget as part of the annual budget setting process, so
any increase in pay award is reflected in the budget each year. To fund the increase in costs the
budget sets out how this is achieved through a range of savings, efficiencies and increases in
funding.
Michael Pilcher (Chief Accountant), 8 February 2022
(b) Capital
Not applicable
Land
Not applicable.
Personnel
Appendices:
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A – Draft Pay Policy Statement 2022-23
LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers: None.
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Bristol City Council
Pay Policy Statement
for the period
st
1 April 2022 to 31st March 2023
1. Introduction
a.

It is essential that the Council attracts and keeps people with the right talents and
commitment to lead and deliver great services to Bristol’s citizens. At the same time the
Council has to get the best value for the taxpayer.

b.

This Statement explains the Council pay policies for its highest and lowest-paid employees. It
is written and published in line with the Localism Act 2011 (the Act) and guidance issued by
the Secretary of State (the Guidance).

c.

The Guidance is clear that decisions on pay policies should be made by councillors. The
Council is committed to making sure that all councillors have a say on how pay decisions are
made, especially about its highest-paid employees. To achieve this, the Statement is reviewed
every year. The Mayor is consulted, and any proposals made are taken into account. The draft
statement is considered by the Human Resources Committee and approved by full Council.
Both meetings are open to the public.

d.

In line with the law (the Local Authorities (Elected Mayor and Mayor's Assistant) (England)
Regulations 2002), the pay of the Mayor’s Assistant is set as the Mayor thinks fit, within the
financial resources available to the Council. The Mayor’s Assistant is currently paid at Director
(Level 1).

e.

As recommended by the Guidance, this Statement sets out clearly and separately its policies
on each of the requirements listed in the relevant sections of the Act. The Guidance says that
this is to help enable taxpayers to decide whether they are getting value for money in the
way that public money is spent on local authority pay and reward.

f.

The Council is committed to equal pay for all its employees and to removing any bias in its
pay systems related to age, disability, gender reassignment, race, religion or belief, sex,
sexual orientation, marriage and civil partnership and pregnancy and maternity. Equal pay
applies to all contractual terms and conditions as well as pay.

g.

The Council became an accredited Living Wage Employer with effect from 5th November
2018. The Council has paid its own employees no less than the Real Living Wage since
1st October 2014.

h.

Apprentices aged 18 years and over are paid the Real Living Wage (as set by the Living
Wage Foundation); those under 18 are paid 80% of the Real Living Wage.
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2. Development priority for 2022/23
a.

The Council continuously reviews its pay offer to adapt to legislation changes and ensure we
have a competitive offer to attract and retain the best talent. As a key priority in our
Workforce Strategy, we will support our managers to develop and implement their workforce
and succession plans, forecasting the type and number of roles, skills and pay needed for the
future. We will also continue to remove any unfair barriers which staff may face and work to
address the under-representation of staff groups, including senior roles.

3. Pay of the Council’s highest-paid employees
a.

The Council’s highest-paid employees are the Chief Executive, Executive Directors and
Directors. These roles are graded using the Hay methodology and the salaries are informed
by market data and annual pay awards. For the period covered by this Statement the salary
range for the Chief Executive will be £174,073 to £185,238 with a mid-point of £179,655.

b.

Executive Director roles will range from £138,713* to £169,538* with a mid-point of
£154,125*.

c.

The salary for Director (Level 2) roles will range from £96,585* to £122,300* with a mid-point
of £109,943*. The salary for Director (Level 1) roles will range from £87,338* to £107,888* with
a mid-point of £97,613*.

4. Pay of the Council’s lowest-paid employees
a.

The Council’s lowest-paid employees are those who are paid the Real Living Wage.
The Council has adopted this definition because it has decided that none of its employees
should be paid less than the Real Living Wage. The Real Living Wage is £9.90 per hour with
effect from 1st April 2022, which equates to a minimum salary of £19,100 (based on a fulltime week of 37 hours). The rate of the Real Living Wage is refreshed each November, and
the Council applies the new rate from the following 1st April.

b.

From 1st April 2020 apprentice pay levels increased to the Real Living Wage rate for
apprentices 18 years old and over and 80% of the Real Living Wage for apprentices under 18
years old. An additional allowance of £25 per week is paid to apprentices who have left local
authority care, and this is paid throughout their apprenticeship for as long as they live in
independent accommodation.

c.

Interns, student placements and trainees will be paid at least the Real Living Wage.

5. Relationship between the pay of the Council’s highest and lowest-paid employees
a.

Will Hutton’s 2011 Review of Fair Pay in the Public Sector recommended that all public
service organisations publish their top to median pay ratio to allow the public to hold them
to account. The Government’s terms of reference for the Hutton review suggested that no
public sector manager should earn more than 20 times the lowest paid person in the
organisation.

*Pay award pending for Chief Officers with effect from 1st April 2021
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b.

The change in these ratios at the Council over recent years is shown in the following table:
Date
31 March 2014
31st March 2015
31st December 2015
31st December 2016
31st December 2017
31st December 2018
31st December 2019
31st December 2020
31st December 2021
st

Top to median pay ratio
6.68:1
6.29:1
6.75:1
6.23:1
5.24:1
6.03:1
5.89:1
5.73:1
5.63:1

Top to lowest salary ratio
12.87:1
11.85:1
11.33:1
10.05:1
8.34:1
9.77:1
9.50:1
9.45:1
9.36:1

6. Pay of Chief Executive, Executive Directors and Directors when they start
a.

Pay on commencement of employment will be within 10% of the minimum of the range
unless otherwise agreed by the Selection Committee. Payment above the mid-point is
reserved for roles where there is clear evidence that the market rate is significantly higher
than the mid-point.

b.

The Guidance says that full Council or a meeting of Members should have the
opportunity to vote before salary packages totaling £100,000 or more are offered for
new appointments. Through its Constitution full Council delegates this to the
Selection Committee.

7. Increases and additions to pay for Chief Executive, Executive Directors and Directors
a.

The salary ranges for Chief Executive, Executive Director and Director roles will be reviewed
each year through this Pay Policy Statement. The Council will apply national pay settlements
agreed by the Joint Negotiating Committee for Chief Executives of Local Authorities and the
Joint Negotiating Committee for Chief Officers of Local Authorities to the Chief Executive,
Executive Directors and Directors as appropriate.

b.

With the exception of the above, any other changes to the pay of the Chief Executive will be
determined by the Human Resources Committee. Any other requests for increases in pay
for, Executive Directors and Directors during employment that are within 10% of the
minimum of the pay range can be approved by the Chief Executive and Director: Workforce
& Change. All other increases above this will require Human Resources Committee approval.

8. Performance-related pay for Chief Executive, Executive Directors and Directors
a.

There is no performance-related pay for Chief Executive, Executive Directors and Directors.

9. Bonuses for Chief Executive, Executive Directors and Directors
a.

There are no bonuses for Chief Executive, Executive Directors and Directors.

Page 3 of 4

Page 31

10. Pay of Chief Executive, Executive Directors and Directors when they leave
a.

When a Chief Executive, Executive Director or Director leaves they will be paid in line with
what they are entitled to under their contract of employment (their notice period is three
months) and the Council’s policies.

b.

The Public Sector Exit Payments Regulations 2020 which came into force on 4 November
2020, were revoked on 12 February 2021. This Pay Policy Statement will be updated to reflect
any new legislation which may be introduced to replace these regulations. The Council’s
constitutional arrangements in relation to any exit payments will continue to apply as set out
below.

c.

The dismissal and/or compensation for loss of office of Chief Executive, Executive Directors
and Directors is determined by the Human Resources Committee (except for the Head of Paid
Service, Chief Finance Officer and Monitoring Officer, where this is a matter for Full Council).

d.

Employees who leave due to voluntary severance will not be re-employed by the Council in a
paid job or engaged directly or through a company on an “off-payroll” basis for 12 months
after they leave. (Off-payroll means a person who is paid via a company rather than through
the payroll as an employee). Employees who leave due to compulsory redundancy are free to
apply for re-employment with the Council at any point after they’ve left.

11. Paying Chief Executive, Executive Directors and Directors “off-payroll”
a.

Any Executive Director or Director appointed on an interim basis and supplied by a third
party are regarded as employees for tax purposes.

12. Returning Officer fees
a.

The Council’s Returning Officer for elections and referenda is appointed by full Council.
Fees are paid for these duties. They vary depending on the type of poll and are
published prior to each election. Fees for most polls (including national elections and
referenda) are set and paid by the Government (rather than the Council).

13. More information about the pay of Chief Executive, Executive Director and Directors
a.

The Council is committed to being open about its policies on pay. Approved pay policy
statements are published on the Council’s website at www.bristol.gov.uk/councilspending- performance/senior-officers-pay. Other information that the Council has to
publish under the Local Government Transparency Code 2015 is available via that
webpage.

14. More information about Pay Gap Reporting
a. We publish our gender, ethnicity and disability pay gap every 12 months on the Council’s
website at https://www.bristol.gov.uk/people-communities/measuring-equalities-success
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Agenda Item 10
/u

HR Committee
17th February 2022
Report of:

Chief Executive

Title:

Update on council-wide workforce change programmes

Ward:

N/A

Officers Presenting Report:

James Brereton (HR Business Partner) and
Jo White (Senior Project Manager)

Contact Telephone Number:

0117 92 22000

Recommendation
That the Committee notes the report.
Summary
The report provides sets out progress in relation to a connected and co-ordinated set of change
programmes. The Common Activities Programme is informing areas where the number of management
roles can be rationalised through the Management and Capacity Review, as well as services where
capacity needs to be retained, talent promoted and diversity improved through application of the
Succession Planning Policy. Taken together, these initiatives are reducing duplication, improving
efficiency, reducing the overall number of managers across the Council and ensuring that organisational
capacity is focused on the Council’s top Corporate Strategy goals.
The significant issues in the report are:
- The Common Activities Programme is reducing duplication and improving efficiency across the
organisation. The programme is designed to deliver savings of £1m over three years (2021/22-2023/24)
without a need to make compulsory redundancies.
- The Management and Capacity Review is reducing the overall number of manager roles across the
Council, removing vacant positions in areas where capacity can be reduced and retaining/shifting
capacity in areas delivering on key Corporate Strategy priorities. This programme of work will deliver
savings of £2m in 2022/23 and a further £3.5m in 2023/24.
- A Succession Planning Policy has been introduced to create opportunities to promote talent and
improve diversity at higher grades whilst reducing the number of manager roles.
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Policy
1.

Relevant priorities in the Council’s Corporate Strategy 2022-2027 are:
a. EDO2 One Council – make it easier to get things done as “One Council” by adopting
more consistent standardised and well-communicated procedures and processes, with
corporate support services that are the right size for the needs of the organisation.
b. ED03 Employer of Choice – live our organisational values and show leadership on
equality, diversity and inclusion across the council and city, becoming a recognised
employer of choice. Make sure we have an inclusive, high-performing and motivated
workforce that is representative of the city we serve. Support people to learn, develop
in their careers and maximise their wellbeing.

2.

The Council’s Succession Planning Policy offers the facility for colleagues to leave on a voluntary
basis, subject to meeting certain criteria, chiefly that the cost of the exit should normally be less
than the annual salary budget for the position and a funded role (preferably a managerial post)
should be deleted as a result.

3.

There are no Council policies specifically covering the deletion of vacant positions.

4.

Where proposed changes will impact on postholders, consultation and implementation will be
conducted in accordance with the Council’s Managing Change Policy.

Consultation
5.

Internal
Not required because this report is for information only.

6.

External
Not required because this report is for information only.

Context
7.

A set of connected and co-ordinated change programmes is currently in place. The Common
Activities Programme is informing areas where the number of management roles can be
rationalised through the Management and Capacity Review, as well as services where capacity
needs to be retained, talent promoted and diversity improved through application of the
Succession Planning Policy. Taken together, these initiatives are reducing duplication,
improving efficiency, reducing the overall number of managers across the Council and ensuring
that organisational capacity is focused on the Council’s top Corporate Strategy goals.
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8.

Common Activities Programme
The Common Activities Programme is an important element of how we will turn our Corporate
Strategy priorities into action and accelerate our shift towards ‘One Council’; where our
collective effort makes the biggest difference to the people we serve. We want to join up
pockets of the same, or similar, corporate support service work (“common activities”), which
currently happen in different ways across the organisation. This will make it easier to get things
done by introducing consistent, easily understood processes that make the most of everyone’s
skills. It will help ensure that our work is aligned behind the top Council priorities and that we
focus resources and effort on these. It is not a redundancy programme. In some cases, staff will
transfer into the relevant services within the Resources directorate; in others staff will remain
where they are now with a line of accountability to the respective professional home.

9.

The programme has been divided into 3 waves, covering 10 of the Council’s 13 divisions: Adult
Social Care and Housing & Landlord Services started in July 2021; Development of Place,
Economy of Place, Management of Place and Finance started in November 2021; and Children,
Families & Safer Communities, Digital Transformation, Education & Skills and Workforce &
Change is scheduled to begin in March 2022.

10.

The shape of the programme has been informed by a survey of heads of service in 2019, which
has been refined by a survey of all in-scope staff in Summer/Autumn 2021. The survey is
primarily used as a starting point, informing the common activity leads where activity is
happening, so that they can focus further discovery in the right places.

11.

The programme is led by a team from Change Services and includes service manager leads for
each of the professional areas covered: project management/support & work scheduling;
business support; data analysis and performance reporting; information governance;
procurement & contract management; citizen contact; policy; communications; finance;
learning and development; and ICT. Property & facilities management is also a workstream but
aligned to the Corporate Landlord Project, which is a separate change programme.

12.

A savings target of £500k was budgeted for 2021/22; proposals for further savings of £400k in
2022/23 and £100k in 2023/24 have been included in the budget that is subject to
consideration by Full Council in February/March 2022. The primary aim is to achieve savings
through the deletion of vacant positions. A vacancy management process has been in place
since May 2021. Where possible vacancies are being held vacant. Where it is critical to cover a
vacancy, temporary measures such as internal secondments and agency workers are being
used. A review of the savings secured by the vacancy management process is currently
underway.

Page 35

13.

Proposals to transfer staff are discussed between service leads and local managers. There is no
requirement for formal consultation where the only change is line management, but the
programme will usually build in a communication period before the move, to support staff who
are moving into a new team. Where there are changes to job documentation (though these are
not contractual) or contractual terms and conditions of employment (such as pay and working
hours) then a consultation period of 4 weeks takes place with affected employees and their
trade union representatives prior to any transfer or change. In many cases, it’s likely that the
only change in the short term will be line management. As the programme nears completion a
number of service reviews will take place in the Resources directorate – this will be the case for
some but not all of the professional areas covered by the programme and will of course be
subject to proper consultation. General engagement between the programme team, HR and
the trade unions will continue throughout the programme.

14.

It is anticipated that the first moves of staff will take place from February 2022 – these are
project management and support staff from Housing and Landlord Services moving into
Change Services, citizen contact handling staff moving from Housing and Landlord Services into
Citizen Services, and a team from ICT moving into a central data and analytics team. High-level
programme plans are included at Appendices A and B respectively.

15.

16.

17.

18.

Management and Capacity Review
The Management and Capacity Review aims to reduce workforce costs and prioritise capacity
on the Council’s Corporate Strategy goals. It started in December 2021 and has a number of
workstreams: a succession planning policy, a review of budgeted vacancies and changes to the
senior leadership structure. One of the main priorities of the programme is to reduce the
overall number of managers across the Council – there are presently more than 1,000
managers out of a total staff headcount of around 6,500 (in around 5,500 positions). The aim is
to ensure that the “span of control” of most managers is close to the overall Council average.
Savings targets of £2m in 2022/23 and £3.5m for 2023/24 have been proposed and will have
been considered by Full Council at the Budget meeting on 15 February 2022.
Succession Planning Policy
A Succession Planning Policy was adopted in 2021. It enables staff to be invited to apply to
leave the council with a severance payment or early release of pension benefits, providing a
position (preferably a managerial role) is deleted in return. A key feature is that it creates more
opportunities to improve diversity amongst higher grades through career progression.
Applications made under the scheme are considered by a panel of senior leaders (including the
Chief Executive) and are subject to a number of criteria being fulfilled, one of which is that the
exit cost should normally be less than the annual salary budget for the position. Vacancies
created through the policy are advertised internally. A copy of the policy can be found on the
Source (the Council’s intranet).
The top 700-800 highest-paid of the Council’s staff were invited to apply in December 2021.
Depending on outcomes from this first wave, the invitation to apply may be extended to
managers at lower levels in the organisation. A summary of approved applications and related
savings to date are included for information at Exempt Appendix C.
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19.

20.

21.

Changes to the senior leadership structure
The Chief Executive will shortly be proposing some changes to the Director and Executive
Director structure in particular establishing a permanent leadership structure for People
services. None of these changes will result in redundancies and the cost of the revised
structure will be contained within budget. Consultation will take place with those directly
affected and their trade union representatives. Further information will be shared with
members of the Committee in due course.
Vacancy review
A review of budgeted vacancies started in the Resources directorate in January 2022. The
Growth & Regeneration and People directorates will follow in turn. All vacancies are being
validated to ensure they are in fact budgeted. Each Executive Director will then review in
conjunction with colleagues to ensure that capacity is retained in or moved between services
based on the goals in the Corporate Strategy.
This review will include vacancy-related savings previously identified by budget holders in
order to minimise the risk of double-counting.

Proposal
22.

That the Committee notes the report.

Other Options Considered
23.

None because this report is for information only.

Risk Assessment
24.

Not required because this report is for information only.

Public Sector Equality Duties
25a)

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;
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-

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.
25b)

An Equalities Impact Assessment has not been completed because this report is for information
only. However, an Equalities Impact Assessment is in place in relation to the potential
workforce changes arising from the budget proposals for 2022/23 and beyond, and this is
available via the Council’s website as part of the report to the Cabinet.

Legal and Resource Implications
Legal
Not required because this report is for information only.
Financial
(a) Revenue
(b) Capital
Not required because this report is for information only.
Land
Not applicable.
Personnel
Not required because this report is for information only.
Appendices:
Appendix A – high level programme plan
Appendix B – high level implementation plan
Appendix C – exempt summary of approved succession planning applications
LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers:
None.
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Common Activities Programme

VISUAL PLAN

Original Closure Date
Dec22

Feb 22

2021
J

J

A

FSD
Prepare drafts
Jun-Jul21

CA Lead Activity
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Change Pipeline
Delivery

Wave 1
Adult Social Care
Housing and Landlords
Wave 2
Finance
Development of Place
Management of Place
Economy of Place
Wave 3
Digital
Workforce and Change
Children and Families
Education

S

2022
O

N

D

J

F

M

A

M

J

J

A

S

O

N

FSD Refinement
Sep21-Dec22

FSD
Finalise
Aug21 Sign-off
14/09

Performance Board
(Citizen Services and ABS to start, test and roll-out)
Oct21 –

Prepare CA
descriptions
and questions
Jul21

Define further discovery and work with divisions
Aug21-Nov22
Set-up FSD and SLAs ready to receive transferring staff and operate hybrid model
Nov21-Nov22

- The discovery activity from the divisions will inform the
Change Pipelines and be delivered by a project manager
using Agile Sprints
- Any activity requiring a decision will be taken to the
board

Comms
Jun21

Current Closure Date
Dec22

Change Pipeline Delivery
Pipeline 1
Pipeline 2
Change Pipeline Delivery
Housing and Landlord Services (wave 1)
Adult Social Care (wave 1)
Nov21-Nov22
FinancePipeline
(wave 2) 1 – Housing and Landlord Services, Finance, Economy of Place,
Development
Place (wave 2)
Digital, ofWorkforce
and Change
Economy Pipeline
of Place (wave
Management
of Place
2)
2 –2)Adult Social Care, Development of Place, Management of Place,
Children
s (wave
Services,
Education
Digital (wave 3)
Education (wave 3)
Nov21-Nov22
Workforce and Change (wave 3)
Children and Families (wave 3)
Nikki Davey PM, Bobby Davidson BA, Tom Coles Comms, Andrea Marks OD
Vick Jones PM, Rohan Krishnamurthy BA, Tom Coles Comms, Ceri Boycott OD
Discovery
Aug21 onwards

Discovery
Survey
Jul-Aug21

Implementation
Nov21-Nov22

Comms
Sep21

Comms
Sep21

Discovery
Dec21 onwards

Discovery
Survey
Oct-Nov21

Implementation
Mar-Nov22
Discovery
Mar22 onwards

Discovery
Survey
Oct-Nov21

Implementation
Jul-Nov22

Comms and Engagement
Benefits Management and Realisation
Vacancy Management
Christmas

Year End

Summer
Holidays

D

Common Activities Programme | Discovery and Implementation Process
Items of interest identified and category added:
Fast Track – can be implemented with little to
no discovery AND there are no overlaps
OR
Further Discovery – more work required before
a decision can be made

If an item is descoped at
any stage then the CA
lead will be asked to
confirm the rationale for
the decision in writing to
provide an audit trail for
the programme board

Ends
Item/s may be
descoped at any
point during Further
Discovery

Further Discovery
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Survey data

CA Leads review

Items of interest
added to
Change Pipeline

BCC Staff

CA Leads

BAs

Implementation will be led by managers and could include a MoC
process, a Transition to New Team process (below), improved
business processes, simple ICT changes.
Transition to New Team Process
4 week communication plan for managers:
• Announce the decision to staff
• Have one to ones with affected staff in the first two weeks
• Existing managers to have handover meetings with the receiving
managers
• The receiving team to have the new team leaders make contact
with the affected staff in the second two weeks
• The receiving team to hold welcome sessions with the affected
staff in the second two weeks
NB. A change of line manager does not require consultation so
instead the above plan will apply. MoC policy applies where there is a
change to terms and conditions. HR and OD are available to support
managers and staff through these processes.

Meet with manager/s

Eg. Meetings,
workshops,
As Is and To Be
mapping

CA Leads + SMEs

CA Leads + SMEs + BAs

Fast Track
Implementation

Implementation

Feasibility Check

Fast Track items
immediately move
into Implementation

Items can move into
Implementation at
any point during
Further Discovery

CA Leads + SMEs

CA Leads + SMEs +
PMs + BAs

Ends

Ends

Further Discovery is
managed through
Agile Sprints in 2
week timeboxes

Pause
Item/s may be
paused pending
inclusion in future
projects/programmes
of work

BOARD APPROVAL FOR
IMPLEMENTATION
Board approval
only if agreement cannot
be made locally
CA Leads +
Divisional Leads +
Programme Manager

Agenda Item 11

HR Committee
17th February 2022
Report of:

Director: Workforce & Change

Title:

COVID-19 recovery and update

Ward:

N/A

Officer Presenting Report:

Mark Williams (Head of Human Resources)

Contact Telephone Number:

07795 446270

Recommendation
That the Committee notes the report.
Summary
COVID-19 has been the most significant incident the council has had to manage in living memory. The
council responded quickly and effectively. This report provides an update on our work since the last
meeting of the Committee on 16th December 2021.
The significant issues in the report are:
- Social distancing measures in workplaces and a requirement to wear face coverings in when moving
around remain in place and will be reviewed again in March 2022. This review will take into account
infection rates, the advice of the city’s Director of Public Health and our obligations to our employees
under the Health and Safety at Work Act.
- The risk of exposure to COVID-19 remains high in workplaces especially given the Omicron variant. We
will continue to manage the risks in accordance with current best practice guidance from the Health and
Safety Executive (HSE).
- Now that COVID-19 is moving into an endemic phase we will be reviewing our guidance and advice in
relation to sickness absence with trade unions taking into account the advice from the National Institute
of Clinical Excellence (NICE).

Page 41

Policy
The Council’s HR policies have been modified where appropriate to reflect the current
circumstances.
Consultation
1.

Internal
Regular meetings are held with the trade unions who support the approach that is being taken
regarding the management of workplaces. Managers are kept regularly appraised of the plans
and have a chance to discuss at the monthly Leadership Forum.

2.

External
None.

Context

3.

We are continuing to take a measured approach to opening workplaces which takes account of
the current rate of COVID-19 case rate in the city; the advice of the city’s Director of Public
Health and our obligations to our employees under the Health and Safety at Work Act. We have
increased the availability of desks in our core buildings whilst retaining social distancing
measures. Heads of Service are now responsible for managing their allocated zones in
accordance with our future workplace principles. There are also no restrictions on employees
being permitted to work in offices but they are required to undertake an online induction course
and book allocated desks before coming to work in core buildings. These arrangements will be
reviewed by the Corporate Leadership Board in March. The option to relax further social
distancing measures will be considered. There are wider implications in relation to the
rationalisation of the office estate which will be considered as part of any further easing of
workplace restrictions.

4.

We continue to require staff to wear face coverings when moving about in workplaces. We
continue to maintain social distancing measures in offices (including desk spacing as part of
controlling building occupancy levels), maintaining good ventilation and promoting good hygiene
measures. As part of our work to reduce COVID cases we are continuing to encourage all staff to
get both vaccine and booster doses and take a lateral flow test twice a week if they are
attending the workplace.

5.

Three hybrid meeting rooms are now in place at City Hall and are working effectively. Meeting
rooms can also be used now at all offices. The expansion of hybrid meeting facilities will be
considered as part of the office rationalisation programme. The requirements of services will be
taken into account.

6.

Daily monitoring of absence due to COVID-19 continues. We are currently reviewing our
guidance on the management of COVID Absence moving forward, taking into account NICE
clinical guidelines and are consulting the trade unions on these changes. Absence rates due to
COVID have fluctuated in line with rate of infections. The chart below shows the sickness
absence rate by directorate in the last 12 months:
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7.

Employees at all levels in the organisation – including those within the HR, Internal
Communications and OD teams - have responded and adapted to COVID-19 very positively
through their work in supporting the Council’s response to the pandemic.

Proposal
8.

That the Committee notes this report.

Other Options Considered
9.

None as this report is for information only.

Risk Assessment
10.

Not required because this report is for information only. However, the return to workplace
project has a detailed project plan and risks are managed appropriately as part of the project.

Public Sector Equality Duties
15a)

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,
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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.
15b)

Not required because this report is for information only. However, the return to the workplace
project has a comprehensive Equalities Impact Assessment in place.

Legal and Resource Implications
Legal
Not required because this report is for information only.
Financial
(a) Revenue
(b) Capital
Not required because this report is for information only.
Land
Not applicable.
Personnel
Not required because this report is for information only.
Appendices:
None
LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers:
None.
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Agenda Item 12
/u

HR Committee
17th February 2022
Report of:

Director of Workforce and Change

Title:

Update on key HR matters

Ward:

N/A

Officer Presenting Report:

Mark Williams, Head of Human Resources

Contact Telephone Number:

07795 446270

Recommendation
That the Committee notes the report.
Summary
Members have requested a regular update report on key HR matters that affect the workforce. The
report provides an update on HR policy activity and national pay negotiations.
The significant issues in the report are:
- On 31 January 2022, the Government announced that the regulations requiring staff to be vaccinated in
Registered Care Homes and Care Quality Commission regulated activities will now be revoked, subject to
public consultation and Parliamentary approval. Until the regulations are revoked, our current COVID-19
Vaccination Policy will apply.
- An update is provided on the National Industrial Action pay ballots that have taken place and the
current status of pay negotiations.

Page 45

Policy
1.

The Chief Executive as Head of Paid Service has the delegated authority to approve all the
Council’s HR policies.

Consultation
3.

Internal
Not required because this report is for information only.

4.

External
Not required because this report is for information only.

Context
5.

Members have requested a regular update report on key HR matters that affect the workforce.
The report provides an update on current HR policy consultations and national pay negotiations.

HR Policy consultations

3.

A new COVID-19 Vaccination Policy for workers in Registered Care Homes which came into force
from 11 November 2021 and requires them to be vaccinated. The new Vaccination Policy sets
out the arrangements for existing staff as well as new joiners. The policy is due to be extended
to Care Quality Commission regulated activities from 1 April 2022. On 31 January 2022, the
Government announced that the legal requirement to be vaccinated will now be revoked subject
to public consultation and Parliamentary approval. Until the regulations are revoked, our
current COVID-19 Vaccination Policy will remain in force. We hope that the regulations will be
revoked by 31 March to avoid any difficulties with staff affected by the extended regulatory
arrangements due to come into force on 1st April 2022.

4.

Proposals to revise our Code of Practice on Investigations received wide ranging and extensive
feedback. It is anticipated that the new policy will be in place by 1 April 2022.

National Pay Negotiations
5.

The committee received a report on the status of the national pay negotiations at the last
meeting of the committee. The national pay offers for Single Status and Craft Workers from 1
April 2021 have been rejected by the trade unions. The current situation in respect of each trade
union is set out below:


GMB conducted a consultative ballot to determine whether to proceed to a formal ballot
on Industrial Action. The consultative ballot closed on Monday 13th December 2022. GMB
have decided not to undertake an Industrial Action ballot
UNISON balloted their membership on Industrial Action. Although the ballot was in favour
of Industrial Action, the turnout was below the threshold of 50%. Therefore, UNISON will
not take Industrial Action.
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6.

UNITE will be commenced a ballot on Industrial Action on 14 January 2022 and this will
close on 17 February 2022.

The offers and numbers of employees affected is summarised below:



Single Status - 1.75% from 1 April 2021 (6,645 employees)
Craft Worker - 1.75% from 1 April 2021 (302 employees)

7.

Until the outcome of the UNITE ballot is known, it is understood that there will be no further
talks between the Employers and Trade Unions at a national level.

8.

The Council has paid the Living Wage Foundation rate of £9.50 per hour to all employees on
Bristol Grades 1 to 4 inclusive – as well as apprentices – since 1 April 2021. This is a higher rate
than the pay offer made nationally for the lowest earners covered by the national agreement.
The Living Wage will be uplifted to £9.90 per hour from 1 April 2022.

9.

There is a separate report at this meeting covering the national pay settlements to the Chief
Executive, Executives Directors and Directors.

Proposal
10.

That the Committee notes this report

Other Options Considered
11.

None.

Risk Assessment
12.

Not required because this report is for information only.

Public Sector Equality Duties
15a)

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;
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-

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.
15b)

Not required because this report is for information only.

Legal and Resource Implications
Legal
Not required because this report is for information only.
Financial
(a) Revenue
Not required because this report is for information only.

(b) Capital

Land
Not applicable.
Personnel
Not required because this report is for information only.
Appendices:
None
LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers: None.
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Agenda Item 14
By virtue of paragraph(s) 1 of Part 1 of Schedule 12A
of the Local Government Act 1972.
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