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BRISTOL CITY COUNCIL

OVERVIEW AND SCRUTINY MANAGEMENT BOARD

8th SEPTEMBER 2016

Report of: Andrea Dell, Service Manager - Policy, Scrutiny, Research and 
Executive Support 

Title: Mayoral Referral Regarding Gender and Race Pay Inequalities

Ward: n/a

Officer Presenting Report: Andrea Dell

Contact Telephone Number: 0117 9222483

RECOMMENDATION

That the Overview and Scrutiny Management Board (OSMB) note the 
update on the work taking place to review gender and race pay inequalities 
following the referral from the Mayor at Full Council on 31st May, and agree 
next steps.

Summary

At Full Council on 31st May, the Mayor announced his intention to prioritise a 
review of the inequality of pay policy in the city from a race and gender 
perspective. He asked that Scrutiny support this work.  

At OSMB on 15th June 16, Members agreed that a report would come back 
to their 8th September meeting detailing a proposal to take this work 
forward.  As a first step, evidence regarding the Council’s own position and 
practice in relation to pay issues should be provided. 

The significant issues in the report are:

The need to agree that the Women’s Commission and the Public Sector 
Race Equality Manifesto Leadership Group continue with their work to 
investigate pay inequalities reporting back through HR Committee later in the 
municipal year, with an update to OSMB to follow in due course.  
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Policy

1. Not applicable at this stage, although if the work leads to changes in 
policies full details would be reported at the appropriate juncture. 

Consultation

2. Internal

       Not applicable at this stage
 
3. External

       Not applicable at this stage

Context

4. Since the September OSMB meeting, it has been established that a 
number of initiatives across partnerships are looking at these issues and         
we should therefore use this work to inform us as a council.

5. From a gender perspective, the Women’s Commission, a standing 
mayoral commission, is keen to support and lead this work as a key 
issue supporting the economic work they are undertaking. A meeting has 
been held between the Commission, the Mayor, the Chair of the HR 
Committee, the Women’s Equality party and local academics to look at 
how at how we might utilise a locally developed software tool to 
understand our data. 

6. We are currently exploring how we use the tool to assess any pay 
inequalities within Bristol City Council with a view to then rolling this out 
to other organisations in the city. 

7. It is recommended that the Women’s Commission (BCC representative 
Alison Comley, Strategic Director of Neighbourhoods) continue to lead 
on this work reporting back through the HR Committee to inform next 
steps. 

8. From a race perspective the cross Public Sector Race Equality Manifesto 
Leadership Group, chaired by Alison Comley, have identified the pay gap 
as a key project and are currently conducting a data collection exercise

9. As with the gender work it is recommended that once completed this 
work is reported back through the HR Committee and that an update be 
brought to OSMB in due course.      

Proposal
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10. That OSMB note that the Women’s Commission and Public Sector Race 
Equality Manifesto Leadership Group of which the council are key 
members, lead this work to investigate pay inequality in the city and 
report back through the HR Committee on findings and actions required.

Other Options Considered

11. OSMB could start to look into this matter independently but that would 
risk undermining the work already being undertaken by the Women’s 
Commission and other equalities organisations in the city.

Risk Assessment

12. Not applicable

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
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- promote understanding.

8b) The work outlined in this report aims to promote a best practice 
approach to public sector equality duties. 

Legal and Resource Implications

Legal
Not applicable at this stage.

Financial
(a) Revenue
Not applicable at this stage.

(b) Capital
Not applicable at this stage.

Land
Not applicable.

Personnel
Not applicable at this stage. 

Appendices:
None

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

None


