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Part 1 - Open to the Public ITEM NO. 

REPORT OF THE LEAD MEMBER FOR FINANCE AND SUPPORT SERVICES

TO COUNCIL

ON 

18 MARCH 2020

TITLE: PAY POLICY STATEMENT 2020-21

RECOMMENDATIONS: 

THAT the content of the Pay Policy Statement for 2020/21 be noted and approved. 

EXECUTIVE SUMMARY:

Salford City Council is proud to be an exemplar employer ensuring that all our 
remuneration and wider workforce strategies, policy frameworks, procedures and 
practice reflect the commitments in the Employment Standards Charter and the 
Greater Manchester Good Employment Charter, leading the way to make Salford a 
great place to work.  

In order to promote openness and accountability in local pay arrangements, the 
Localism Act 2011 requires the authority to prepare, approve and publish a pay 
policy statement.  This statement must articulate the council’s policies towards a 
range of issues relating to the pay of the workforce, particularly its senior employees 
and its lowest paid employees.

In line with the Equality Act 2010 (specific duties and public authorities’ regulations 
2017) Salford City Council is also publishing for the third-year details of our gender 
pay gap. The Council has seen a reduction of 2.1% in the mean gender pay gap and 
5.3% in the median gender pay gap since reporting began. 

The Statement for 2020/21 has been updated to reflect the aspirations for the City 
and the Council as a great place to work. 

BACKGROUND DOCUMENTS:
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KEY DECISION: YES / NO

DETAILS:

1. Background

Under section 38 of the Localism Act, local authorities are required to publish a pay 
policy statement annually.  This statement must articulate the council’s policies 
towards a range of issues relating to the pay of the workforce, particularly its senior 
employees and its lowest paid employees. 

The Pay Policy Statement relates to people employed by Salford City Council 
whose remuneration, including rate of pay and terms and conditions, are 
determined by and within the control of the authority.  It therefore does not 
apply to teachers; support staff in schools and academies or people employed 
by a third party.

The Pay Policy Statement for 2020/21 sets out the context and ambitions for the City 
and details the pay arrangements for 2020/21. The statement is attached at appendix 
1 for consideration by Council for approval.

2. Framework for apprentice pay 

Developing the right skilled, flexible and resilient workforce able to achieve our 
ambition of ‘A Better and Fairer Salford’, can only be achieved if we invest in skills 
and professional development and we continue to attract and retain the best talent 
into the organisation. 

High quality skills and professional development delivered through apprenticeships 
for both new and existing employees can make a positive contribution to this by 
creating opportunities for people, of all ages, to undertake relevant qualifications, 
helping to raise skills, capabilities and aspirations.

Adopting a more strategic approach to how we attract, retain and develop our 
workforce to meet organisational needs both now and in the future is vital and 
apprenticeships are an integral part of this approach. The Councils Apprenticeship 
Strategy offers the opportunity to provide routes into the organisation as well as 
enabling our existing workforce to undertake relevant accredited skills qualifications. 

Given the focus on creating and recruiting to new apprenticeships it is important that 
the council has a clear framework that is financially viable and equitable for the 
agreed pay rates for apprentices.  The framework agreed by Workforce Panel 
ensures we deliver on our commitment to ensure wages (salaries) in the city can 
sustain families and individuals and all new apprentice posts will be paid a minimum 
of £8.72 on entry and the Foundation Living Wage of £9.30 per hour within 12 
months.  

3. Local Government Transparency Code 2014 
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In October 2014 the Department for Communities and Local Government published 
its Local Government Transparency Code which requires the council to publish 
certain information relating to senior employees pay and pay dispersion.  

The Code requires the council to publish the pay multiple which is defined as the 
ratio between the highest paid salary and the median salary of the whole of the 
authority’s workforce.   The pay policy statement includes these ratios to reflect those 
requirements.

4. Gender Pay Gap Reporting Requirements

The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017 
introduced specific requirements for public sector employers with more than 250 staff 
to publish information relating to their gender pay gap on an annual basis. 

Gender pay is different to equal pay whereby men and women employed by the 
same organisation performing equal work must receive equal pay. As a responsible 
employer we ensure fairness, equity and equal pay compliance in all our pay 
structures and monitor robustly through an annual equal pay audit to make sure our 
male and female employees continue to be paid equally. 

Gender pay is the difference in the average hourly earnings of men and women 
within an organisation and is largely affected by workforce composition. We are 
pleased that our gender pay gap has continued to reduce since the last reporting 
period with a reduction of 2.1% in the mean gender pay gap since reporting began 
and the number of women within the upper quartiles of the workforce is rising.  We 
do however still have a high proportion of women concentrated in our lowest quartiles 
which relates to a high proportion of women occupying our lower paid roles such as 
catering and cleaning. Whilst we are proud to be able to retain service delivery in 
house providing flexible working opportunities for Salford residents with minimum pay 
rates above the foundation living wage we do however recognise that there is work 
that we can do to alter our workforce composition including attracting more women in 
to underrepresented occupations. 

Further details are contained within the pay policy statement (Appendix 1).  Whilst 
legislation only requires that figures are published a report is being produced to 
supplement the figures which provides further information and context behind the 
figures reported. 

KEY COUNCIL POLICIES: 

EQUALITY IMPACT ASSESSMENT AND IMPLICATIONS: 

ASSESSMENT OF RISK: 



4

LEGAL IMPLICATIONS: Supplied by Mary Sutton, Head of Litigation and 
Employment Group m.sutton@manchester.gov.uk

The proposed pay policy complies with the Council's obligations under the Localism 
Act 2011, the Local Government Transparency Code 2014 and the gender pay gap 
reporting requirements.

FINANCIAL IMPLICATIONS Supplied by Paul Hutchings Strategic Finance Manager 
extension 2574

Whilst there are no direct financial implications resulting from this report, employee 
remuneration represents a significant expenditure line for the Council.  It must be 
noted that employee remuneration, as outlined within the Pay Policy Statement, is 
included within the budget assumptions for 2020/21 and beyond.  Furthermore, 
disclosure of senior officer pay is included within the council’s annual statement of 
accounts as described within the pay policy statement.

PROCUREMENT IMPLICATIONS Supplied by: N/A

HR IMPLICATIONS Supplied by:  Catherine Sharples, Strategic HR and OD 
Manager

Contained within the body of the report.

CLIMATE CHANGE IMPLICATIONS Supplied by:

There are no climate change implications associated with this report.

CONTACT OFFICER:  Catherine Sharples, Strategic HR and OD Manager (ext 
8607)

WARDS TO WHICH REPORT RELATES: 

mailto:m.sutton@manchester.gov.uk

