
Workforce Panel Meeting Held on 23rd February 2021 via MS Teams 

Live 

Meeting started at 11:30am 

Meeting ended at 11:53am 

 

Present 
Councillors Hinds (in the chair), August, Bentham, Boshell, Kelly and Reynolds. 

 

Officers 
Sam Betts (HR & OD), Carol Eddleston (Democratic Services) and Tom Stannard (Chief Executive) 

 

1. Apologies for Absence 
Apologies for absence were submitted on behalf of City Mayor Paul Dennett and Councillors 

Lancaster and Merry. 

2. Declarations of Interest 
There were no declarations of interest. 

3. Minutes of Proceedings 
The minutes of the meeting held on 26th January were approved as a correct record. 

4. Pay Policy Statement 2021/22 
The Lead Member for Finance and Support Services introduced the report which he believed 

evidenced Salford City Council’s endeavours to be a good employer which tried to take care of its 

staff, without whom the council’s services could not be provided. Salford had been the first local 

authority in Greater Manchester to become an accredited Living Wage employer and was committed 

to encouraging more organisations and companies to pay the real Living Wage.  

The Assistant Director HR & OD presented the Pay Policy Statement in more detail, explaining that it 

set out the council’s approach to pay policy in accordance with the Localism Act 2011 and due 

regard to the associated Statutory Guidance 2013 and the Local Government Transparency Code. 

In line with the Equality Act 2010 (specific duties and public authorities’ regulations 2017) Salford City 

Council was also required to publish details of its gender pay gap. The Council had seen a reduction of 

3.2% in the mean gender pay gap and 5% in the median gender pay gap since reporting began in 2018. 

 

The gender pay was affected by the composition of the workforce and the City Council had a high 

proportion of females within the lowest quartile of our pay distribution, with many occupying lower 

paid, part time and term time positions in catering and cleaning, service areas which the council  was 

very proud to retain in house. If catering and cleaning roles were excluded from the calculations, the 

gender pay gap reduced by 6.6. 

 

An equal pay audit was carried out annually comparing the pay of protected groups who were doing 

equal work in the authority, investigating the causes of any pay gaps by gender, ethnicity, disability, 

age, or working pattern and putting in place plans to close any gaps that could be justified on 

grounds other than one of those characteristics. No statistically significant pay gaps had been 



identified for any of the protected groups. The council was committed to improving the levels of 

equalities data held and regularly encouraged staff to update their data. The position in relation to 

equal pay would be monitored and reported on an annual basis. 

Members of the panel commended the report and thanked the HR & OD team for all their hard work 

throughout the year. They were proud of the significant progress made in addressing the gender pay 

gap and in encouraging partners and other organisations across the city to follow the council’s 

example in relation to pay and workforce strategy. 

The Chief Executive confirmed that he and the senior management team saw the pay policy 

statement as a work in progress which was on a positive trajectory. 

RESOLVED, THAT: 

1. The gender pay gap information be noted, including publication requirements, and 

2. the Draft Pay Policy Statement 2021/22 be presented to Council for approval at its meeting on 17 

March 2021.  

 


