
Workforce Panel Meeting 
 

24 January 2023 
 

Salford Suite, Civic Centre, Salford City Council, Chorley Road, 
Swinton, M27 5DA 
 
Meeting commenced at: 12:00pm 
Meeting ended at 12:35pm 

 
Present 

Cllrs August, Bentham, Cammell, Cusack, R Garrido, Lancaster, Merry and Youd (in 
the chair). 
 
Officers 

Sam Betts (Assistant Director HR & OD), Debbie Brown (Strategic Director Service 

Reform), Steve Hulme (Strategic HR Manager), Amy Kittle (Senior Communications 
Officer), David Ratchford (Pay & HR Operations Manager), Tom Stannard (Chief 
Executive) and Chris Howl (Democratic Services). 

 
1. Apologies for Absence 

Apologies for absence were submitted on behalf of the City Mayor Paul Dennett, Cllr 
Hinds, Cllr Kelly and Cllr McCusker. 
 
2. Declarations of Interest 

There were no declarations of interest. 

 
3. Minutes of the Meeting Held on Tuesday 22 November 2022 

The minutes of the previous meeting held on Tuesday 22 November 2022 were 

approved as a correct record. 
 
4. Equitable Pay and Reward Strategy – Pay Review Report Update 

Sam Betts presented the ‘Equitable Pay and Reward Strategy – Pay Review Report 
Update’, explaining that significant challenges have recently been felt across all 

sectors regarding recruitment and retention of high-quality staff, for several reasons 
including: 

 the impact of the COVID-19 pandemic, and 

 an unstable economic climate. 

 
The Council has not been immune to these challenges and has experienced: 

 a marked increase year-on-year in staff turnover (from 8.3% in 2019 to 13.8% 

in 2022), 

 problems filling vacancies, particularly for specialist positions and senior officer 

posts, and 

 a degree of detrimental impact on service delivery, as together these affect the 

capacity and capability to deliver quality services for residents and businesses. 
 
These problems have been exacerbated by the offering of more competitive pay 

rates by similar and neighbouring local authorities, leading to many staff seeking 



similar positions elsewhere. Analysis of the available exit interview data identified 
that 30% of respondents either disagreed or strongly disagreed with the statement 

that ‘the salary reflected the responsibilities of the role’ with 25% citing better salary 
as a reason for leaving. Additionally, Salford City Council’s exemplary commitment to 

being a Foundation Living Wage employer, whilst pertinent, has presented an issue 
for fair pay with the erosion in differentials between pay levels as living wage rates 
have increased on an annual basis. 

 
An interim solution has been the application of the Market Enhancement Policy with 

additional payment for specific roles, in order to attract people with the right skills at 
the right level, including Social Workers, Public Health Consultants and Surveyors. 
 

Challenges with attracting and retaining high-quality staff will be further exacerbated 
in future given the markedly high rate of staff over the age of fifty-five who will be 

looking towards retirement in the near future. 
 
To rectify these issues, it was agreed that formal discussions with the joint trade 

unions should commence to review and refresh the current pay structures and pay 
line in its entirety with a clear focus on fair and equitable pay across the organisation. 

This follows-on from the 2021 LGA Peer Review that identified that we needed to 
focus on our retention and succession planning. This review has been undertaken 
over the past number of months, conducted jointly with the recognised trade unions 

at a local level, via a joint working group who jointly agreed nine key guiding 
principles to underpin the review (and which have remained the core reference point 

throughout), with a range of evidence-led processes being incorporated into the work 
to ensure robust analysis in reaching a conclusion, specifically: 

 comparative evidence gathering (consisting of the creation of an evidence 

framework to allow comparative analysis with other local authorities which are 
broadly similar in size and scope to the council in terms of finances, population 

size and demographics, and equality data, i.e. average rates of pay, 
differentials between pay points and grades within the city council’s pay 
structures, etc. – collated and fed into the Power Bi application to ensure 

accurate and robust impact assessments of the model), and 

 comprehensive equality analysis (consisting of a newly designed equality 

survey, broken down by protected characteristics as laid out in the Equality Act, 
2010, which was distributed across the organisation for completion, via a new 

digitised process, to ensure potential modelling did not have a disproportionate 
impact on particular groups – which was amalgamated alongside the proposed 
pay modelling, indicating that the review and revised model would provide a 

positive outcome for all). 
 
This work is separate from the national pay negotiations on the cost-of-living 

increase. 
 

Agreement was reached through the Joint Secretaries in relation to a jointly agreed 
model and subsequently arrangements were put in place for this to be taken forward 
through formal consultation and decision-making processes. The Workforce Panel 

gave their approval on 22 November 2022 to commence formal consultation with 
staff through the recognised trade unions at a local level. 

 



The revised model addresses issues appertaining to: 

 pay differentials, 

 reduces overlap between grades, 

 incorporates the foundation living wage increase with £10.90 as the minimum 

pay rate, 

 includes the 2022 national pay award, and 

 addresses the issue of comparability and ability to offer competitive salaries at 
all levels. 

 
The review approach and revised model (a draft of which appeared as Appendix 1 to 
the report): 

 incorporates the pay line in its entirety across all grades and guarantees no 
reduction in pay rates whilst maintaining the integrity of the job evaluation 

schemes, 

 ensures that it’s fair, equitable and equal pay compliant, as evidenced by the 

equal pay audit and equality impact assessment, 

 negates the need for the on-going payment of market rate enhancements and 
recruitment and retention allowances, 

 will aid with the retention of high calibre staff and the ability to attract quality 
candidates for roles which will improve vacancy rates, 

 reduce the need for and reliance on temporary agency workers, thus reducing 
costs and ensuring stability and continuity in service delivery and capacity and 

capability to deliver quality services for residents and businesses. 
 
At a meeting of the Joint Secretaries on 16 December 2022 formal feedback from 

the joint trade unions confirmed: 

 that the outcome of the consultation was to accept the revised pay model – with 

97% voting to accept the revised new pay model, 

 acknowledge the good process followed, 

 requested that the positive and joint approach taken by the employer be noted, 

and 

 that the joint trade unions were in a position to confirm their collective 

agreement to the revised pay model. 
 

Subject to Workforce Panel approval, who are responsible for determining collective 
and corporate terms and conditions of staff, it’s intended to implement the revised 
local pay model by/ on 1 April 2023. This will involve: 

 the revised pay model being incorporated into a local collective agreement (a 
draft of which appeared as Appendix 2 to the report), 

 this Agreement will be signed by the relevant parties, with responsibility 
delegated by the Workforce Panel to the Assistant Director, HR & OD in her 

role as the employer side Joint Secretary, and 

 thereby this Agreement will then have the effect of automatically incorporating 
the changes to the pay model into contracts of employment with effect from 1 

April 2023 (all employees covered by the Agreement will be informed in writing 
of the variation to contract together with a personal statement advising of their 

new SCP and annual salary). 
 



Note: In line with the Council Constitution, the Council makes determinations in 
relation to the remuneration of posts whose remuneration is, or would become, 

£100,000 per annum or above. As the salary ranges of seven posts currently exceed 
£100,000 Council must therefore be offered the opportunity to consider the revised 

salary scales for these posts. A separate report on this matter will go to Council in 
February 2023. 
 

Separate to the arrangements relating to the revised pay model it is recommended 
that the Collective Agreement also incorporates the changes to the locally agreed 

policy relating to annual leave with effect from 1 April 2023 to implement the 
nationally determined award of one additional day’s leave to all staff covered by this 
policy. 

 
Cllr R Garrido reiterated his continued support in principle to the review approach 

and revised model, but still has concerns in respect to its implementation, preferring 
a phased delivery over several years in order to financially manage the £4.1m cost to 
the council, rather than it being met in one year … it’s too much to cover alongside 

the national pay award. 
 

Sam Betts confirmed that the review approach and revised model had been an 
extensive bottom to top approach and would cause numerous practical difficulties, if 
we were now to contemplate a phased delivery, including for example: 

 having to operate different staff payroll systems concurrently, 

 the reintroduction of pay differentials, and 

 would continue current recruitment challenges. 
 

Debbie Brown stated that in respect of the financial implications, that the revised 
model is fully costed and included within our budget proposals, if a phased delivery 
was contemplated, we would be exposed to an unknown funding future which would 

place the model in jeopardy. Furthermore, we’ve invested in staff engagement and 
through our review approach raised staff expectations, so to contemplate a phased 

delivery now would cause serious concern and affect on-going recruitment. 
 
Cllr R Garrido confirmed that he would take the revised model back to the 

Conservative Group to consider a phased delivery option. 
 
RESOLVED, THAT: the Workforce Panel: 

1) agree the approach to implementation of the jointly developed and agreed 
revised pay model following the organisational-wide pay review, 

2) recommend to full Council the revised model as it relates to the remuneration 
of Chief Officers currently earning over £100k, 

3) agree the approach to implementation of the 2022-23 national agreement as it 
relates to annual leave, and 

4) delegate responsibility for the local collective agreement to the Assistant 

Director, HR & OD. 
 

There were seven (7) votes in favour of the four recommendations and one (1) 
abstention (Cllr R Garrido). 
 

 



5. Leadership and Appointments Report 

Sam Betts presented the ‘Senior Leadership and Appointments Report’, explaining 

the proposed arrangements and process in relation to the recruitment, selection, and 
appointment to the statutory roles of the Director of Children’s Services (DCS) and 

Director of Adults Social Services (DASS), following the resignation of the current 
Strategic Director for People (a post that currently holds both the statutory roles of 
DCS and DASS). 

 
At a meeting of the Workforce Panel on 25 May 2015 the decision was taken to 

combine the statutory roles of Director of Children’s Services (DCS) and Director of 
Adult Services (DASS) creating a new post of Strategic Director for Children and 
Adult Services following the retirement of the Strategic Director for Community 

Health & Social Care. Consequently, the Strategic Director for People also held the 
statutory responsibilities as both the DCS and DASS. 

 
This decision was taken in the context of further planned integration of health and 
social care and the creation of the Integrated Care Organisation hosted by Salford 

Royal Foundation Trust from 2016, together with a national shift to this approach, 
with over 60 local authorities with ‘twin hat’ directors at that time with five local 

Greater Manchester authorities operating with this arrangement. 
 
A trend that has subsequently reversed with latest figures highlighting that the 

number of “twin-hat” directors, who hold statutory responsibility for both children’s 
and adult social services at the same local authority, has fallen to its lowest in 12 

years – with their only being 22 local authorities with ‘twin hat’ directors 31 March 
2022. The reduction in “twin hat” directors is linked largely to the increase in 
complexity and expectations of both roles. Across Greater Manchester Salford is the 

only remaining Local Authority to have a single role holding statutory responsibility 
for both Children’s and Adults. 

 
Whilst it is legally permissible for the roles of DCS and DASS to be combined the 
authority must ensure that outcomes for children and young people in the DCS role 

are not weakened or diluted by the additional responsibilities of the DASS – a local 
assurance test must be undertaken to demonstrate that a combined role does not 

compromise statutory responsibilities or strategic priorities. 
 
A local assurance test is not required to support a proposal to split the statutory 

responsibilities of DCS and DASS across different roles, but the council should be 
mindful to test the extent to which proposed organisational structures ensure the 

capacity to provide effective leadership and fulfil key criteria, such as meeting 
statutory responsibilities, transparency of accountabilities and responsibilities, and 
supporting effective inter-agency and partnership working. 

 
In 2019 the creation of the current role of Director of Public Health (DPH) was 

created, which was aligned with the People Services Directorate with direct line 
management for the DPH sitting with the Strategic Director for People. In line with 
statutory requirements the post has a dotted line to the Chief Executive and is a 

member of the Corporate Management Team. 
 



Since then the organisational landscape and local, regional, and national context and 
position has changed (i.e. continued public service reform, further integration of 

health and social care and the global COVID-19 pandemic). 
 

The resignation of the current postholder provides the opportunity to review the 
operation of the role(s) in light of this changing context and ensure the safe 
discharge of the functions of both statutory roles going forwards. 

 
To ensure capacity, resilience, and expertise for the safe discharge of the statutory 

responsibilities of the DCS and DASS, it is proposed that these roles be separated 
and no longer delivered through a single post holder. This will ensure sufficient 
leadership capacity to lead the delivery of these statutory functions and ensure local 

resilience in light of an imminent inspection of local authority children’s services 
(ILACS) framework review of children’s services, together with the on-going adults 

reform agenda, including the new CQC inspection process, the care cap review and 
is in line with the findings of and the recommendations from a recent independent 
review of the Integrated Care Organisation. 

 
Alongside this, recent health and care reforms transferring the responsibility for the 

leadership of the integrated health and care system at a local level to the City 
Council through the Place Based Lead role increases the level of accountability and 
responsibility for the Chief Executive in this role and the need for increased 

leadership capacity across the corporate management team. 
 

It is therefore proposed that the vacant Strategic Director for People post be 
redesignated as the Executive Director of Children’s Services and hold the statutory 
role and responsibilities of the DCS. This post would also have service 

responsibilities for Children’s Social Care, Early Help and School Readiness, 
Education and Public Health Nursing and Wellbeing. 

 
The role of Director of Social Care which is currently hosted by Salford Royal 
Foundation Trust as part of the Integrated Care Organisation leadership 

arrangements is substantively vacant, with an ‘acting’ arrangement in place following 
the resignation of the permanent postholder. It is proposed that this post transfer 

(with any attached funding) to the Local Authority and be designated as the DASS. 
This new post of Executive Director of Adult Social Care and Health Partnerships 
would initially take responsibility for Adult Services, a strengthened integrated 

commissioning function, and Public Health. The post will provide Director leadership 
to Salford Care Organisation and be part of the Salford Care Organisation leadership 

team. 
 
Whilst the Director of Public Health (DPH) role will report directly to the Executive 

Director of Adult Social Care and Health Partnerships (DASS), in line with statutory 
requirements the post will retain a dotted line to the Chief Executive and contribute to 

the corporate management of the council, in particular through membership of the 
Corporate Management Team. 
 

In the revised arrangements it is proposed that the Assistant Director for People and 
Communities, whose role includes the management of housing options, 

homelessness and supported tenancies has a dotted reporting line to the Executive 



Director of Place to build greater alignment with the place lead responsibility for 
delivering affordable housing without losing the alignment of housing support with 

the delivery of services to people. 
 

A report considered and agreed by the Workforce Panel in June 2019 detailed the 
(at the time) revised arrangements for the statutory Director of Public Health (DPH) 
and the position and role of public health in Salford. It identified the need for strong 

collaboration between the Director of Public Health and the Strategic Director for 
People. 

 
Thus, it’s not proposed that a separate public health department now be created and 
under these revised arrangements it is proposed that this post be aligned with Adult 

Services with direct line management for the DPH sitting with the Executive Director 
for Adult Social Care and Health Partnerships (DASS). Whilst the DPH role will 

report directly to the DASS, in line with statutory requirements the post will retain a 
dotted line to the Chief Executive and contribute to the corporate management of the 
council, in particular through membership of the Corporate Management Team. 

 
It should be acknowledged that the portfolio responsibilities outlined above are not 

fixed and are transitional and will be subject to on-going and future review to be 
flexible and adaptive to respond to a constantly changing environment, 
transformation, financial challenges, and the ability to deliver the Mayoral priorities. 

 
Whilst the landscape for health and care integration has radically changed the 

direction of travel for Adult Social Care during recent years and the Children and 
Education arena remains as heavily regulated and faces significant demand 
challenges regionally and nationally, there is a clear need to build on the current 

strengths of a single People Directorate and maintain the benefits of this approach. 
 

In summary, we need to ensure continuing collaboration and joint working both 
strategically and politically to prevent the emergence of silo working, therefore: 

 as statutory Directors the DCS and DASS, with the DPH, will provide strategic 

leadership to Council priorities impacting on people and communities’ including 
commissioning intentions and decisions. 

 to support the ‘people’ agenda there will be a minimum of a monthly joint 
informal briefing with the cabinet members for Children and Adults. This will 

primarily drive strategic conversation on cross cutting work which will also 
provide mutual assurance and oversight for key decisions and developments. 

 the Directors will formally consider the impact of any savings and efficiencies or 

service reviews on all age pathways, through joint strategic planning meetings. 
Proposals for Children’s and Adults will be mutually signed off by the DCS and 

DASS. 

 as statutory Directors for safeguarding functions the directors will in each 
other’s absence support the lead cabinet member and Assistant Directors in 

respective areas on Safeguarding decision making if required. 

 day-to-day operational management will be separate. However, cross 

directorate issues which require urgent consideration will be covered by the 
respective Director. 

 the Managing Director for Adult Social Care Operations will have a managerial 
and professional line of accountability to the DASS and provide assurance on 



the statutory duties and progress of the delivery of adult social care operations 
through the ICO. 

 the Managing Director will attend corporate SLT, Cabinet Briefing and other 
relevant forums as and when required to remain connected to the council and 

corporate business and advise accordingly on adult social care matters and the 
ICO. 

 

It has been recognised that there are issues regarding the competitiveness of pay 
rates within the city council compared to regional neighbouring local authorities for 

posts at this level with Salford’s pay rates being statistically lower and not comparing 
favourably. To rectify this, it was agreed that an organisational-wide pay review 
should be conducted with the clear objectives of ensuring fair and equitable pay 

across all levels of the council. This will also allow for the installation of competitive 
salaries with other similar public bodies in order to attract a high calibre of talent 

required to deliver high quality services which is indicative of Salford’s strong ethos 
of equality within its workplace culture. 
 

The review has considered our local pay structures and pay-line in its entirety and 
has been conducted jointly with the recognised trade unions at a local level. As part 

of this review a comprehensive benchmarking exercise was undertaken which 
included these senior roles. The findings from this have informed the 
recommendations which are in the process of being taken forward through formal 

governance and decision making. The salary range for these posts under that review 
is Executive Director, Band A £125,000 - £140,000. 

 
One of the responsibilities of the Workforce Panel to establish a Committee or Sub-
Committee to act as the appointment panel for the recruitment and appointment to 

external posts at this level. 
 

In respect of the appointment of the Executive Director Children’s Services (DCS) 
post, it is suggested that the Panel be convened from the membership of the 
Workforce Panel as follows: 

 City Mayor, 

 Statutory Deputy City Mayor, 

 Lead Member for Children & Young People Services, 

 Executive Support Member for Education & Learning, 

 Executive Support Member for Finance, Procurement, Workforce, and 
Industrial Relations, and 

 Leader of the Opposition or nominated representative. 
 
In respect of the appointment of the Executive Director Adult Social Care and Health 

Partnerships (DASS) post, it is suggested that the Panel be convened from the 
membership of the Workforce Panel as follows: 

 City Mayor, 

 Statutory Deputy City Mayor, 

 Deputy Mayor and Lead Member for Adult Social Care, 

 Executive Support Member for Finance, Procurement, Workforce, and 

Industrial Relations, 

 Executive Support Member for Social Care & Mental Health, and 



 Leader of the Opposition or nominated representative 
 

The Chief Executive and the Assistant Director for HR & OD will advise the Panel. 
 

It is proposed that these posts are advertised on an external basis in the MJ and on 
the greater.jobs website with external support for the executive search and selection 
process. 

 
To reflect the change in context and following the conclusion of the pay review the 

following posts should be redesignated to more accurately reflect the level of 
responsibility and accountability, provide clarity and be in line with similar roles in 
other organisations, thus, the: 

 current posts of Strategic Director will be re-designated as Executive Director, 
and 

 Assistant Director posts will be redesignated as Director. 
 

Cllr R Garrido asked what the difference was between the two new posts salaries 
and the current posts salary? 
 

Sam Betts confirmed that the current posts salary was between £113,663 - 
£130,560, whilst the two new posts salaries would be between £125,000 - £140,000 

(reflecting a benchmarking exercise). 
 
Cllr R Garrido asked if it was possible for the two new posts salaries to be from 

£125,000, but to limit them to £130,000 at the top end rather than £140,000? 
 

Sam Betts confirmed that it is not just these two new posts that are affected, there 
are other Director and Assistant Director posts too, all of which have been assessed 
as part of the pay review. 

 
Cllr Cammell asked if the recruitment of these two new posts can be started before 

ratification of the proposal by full council? 
 
Sam Betts confirmed that the recruitment process can begin, with references made 

to salaries ‘circa’ £125,000 - £140,000 rather than definitely/ confirmed, prior to 
ratification of the proposal by full council. 

 
Tom Stannard asked Cllr R Garrido for clarity as to if it was the aspect of the 
separation of the current Strategic Director for People post to become separate 

Executive Director Children’s Services (DCS) and Executive Director Adult Social 
Care and Health Partnerships (DASS) posts, or the salary ranges that was of 

concern? 
 
Cllr R Garrido confirmed that he was not objecting to the principle of the salary 

ranges, but to how/ when they would be introduced, as he would prefer them to be 
phased. He confirmed that he does support the separation of the current post into 

the two separate new posts. 
 
Cllr Merry wondered when did Cllr R Garrido think would be the right time if not now? 

 



Cllr R Garrido thought that the right time would be when we’ve finalised our 2023/24 
budget. 

 
Sam Betts confirmed that the overall proposals costs are fully covered in the 

proposed budget for 2023/24, and that if we were to defer, we would be exposed to 
an unknown funding future which would place the proposals in jeopardy. 
Furthermore, we would expose ourselves to recruitment difficulties. 

 
Cllr Bentham stated that given the known recruitment challenges we’ve experienced, 

given the service nature of these new posts, we needed to press ahead now. 
 
Cllr Merry stated that if it’s the right thing to do, then he doesn’t see how deferring 

helps and actually believes that it would make the situation worse. 
 

Cllr R Garrido clarified his position by stressing that he’s not suggesting deferring, 
but phasing delivery. 
 
RESOLVED, THAT: the Workforce Panel: 

1) noted and agreed the suggested way forward for separating the statutory 

roles of Director of Children’s Services (DCS) and Director of Adult Services 
(DASS), creating two new posts of Executive Director for Children’s Services 
and Executive Director for Adult Social Care and Health Partnerships, 

2) noted and agreed the membership of the Appointment Panel(s) for these 
posts, 

3) noted and agreed that the Appointment Panel(s) be delegated to agree the 
final details of the recruitment and selection arrangements as follows: 
(a) agree the role profile, 

(b) agree an external recruitment approach, 
(c) agree the detail of the selection process, 

(d) agree the use of external executive search and support for the process, 
and 

(e) appoint a suitable candidate and notify Cabinet Members allowing any 

objections to the offer to the City Mayor. 
4) noted and agreed the redesignation of senior posts as detailed in the report, 

and 
5) noted and agreed to recommend to Council that the two posts are each 

established at a salary range of £125,000 to £140,000, in accordance with the 

recommendations to Council in the separate report to Workforce Panel 
concerning the Pay Review. 

 
There were eight (8) votes in favour of recommendations 1) to 4) and seven (7) 
votes in favour of recommendation 5) and one (1) abstention (Cllr R Garrido). 

 
 
6. Date and Time of Next Meeting 

12 noon on Tuesday 28 February 2023 in the Salford Suite at Salford Civic Centre, 
Chorley Road, Swinton, M27 5DA 

 


