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1. Introduction and Purpose 
 
1.1 Under section 112 of the Local Government Act 1972, we (the Council) have the power to 
appoint officers on such reasonable terms and conditions as the authority “thinks fit”. This Pay 
Policy Statement details our approach to pay policy in accordance with the requirements of 
Section 38 of the Localism Act 2011. 
 

1.2 The purpose of this policy statement is to provide transparency regarding our approach to 
setting the pay of employees (excluding teachers working in local authority schools) by 
identifying: 
 

 the methods by which salaries of all our employees are determined; 

 
 the detail and level of remuneration of our most senior employees i.e. ‘Chief Officers’, as 

defined by relevant legislation; 

 
 the Committee responsible for ensuring the provisions set out in this statement are 

applied consistently and in recommending any amendments to the full Council. 
 

1.3 It applies for the year 2022 /2023 unless replaced or varied by the full Council. 
 
1.4 Once approved by the full Council, this policy statement will come into effect and will be 
subject to review on at least an annual basis, the policy for the next financial year being 
approved by 31st  March each year. 
 

This Pay Policy Statement makes reference to a number of related documents and 
information which can be accessed via links to the Council website. These links will be 
inserted when the document is approved by Full Council and published in accordance 
with paragraph 14.1 below. 
 

2. Other legislation relevant to pay and remuneration 
 
2.1 In determining the pay and remuneration of all our employees, the Council will comply with 
all relevant employment legislation. This includes legislation such as the Equality Act 2010, Part 
Time Employment (Prevention of Less Favourable Treatment) Regulations 2000, General Data 
Protection Regulation 2018 and where relevant, the Transfer of Undertakings (Protection of 
Employment) Regulations. We will also ensure there is no pay discrimination within our pay 
structures and that all pay differentials can be objectively justified through the use of job 
evaluation mechanisms, National Joint Council (NJC) and Hay Group, which directly establish 
the relative levels of posts in grades according to the requirements, demands and 
responsibilities of the role. 
 

3. Pay Structure 

 
3.1 The Council uses the nationally negotiated pay spine(s) (i.e. a defined list of salary points) 
as the basis for our local pay structure, which determines the salaries of the large majority of our 
(non-teaching) workforce together with locally determined rates where these do not apply. 
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3.2 We adopt national pay bargaining arrangements for the establishment and revision of the 
national pay spine(s), for example through any agreed annual pay increases negotiated 
nationally with joint trade unions. 
 
3.3 All other pay related allowances for Senior Managers are the subject of either nationally or 
locally negotiated rates, having been determined from time to time in accordance with collective 
bargaining machinery as for all employees. 
 
3.4 In determining our grading structure and setting remuneration levels for posts, the Council 
takes account of the need to ensure value for money in the use of public expenditure, balanced 
against the need to recruit and retain employees who are able to  meet our requirements in 
providing high quality services to the community, delivered effectively and efficiently and at 
times at which the services are required. 
 

3.5 New appointments will normally be made at the minimum of the relevant pay scale for  the 
grade, although this can be varied where necessary to secure the best candidate. Where the 
appointment salary is above the minimum point of the pay scale and is not affected by other 
Council policies or processes, for example alternative employment or flexible retirement, this is 
approved in accordance with the Recruitment and Selection Policy. 
 
3.6 From time to time it may be necessary for us to take account of the external pay levels in 
the labour market in order to attract and retain employees with particular experience, skills and 
capacity. Where necessary, we will ensure the requirement for such is objectively justified by 
reference to clear and transparent evidence of relevant market  comparators, using data 
sources that are appropriate and available from within the local government sector and outside. 
 

3.7 Any temporary supplement to the salary scale for the grade is approved in accordance with 
the agreed policy. 
 

4. Senior Management Remuneration 
 

4.1 For the purposes of this statement, Senior Management means ‘Chief Officers’ as defined 
within the Localism Act. The posts falling within the statutory definition are set out below, with 
details of their basic salary as at 1st April 2022. 
 

4.2 Where we are unable to recruit Chief Officers, or there is a need for interim support to 
provide cover for a substantive Chief Officer post, the Council will, where necessary, consider 
engaging individuals under a ‘contract for service’. These will be sourced through a relevant 
procurement process ensuring we are able to demonstrate the maximum value for money 
benefits from competition in securing the relevant service. In assessing such it should be noted 
that in respect of such engagements we are not required to make either pension or national 
insurance contributions for such individuals. 
 

4.3 The Council does not currently have any Chief Officers engaged under such arrangements. 
 

5. Chief Executive and Chief Officer pay scales 2022/2023 

 
(Last national pay award increase applied from 01/04/2020). All the posts listed below 
are permanent unless otherwise stated in the notes 
 
Chief Executive of Council 
£149,111- £162,933 
Denise Park 
denise.park@blackburn.gov.uk – 01254 585655 
 

 

 

mailto:denise.park@blackburn.gov.uk
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Strategic Director, Adults & Health (DASS) 
£111,000 - £120,600 
Vacant  
 

Strategic Director, Children’s & Education (DCS) 
£111,000 - £120,600 
Jayne Ivory 
jayne.ivory@blackburn.gov.uk – 01254 588888 
 

Strategic Director, Growth & Economy (title TBC) 
£101,000 - £110,200 
Martin Kelly 
martin.kelly@blackburn.gov.uk – 01254 588686 
 

Strategic Director, Environment & Operations (title TBC) 
£101,000 - £110,200 
Martin Eden 
martin.eden@blackburn.gov.uk – 01254 585102 

Strategic Director, Resources (SIRO) 
£101,000 - £110,200 
Paul Fleming 
paul.fleming@blackburn.gov.uk – 01254 222535 

Director of Finance (s151, chief financial officer) 
£91,756 - £100,580 
Dean Langton 
Dean.langton@blackburn.gov.uk - 01254 585600 

Director of Public Health (DPH) 
£91,756 - £100,580  
Abdul Razaq (expected commencement in post 1st April 2022) 

Deputy Director, Adults Social Care 
£79,900 - £87,947 
Katherine White 
Katherine.white@blackburn.gov.uk 
 
Deputy Director, Education 
£79,900 - £87,947 
Jo Siddle 
Jo.siddle@blackburn.gov.uk 
 

Deputy Director, Children’s Social Care 
£79,900 - £87,947 
Emma Ford 
Emma.ford@blackburn.gov.uk 
 
Deputy Director, Legal & Governance (MO, monitoring officer) 
£79,900 - £87,947 
Asad Laher 
Asad.laher@blackburn.gov.uk 
 
Deputy Director, Chief Executive’s Office (HR, Communications & Policy) (title TBC) 
£79,900 - £87,947 
Corinne McMillan 
Corinne.mcmillan@blackburn.gov.uk 
 
 

mailto:jayne.ivory@blackburn.gov.uk
mailto:martin.kelly@blackburn.gov.uk
mailto:martin.eden@blackburn.gov.uk
mailto:paul.fleming@blackburn.gov.uk
mailto:Dean.langton@blackburn.gov.uk
mailto:Katherine.white@blackburn.gov.uk
mailto:Jo.siddle@blackburn.gov.uk
mailto:Emma.ford@blackburn.gov.uk
mailto:Asad.laher@blackburn.gov.uk
mailto:Corinne.mcmillan@blackburn.gov.uk
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Other Roles included as paid on Chief Officer equivalent scales* 
£79,900 - £87,947 
 

Public Health Consultant (Medicine) (0.51FTE)* 
Gifford Kerr 
gifford.kerr@blackburn.gov.uk - 01254 (58)8820 
(0.49 FTE vacant) 
 

Consultant in Public Health* 
Laura Wharton 
Laura.wharton@blackburn.gov.uk - 01254 (58)8911 
 

Growth Programme Director (see Note 5(i)) 
Simon Jones simon.jones@blackburn.gov.uk 
 

5.1 Notes 
Information is based on the Chief Officer structure with effect from 1st April 2022. 

 

* Included for transparency due to salary level post job evaluation. 
 

i) Following transfer to the Council in 2018 post is confirmed as Director 2 – employee in 
receipt of temporary pay protection (TUPE).  Current salary £114,445 per annum. 
 

ii) The Chief Executive & Chief Officer Employment Committee determines the numbers and 
grades of Chief Officers - full terms of reference are contained in the Council Constitution. 
Appointments are subject to consultation with the Executive Board - Current membership of the 
Committee is as follows: 

 
Leader of the Council 
2 x Deputy Leader of the Council 
Leader of Main Opposition Group 
 
iii) The Chief Executive appointment is subject to full Council approval and the Chief Executive 
& Chief Officer Employment Committee recommends pay and conditions of employment - full 
terms of reference are contained in the Council Constitution. 
 
iv) The Chief Officer Structure Chart is set out at the end of this document. 
 

6. Recruitment of Chief Officers 
 
6.1 The Council’s policy and procedures with regard to recruitment of Chief Officers is set out 
within the Council Constitution. 
 

6.2 When recruiting to all posts we will take full and proper account of all relevant employment 
law and Equal Opportunities, Recruitment and Alternative Employment Procedures as approved 
by the Council. 

 
6.3 The determination of the remuneration to be offered to any newly appointed Chief Officer 
will be in accordance with the pay structure and relevant policies in place at the time of 
recruitment. 
 

7. Policy on the remuneration of Chief Officers 
 
7.1 The salaries detailed above are determined by the respective Chief Executive & Chief 
Officer Employment Committee and are based on the Hay Group methodology for job evaluation 

mailto:gifford.kerr@blackburn.gov.uk
mailto:Laura.wharton@blackburn.gov.uk
mailto:simon.jones@blackburn.gov.uk
https://democracy.blackburn.gov.uk/ecSDDisplay.aspx?NAME=SD355&amp;amp%3BID=355&amp;amp%3BRPID=1319470
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and also having due regard to the Council’s duty to ensure best value and after taking 
professional advice on pay levels, market conditions and other relevant factors. 

 
7.2 With the exception of progression through the incremental scale of the relevant grade being 
subject to satisfactory performance, the level of remuneration is not variable dependent upon 
the achievement of defined targets. 
 
7.3 The Government determines and funds the fees for Returning Officers and for related 
electoral duties for National and Police and Crime Commissioner Elections and these are 
subject to full re-imbursement and paid to officers as appropriate. The fees for Local Elections 
are based on a County wide formula. 
 
7.4 To meet specific operational requirements it may be necessary for an individual to 
temporarily take on additional duties to their identified role. Our arrangements for authorising 
any additional remuneration [e.g. honoraria, ex gratia, ‘acting up’] relating to temporary 
additional duties for Chief Officers are set out in the Council Constitution. 
 

7.5 The level of remuneration is determined as set out above. Other than allowable expenses 
we make no payments in addition to the basic salary to Senior Managers for undertaking their 
core role. Overtime is not payable to Senior Managers. 
 

8. Payments to Senior Managers on their ceasing to hold office or to be employed by 
the authority. 
 
8.1 Our approach to payment of Senior Managers is the same as those which apply to all our 
employees including those related to long service awards. 
 

8.2 Currently, we operate early retirement scheme(s) where employees may apply for 
voluntary severance. Payments under the scheme are in accordance with the respective 
Pension Scheme Regulations. 

 
8.3 Any applications within these schemes for Senior Managers however are subject to 
approval by the Chief Executive/Chief Officer Employment Committee (as appropriate). 

 
8.4 In circumstances where employees find they are `at risk of redundancy’ they may apply for 
voluntary redundancy and the number of weeks redundancy pay is in accordance with national 
legislation or contractual national terms of employment. For Senior Managers as for most other 
employees the Council pay is for the actual weeks’ pay due. Again for those Officers in pension 
schemes payments are made in accordance with the Pension Scheme Regulations. Voluntary 
redundancy application is open equally to Senior Managers as it is for all appropriate 
employees. 

 
8.5 In  all  instances,  including  Senior  Managers,  our  approach  is  to  avoid employee 

redundancies wherever possible and try and identify suitable alternative job options as 
opposed to compulsory or voluntary redundancy. As such, in circumstances where an 
Officer’s role is redundant an alternative may be found and if suitable the employee could 
be redeployed into that role with temporary salary protection (if appropriate) in line with 
the Council’s alternative employment process. For Senior Managers such considerations 
are for the Chief Executive/Chief Officer Employment Committee. 
 
8.6 Employees who have applied for early retirement or voluntary redundancy will not be 
eligible to be employed by the Council for a period of 6 months from the date that they leave our 
employment, this includes employment by external agencies (including via the Council’s 
preferred supplier [subject to tender]), or by any other means. 
 

https://democracy.blackburn.gov.uk/ecSDDisplay.aspx?NAME=SD355&amp;amp%3BID=355&amp;amp%3BRPID=1319561
https://democracy.blackburn.gov.uk/ecSDDisplay.aspx?NAME=SD357&amp;amp%3BID=357&amp;amp%3BRPID=1319575
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8.7 Compensation payments for loss of office are considered in situations where the 
employment relationship is no longer tenable. The Council’s approach is to treat each case on 
its individual merits, taking professional advice on appropriateness, and ensuring that all 
payments represent value for money to the taxpayer. For Senior Managers such considerations 
are for the Chief Executive/Chief Officer Employment Committee. 
 
8.8 In accordance with wider practice any severance package would not normally exceed an 
18 month payback period. I.e. severance pay would not be greater than one and a half year 
salary. 
 

9. Lowest Paid Employees 
 
9.1 The lowest paid employees on a contract of employment with the Council are employed on 
full time [37 hours] equivalent salaries in accordance with the minimum spinal column point 
currently in use within the Council’s grading structure which is based on the National Joint 
Council pay scales. 
 

9.2 As at 31st December 2021, this was £17,842 per annum. We employ Apprentices who are 
not considered within the definition of ‘lowest paid employees’ as they are employed under 
defined training contract terms. 

9.3 The relationship between the rate of pay for the lowest paid and Chief Officers is 
determined by the processes used for determining pay and grading structures as set out earlier 
in this policy statement. 
 
9.4 As part of our overall and ongoing monitoring of alignment with external pay markets, both 
within and outside the sector, the Council will use available benchmark information as 
appropriate. 
 

10. Apprentices 

10.1 Our rates for Apprentices are above the Apprenticeship National Minimum Wage 
guidelines for apprentices. The rates are reviewed every April. The rates below are as at 1st 
April 2021. 

 
Year 1 - £6.15 per hour 

Year 2 - £6.45 per hour or age related National Minimum Wage if 21 or older. 

https://democracy.blackburn.gov.uk/ecSDDisplay.aspx?NAME=SD372&amp;amp%3BID=372&amp;amp%3BRPID=1319600
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Apprentice Information 

 
Reporting Period – 1st April 2021 to 31st March 2022 –This data to be updated after 31/3/22 

 

Figure   
A The number of employees whose employment in 

England by the body began during the reporting period 
169 

B The number of apprentices who began to work for the 
body in the reporting period and whose apprenticeship 
agreements also began in that period (This includes 
employees who were already working for the body 
before beginning their apprenticeship, as well as new 
apprentice hires) 

33 

C the number of employees employed in England that the 
body has at the end of the reporting period (31st March) 

2125 

D the number of apprentices who work for the body at the 
end of the reporting period (31st March) 

92 

E Figure B expressed as a percentage of figure A 19.5% 

F Figure D expressed as a percentage of figure C 4.33% 

G The number of apprentices who worked for the body 
immediately before the reporting period started (1st 

April) 

33 

H Headcount on the day before the first day of each 
reporting period in the target period 

2160 

I Figure B expressed as a percentage of figure H 1.5% 

 
11. Gender Pay Gap 

 
11.1 The Equality Act 2010 (Gender Pay Gap Information) Regulations came into effect in 
March 2017. They require that organisations with 250 employees or more publish a series of 
statistics covering a number of different measures of the gap between the total pay of male and 
female employees. These measures must be published, no later than 30 March each year for 
Public Authorities. 
 
11.2 We were very pro-active in ensuring that a review of pay and reward was undertaken at 
a very early stage over ten years ago and we have continued to monitor the impact of this on 
our workforce. Men and women in the same role, performing equal work are paid equally, 
‘same job – same pay’. We actively support the progression of both men and women within the 
organisation and all employees progress proportionately. 
 
11.3 Our Gender Pay information is outlined in our published Equality Watch Report 20/21 
 

12. Relationship between: Remuneration of Senior Managers, and Remuneration of 
non-Senior Managers 
 
12.1 The Council has no formal policy on the relationship between the remuneration of Senior 
Managers and other employee groups. 
 

12.2 Will Hutton’s report entitled Fair Pay in the Public Sector contained a recommendation 
that the Chief Executive’s salary should not exceed 20 times that of the lowest pay in the 
organisation. 
 
12.3 At Blackburn with Darwen, the pay multiple between the Chief Executive’s pay and the 

https://blackburn.gov.uk/index.php/data-and-information/equality-watch/equality-watch-2020-2021
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lowest paid employee in the organisation (see above) is 8.6:1, and is therefore well within this 
recommended range. 
 
12.4 The summary workforce data is shown below. 
 

Highest Pay Grade £149,111- £162,933 

Highest Pay £156,024 

Lowest pay £17,842 

Average Pay (per annum) – mean £28,749 

Average Pay (per annum) – median £25,991 

Pay Difference (between average & highest pay) 

– mean £127,275 

Pay Difference (between average & highest pay) 

– median £130,033 

Pay Multiple (ratio between average & highest 

pay) - mean 5.4:1 

Pay Multiple (ratio between average & highest 

pay) – median 6:1 

Pay Multiple (ratio between the lowest and the 

highest pay) 8.7:1 

Data based on pay as at 31st December 2021 

 

 
Notes 
 

 The data is based on pay as at 31st December 2021. 
 

13. Trade Union Facility Time (The following section will be completed at the end of 

the 2021/2022 financial year and published accordingly). 

 
Trade Union Facility Time information for the period 1st April 2021 – 31st March 2022. 
 
Data to be updated after 31st March 2022. 

 
13.1 The Trade Unions represented within the Local Authority are Unison, Unite and GMB. 

13.2 Total number of employees who were relevant union officials during the relevant period 

Number of employees who were relevant union 

officials during the relevant period 
Full-time equivalent employee number 

TBC TBC 

 
13.3 Number of employees who were relevant union officials employed during the relevant 
period spent a) 0%, b) 1%-50%, c) 51%-99% or d) 100% of their working hours on facility time? 

Percentage of time Number of employees 

0% TBC 



9 
Pay Policy Statement 2021/2022 – V 15 

 

1-50% TBC 

51%-99% TBC 

100% TBC 

 
13.4 Percentage of total pay bill spent on paying employees who were relevant union officials 
for facility time during the relevant period. 

First Column Figures 

Provide the total cost of facility time TBC 

Provide the total pay bill TBC 

Provide the percentage of the total pay bill spent 
on facility time, calculated as: (total cost of facility 
time ÷ total pay bill) x 100 

TBC 

 
13.5 As a percentage of total paid facility time hours, number of hours spent by employees 

who were relevant union officials during the relevant period on paid trade union activities. 

Time spent on paid trade union activities as a 
percentage of total paid facility time hours 
calculated as: 

 
(total hours spent on paid trade union activities 

by relevant union officials during the relevant 

period ÷ total paid facility time hours) x 100 

TBC 

 

14. Publication 
 
14.1 Upon approval by the full Council, this statement will be published on the Councils 
Website. The Policy will be updated and re-published at least annually. Our Annual Statement of 
Accounts will also include a note setting out: 

 
 the number of employees whose remuneration in that year was at least £50,000 in 

brackets of £5,000; 

 the name of each employee and details of their remuneration, for employees whose 
salary is at least £150,000; 

 details of remuneration and job title of certain senior employees whose salary is  between 

£50,000 and £150,000. 

http://www.blackburn.gov.uk/
http://www.blackburn.gov.uk/
http://www.blackburn.gov.uk/
https://www.blackburn.gov.uk/financial/accounts-and-expenditure
https://www.blackburn.gov.uk/financial/accounts-and-expenditure
https://www.blackburn.gov.uk/financial/accounts-and-expenditure


 

 

 


