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REVIEW BODY ON TOP SALARIES.
The Review Body on Top Salaries was appointed in May 1971 with terms

of reference to advise the Prime Minister on the remuneration of the Chair-
mien and members of the Boards of nationalised industries; the higher judici-ary and certain other judicial appointments; senior civil servants; senior
officers of the armed forces; ahd other groups which may be referred to it,
Thé meinbers of the Review Body are:

The Rt. Hon. Lord Boyle of Handsworth, Chairman
Sir Harold Atcherley'
Sir John Clark?
Sir George Coldstream, KCB, KCVO, QC
Lord Hirshfield
Lord Plowden, KCB, KBE?
Baroness Seear

The Secretariat is provided by the Office of Manpower Economics.

Mr.A. J. L. Lloyd QC ceased to be a member of the Review Bodyin
January 1978 on his appointment as a Judge of the High Court. Lord Pritch-
ard resigned earlier this year; because of the pressure of his other commit-
ments. NeitherMr. Lloyd nor Lord Pritchard took part in the later stages of
this review.

\

‘Also Chairman of the Review Body on Armed Forces Pay.
“Lord Plowden was appointed to the Review Bodyby the Prime Minister in November 1977.

Sir John Clark was appointed by the Prime Ministerin December 1976, but was unable to.take
part in the later stages of this review.
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SECOND REPORT ON TOP SALARIES
CHAPTER 1

INTRODUCTION
’
The background

1. This report completes our second major review of the four groups
Within our standing terms of reference since we were appointed in 1971.
During these years, we have also carried out two reviews of the remuneration
of Ministers and of MPs, and-one review of the Peers’ expensés allowance.
The previous major review took place during the three years 1972-74,
against the-‘background ofstatutory counter-inflationmeasures, and led to the
recommendationsin our Report No. 6! in October 1974. The salaries that we
recommended then are in Appendix A. Those-for the senior levels-of thecivil
service and of the armed forces and for.the judicial appointments within our
terms of reference were accepted by the Government who-decided, however;
that the implementation of some of them would have to.bestaged. As a result
of this decision, recommended salaries up to a level of £13,000 were
implemented in full with effect from 1 January 1975, but recommended
salaries above that level were paidin part only from that date, and a second
stage equal to half the amount by which the recommended salary exceeded
£13,000, or the existing salary if greater, was. to have been paid from 1
January 1976: in practice, the payment of the second stagé continues to be
deferred. In these instances, it was decided that the recommended salaries
would be used immediately for pension purposes.

2. However, for the Chairmen and menibers of the nationalised industry
Boards, the Government took a different line: these recommendations were
not accepted, and the Prime Minister of the day announced that a decision on
them would be postponed until they had been consideredin the light of the
report on higherincomes in general that was then awaited from the Royal
Commission on the Disttibution of Income and Wealth. We immédiately
made known our view that the discrimination. between the treatment of our
recommendations for the nationalised industries and for the other three
groups was indefensible, and. our. grave concern at this discrimination has
increased with the passage of more than three years.

3. Subsequent developments have not improved the position of those
covered by our terms of reference. The introduction of the Government's pay
restraint measuresin July 1975 had the effect of preventing the implementa-
tion of the second stage of those Report No: 6 recommendations that had
been acceptedin principlein 1974: Two further rounds of restraint measures
from August 1976 and August 1977have had the same effect and, apart from
an increase of £208 a year under the August 1976 measures, the appoint-
ments affected by the staging arrangements remain on salaries ‘that are up to
about £4,000 below those that we recommended—and the Government
acceptéd—as right at 1 January 1975. Current salaries in the nationalised

‘Review Body on Top Salaries, Report No. 6: Report on Top Salaries—Cmnd. 5846,
December 1974.



industry Boards remain even more seriously out of date: the Royal Commis-
sion’s report on higher incomes from employment was published in January
1976', but in fact no move whatever was made on the Report No. 6 salary
recommendations for the nationalised industry Boards in the light of it.
Meanwhile, since 1 January 1975 the cost of living as measured by the retail
prices index has risen by 63 per cent.

4. We draw attention also to certain other developments since October
1974. In the early part of 1975, the Prime Minister invited us to consider and
to recommend appropriate salaries for six new organisations that were in the
process of being set up in the public sector: the National Enterprise Board,
the British National Oil Corporation, the Scottish Development Agency, the
Welsh Development Agency, British Aerospace and British Shipbuilders.
None of the organisations was in being at the time, and we had to form our
judgments largely on the basis of their intended functions and scope of activ-
ity, and how they were expected to be organised at Board level: we took
evidence on these points from the Secretaries of State responsible for them,
from senior officials and, in one instance, from the Chairman-designate. We
put forward recommendations to the Prime Minister on this basis, and in
terms that were designed to be compatible with the nationalised industry
Board salaries set out in our Report No. 6—that is, the recommended salaries
were those appropriate at 1 January 1975.

5. We emphasised that, in due course, we would need to look again at
these ‘new’ industries in the light of actual working experience, and the pres-
ent review provides the first opportunity to do so. The salaries that we
recommended for the six industries have not so far been made public,
although the salaries actually being paid have been published: the recom-
mended 1 January 1975 levels are in Appendix B. They have not been
implemented in full, and the salaries paid for individual appointments reflect
an abatement of our recommendations to a level that the Government
regards as consistent with the relationship between the salaries paid and the
salaries recommended for the nationalised industries that were included in
our 1972-74 review. We observe, however, that in some instances the abated
salaries have proved too low to attract people to Board appointments in the
‘new’ industries, and that a variety of devices has had to be employed in
practice in order to recruit the essential quality of top management: we return
to this point in Chapter 6.

The new review /

6. This was the general and unpromising background against which we
decided to undertake a further review. We did so in the knowledge that our
terms of reference envisaged a review of the field ‘normally every two years”
and that, when our Report No. 6 was published in December 1974, the Prime
Minister had announced the Government’s intention of asking us to under-
take future reviews annually (and on the basis of an effective date for our
recommendations of 1 April instead of 1 January each year). We also had
very much in mind the fact that, over the period between January 1975 and

‘Royal Commission on the Distribution of Income and Wealth—Report No. 3: Higher
Incomes from Employment—Cmnd. 6383, January 1976.
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the introduction ofthe restraint measures in July of that year, there had been
further movements in pay at comparable levels.outside: as so-often, the longer
a
decision is delayed the greater the problems become.
7. Shortly after we began our present review in 1977, we made known to

the Prime Ministerour intention, of putting forwardin the early summeér of
this year recommendations for salaries that would: be. appropriate in April
1978 terms. The Prime Minister did not-seek to dissuade‘us, but made clear
that, where increases beyond the pay policy guidelines were involved, the
introduction of up-to-date salaries would neéd to be-staged. We return to this
point in Chapter 7. Meanwhile, we heard with great concern of the Govern-
ment’s decision, announced on 15 December 1977, to apply increases ranging
‘between 5 per cent and 10 per cent to-existing levels, of natidnalised: industry
Board salaries with effect from 1 January 1978 under the 1977-78 pay
restraint guidelines. This decision could have disturbing implications for our
current review, if the Government remains committed to a 12-month.interval
between all pay increases irrespective of the.circumstances: this situation has
to be seen in'the context of salaries that are based on 1969 recommendations

. of the National Board for Prices and Incomes, increased only on an interim
basis in 1972'. Leaving aside the most recent decision, since 1972 supple-
ments under pay policies amounting if all to a little over £1,000 have been
paid. Thisis less than 4 per cent for the Chairnien of the largest nationalised
industries since 1972 compared with theincrease of some 125 per cent in the
retail prices index oWer the same period. Moreover, the Government's deci-
sion has removed the measure of flexibility that exists under the. current.
guidélines, and has made it impossible for us to take special stepsimmediately
to put the nationalised industry Boards on thesame footingas the other three
groups within our field. .

8. In the light of all these considerations, we have had two main objec-
tivesin our current review: to take afresh look.at the pay structures provided
‘in the Report No. 6 recommendations and to adjust them where necessary;
and to put forwatd recommendations.on the up-to-date salary levels justified
forthe four groups within our terms of reference. We have not considered-de
novo thé basic pay principles that. apply across the whole field: we examined
these thoroughly in our last review, and. we see no reason to modify our

gerieral conclusions. However, because of their importance, we summarise
themiti Chapter 2. We have looked again at thé application of the principles
that we developed within each area. We have already referred (paragraph 6)
to the Government’s intention at the end of 1974 to ask us to change the
effective date of our recommendationsin future from 1 January to:1 April.
We have done 80 on this occasion. This brings the effective date of recom-
mendations for the highest levels of the civil service and‘of the armed forces
into line with the effective date for the implementation of increases for the
levels immediatelybelowin both structures. It will, moreover, have theaddi-
tional advantage of narrowing the gap bétween the different effective dates
within the judiciary, which have their origin in the need priorto 1973 to await
legislation before certain judicial salaries could be increased. It remains our
aim in time to move to a single effective date of

1 April for all the: judicial
Review Body on‘Top Salaries, Report No. 2: Interim Report on

Top SSalaries=Cmnd. 5001,June 1972.



appointments within our field, although we repeat, as we said in- our Report
No. 2', that we do not regard a single operative date for the whole of the field
within our terms of reference as necessarily appropriate for all future reviews.

9. We draw attention to certain changes in the coverage of our terms of
reference for this review. In addition to the new nationalised industries that
are now included in them (paragraph 4), we have agreed to make recommen-
dations for the water supply industry (comprising the National Water Coun-
cil, the nine Regional Water Authorities in England and the Welsh National
Water Development Authority), On the reorganisation of the water industry
into its current form in 1973, we understand that Board salaries were decided
administratively in the light of the salary levels for equivalent appointments in
the Area Electricity Boards, which have been within our terms of reference
since we were appointed. This is, therefore, the first occasion on which water
industry Board salaries havé been examined by an independent body since
reorganisation. Our coverage of the civil service and of the armed forces
remains unchanged, but we have agreed to include certain additional judicial
appointments which, hitherto, have been dealt with administratively as ‘con-
sequentials’ of our recommendations. We discuss these in Chapter 5.
10. One general matter arises again in this review, the potential

significance of which was already apparent in our 1972-74 review? and which
is directly relevant in relation to three of the four groups within our terms of
reference, as well as to a much wider area of the public services. We refer to
the ‘inflation-proofing’ provisions of the Pensions (Increase) Act 1971, which
constituté a significant element in the total remuneration package. These
provisions—which are closely reflected in arrangements that apply exten-
sively within the nationalised industries—have been of great value during the
period of high price inflation of recent years, and we have taken full account
of them in our current review. Pension arrangements as such do not fall within
our terms of reference but, as a major element in the total remuneration
package, they are, of course, of direct relevance in drawing comparisons
between those areas of the public services that are covered by the Pensions
(Increase) Act 1971 or similar arrangements on the one hand, and the private
sector on the other.

11. In the context of the civil service generally, inflation-proofing has
received close attention recently from the Expenditure Committee of the
House of Commons’. A significant amount of evidence was taken about it,
and the Expenditure Committee concluded that the principle was defensible
so long as civil service pay continued to be based on ‘comparability’, and so
long as the value of the inflation-proofing element was properly costed and
taken into account ig making comparisons. The Expenditure Committee was
primarily concerned with the implications for pay at the levels covered by the
processes of negotiation (up to and including Assistant Secretary and equival-
ent) and the criticisms were mainly directed at the assumptions that are

‘Review Body on Top Salaries, Report No. 2: Interim Report on Top Salaries—Cmnd. 5001,
June 1972 (paragraph 18).
*Review Body on Top Salaries, Report No. 6: Report on Top Salaries—Cmnd. 5846,

December 1974 (paragraph 27).
"Eleventh Report from the Expenditure Committee, Session 1976-77: The Civil Service—HC

535-I (paragraphs 53-61).



currently. built into the valuation of the provision, which have been acknow-
ledged to be owt of date. .

12. We share the Expenditure Committee’s view that the inflation-
proofing element must be valued properly: For the curtent review, we have

. again received direct advice from the Government Actuary, on the proper
quantification of the ovérall value of the pension provisions at thé levels
within the civil service and at the equivalerit levels in the other areas with
which we are concerned, and in private industry, commerce and finance. The
detailed results are described in Appendix C. We obsérve that, while the

concept of inflation-proofing is by no means unknown outside the public.
services, in recent years of high inflation véry few organisations have been

ableto provide pensions increases that have matched the increase in prices.
Some of those-covered by our salaries survey have moved towards it, albeit on
an ad hoc basis, and there.are some indications that the practice.is spreading.
However, the fact remains that only about one quarter Of the. private sector
organisations covered by our survey offered a firm commitment to pensions
increases at the levels with which we are:concerned (for Board members, only
12 organisations gave a commitment to an.annual increase of 5 per cent or
more); and although five organisations provided on an ex-gratia basis full
protection against inflation over the period covered, only one gave a guaran-
tee of such protection. Other important provisions are now available too: they
include genéral arrangements which enable pensionable salary to be ‘dynam-
ised’, for example by bringing up to date, as a base for the pension, the

average salary over any petiod of three consecutive years within the last ten

years by reference to movements in the retail prices.index to the date of
retirement. This can be a substantial, if once and for all, benefit in certain
circumstances. Although not a normal feature of public service schemes, this

provision is now included in many nationalised industry schemes at the levels
with which we are concerned.

,

13. Inflation-proofing provisions are one element only among those that
have to be taken into account in assessing the value of particular pension
arrangements, just as pension arrangements are one element only in an

evaluation of the ‘total remuneration package’. But one serious problem
remains in-assessing the.value of inflation-proofing. The Government Actuary
has followed standard actuarial practice: in the-.assumptions about future
trends in the long-term relationship between interest ratés and salary and
price inflation. On this basis, an assumption is built into the actuarial évalua-

. tion. that, in the long term, the rate of return on investments will exceed the
_rate of increasé both in salaries (excluding normal salary progression within a
career structure) and in the cost of living. We accept the validity of this

assumption for the purposes of long-term actuarial valuations. And we recog-
hise that the valuation. of all pension benefits on the basis of our approach is
concermed essentially with the long term. But this must not be allowed to
obscure the fact that, over a period of high inflation, the value of the
inflation-proofed pension assumes correspondingly greater significance.

_14.° Within these limitations, however, we are satisfied that the evalua- .

tions of overall superannuation provisions made for us by the Government
Actuary in relation to the four groups covered by our terms of reference
include an adequate valuation of the inflation-proofing element. The Gov-

5



ernment Actuary’s report (Appendix C, Annex I, Table A) shows the value of
superannuation benefits as a percentage of current salary for certain key
grades or levels within each of the four groups and in the organisations that
participated in the salaries survey undertaken on our behalf for this review
(which we discuss in Chapter 2). For this purpose, the pension arrangements
that apply within the private sector at the levels covered by our survey
(Chairman, Deputy Chairman, Board member and senior executive) have
been applied to key salary levels to compare the value of the different
arrangements on the same base. The report also shows (Table B) the same
valuation for the private sector organisations based on the salaries that apply
in practice to the levels of appointment for which we have detailed informa-
tion.

15. We emphasise one point in particular: the process of examining levels
of salary that would put the appointments within our field into a proper
relationship with salaries for jobs of equivalent ‘weight’ in other areas is one
part only of the process of arriving at appropriate salaries. Other factors that
are directly related to each individual group within our field also have to be
taken into account. We discuss these in Chapters 3-6. But insofar as direct
salary comparisons with other sectors have a part to play, and bearing inmind
our observations in paragraph 13, we have satisfied ourselves that our com-
parisons do take proper account of the differences in superannuation
arrangements (including the extentof contribution by the ‘employee’) as partof a comparison of the ‘total remuneration package’.



CHAPTER 2.

OUR APPROACH AND INQUIRIES

Pay principles
16. We are satisfied that our 1972-74 conclusions on géneral pay princi-

ples remain valid today, but we have looked again at the more detailed
principles that we developed then for each of the four groups and we report
our conclusions in the following chapters. However, as a measure of the

importance that we continue to attach to the general principles, we think it,

right to rehearse them here, and to spell out our intentions on certain aspects.
of them: We remain satisfied that no. single overriding principle applies. with

_ equal force across the whole of our field. Against the background that ‘com-
parability’ in oné form or another had-assumed.a growing importance in other
fields and in popular discussion, we considered critically its relevance at the
levels with whichwe are concerned, and took the view that comparability with
jobs of equivalent weight in other walks of life has indeed

a part to play. But
both comparability and the idea of ‘fairness’ that goes with it are difficult
concepts to quantify—particularly at the highest levels; our conclusionwas
that, while comparability has .a place as one of a nuniber of indicators, com-
parisons between one job and another have to take proper account of the.
different ‘énvironments’ of the jobs—particularly in comparisons between
jobs in the public services and in the private sector. We found

a

link bétween
comparability as.an indicator of pay levels and the importance of beingable to
recruit and retain the right level of ability for the four fields with which we are
concerned: we saw it as important in principle that the levels of salary should
enable each of those fields to recruit and retain an adequate share of the
nation’s best talent.

17. In this context we diaw attention to one particular factor which must
be.accorded greater weight than. when we submitted our 1974 report. Man-
agement is all the time becoming more mobile, and this mobility applies to
senior civil servants who decide to take up posts in industry no less than to

transféfs between the public and private sectors, ot between industry at home
and industry abroad. We think this last aspect of mobility is the most impor-
tant of all, and we emphasise that certain traditional barriers, especially lan-
guage, are felt much less as barriers today. At a time of increasing niobility,
the need to provide levels-of salaty that enable the public services to retain an

adequate share of the best quality and talent can never have been more
important. -
-18. We observed also that the salaries paid at top levels have an impor-

tant bearing on the ability to recruit and retain at lower levels within a
structure. This.led naturally to the third main principle, that the overall
salaries structure within an organisation has to provide a rational progression
that recognises greater responsibility by increased rewards; and. that the
increased rewards should be sufficiént to provide salary differentials between
successive levels that are large enough to give an adequate incentive to the
assumption of marked additional responsibilities. Likewise, differentials
ought also to be adequate in after-tax terms, but we emphasise that, now as.in
1974, the general levels of taxation have not affected our judgment of the

7



appropriate levels of salary. We considered it essential, too, to take account of
the ‘total remuneration package’ attached to the job—that is, the combina-
tion of salary and other cash payments, superannuation arrangements and
other benefits. We also took into account some important but unquantifiable
differences between the public services and the private sector: such aspects as
stability of employment, individual job security and the relative overall pros-
pects of promotion, and the elusive and highly individual concept of ‘job
satisfaction’.

19. We have again had regard to these general principles. Our recom-
mendations for 1 April 1978 are designed to bring up to date the salary levels
that we recommended in Report No. 6, in the light of developments since the.
end of 1974. In addition to the detailed application of the principles in each
group, we have looked again at the individual structures established by our
1974 recommendations. We discuss these further in Chapters 3-6.

Our inquiries
20. ‘To provide background to the new review, invitations were issued on

our behalf to individuals and to representative bodies of the groups covered
by our terms of reference to put forward formal evidence on the central issues
of the pay levels and salary structures established by our Report No. 6
recommendations. In response, and in addition to evidence put to us by the
Government Departments directly concerned, we received a wealth of sub-
missions and views, and we discussed many of them with the initiators in oral
evidence. We are grateful to all those who took the time and trouble to help
us both in this way and in our surveys and inquiries. A list of those who gave
evidence is in Appendix D.

21. We have repeated certain of the inquiries that we initiated as part of
our background work for the 1972-74 review. We have also undertaken one
new inquiry. We record the results in the following paragraphs.

Salaries survey
22. We have repeated the surveys that were carried out on our behalf in

1971 and 1973 of remuneration at senior levels both in industry, commerce
and finance in the private sector, and in the nationalised industries. Our aim
has again been to acquire up-to-date information on levels of remuneration,
on superannuation arrangements and on fringe benefits for top appointments;
and to enable the movement in remuneration at comparable levels since our
last review to be measured. To this end, the survey was designed to follow
closely the form of the 1973 survey, and to cover as far as possible appoint-
ments whose nature had not changed significantly since end-September 1974;
information for the main elements of direct remuneration (salary, bonus or
profit sharing payments etc) was obtained both for September 1974 (that is,
as near as practicable to our October 1974 recommendations) and end-
September 1977 (the survey questionnaire was issued in September 1977).

23. The sample of private sector organisations was drawn from ‘The
Times 1000” list of the largest companies, with the addition of a number of
finance companies: this reflected the basis of the earlier surveys. The sample
was larger than in 1973, and covered 328 private and 49 nationalised organ-
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isations, ‘compared with 226 and32 respectivelyin 1973. The response rate
from the nationalised industrieswas virtually 100 per cént; and from private
industry, commerce and finance, ‘65 per’ cent..We consider this satisfactory.
The questionnaire asked for greater detail on superannuation provisions and
on fringe benefits than in 1973: we saw this as particularly important in view
of the significance of thesé aspects. of total remuneration within both the
public sérvices and the private sector in recent years. The response to the
survey covered 2,813 appointments in the private séctor (compared with
2,178 in 1973). and 528 full-time and 27 part-time appointments in the
nationalised industries (compared with 476 and 17 respectively in 1973).

24. The results of the survey are in Appendix E. The following table
shows the. changes in the levels of direct remuneration in both private and

- nationalised industry by ranges of 1974 remuneration, and on the basis of
respondents who provided data for both 1974 and 1977.

Table A

Changesin-total direct remuneration (salary plus bonus, commissionand profit sharing) from
September 1974 to September 1977 by ranges of 1974 direct remuneration

Private sector ‘Nationalised industry1974 salary —~ —
plus bonus, Mean salary plus bonus etc Mean salary
commission

-

- - -
=

and profit . Percentage . Percentage
sharing

1974 | 1977 increase 1974 1977 increase

£000 £000 % £000 £000 %
£50,000 ~ 61-1 66-8 9-3 _—

_ —
£40,000 - 447 | 51-2 45 ;, —

|.

£35,000 — 36-6 44-3 21-2 —

Bo: 265
|

322 |
197

|i
ose

| |25,000
— 26: *2 19-7 . . .

£22,500 — 23-7 | 296 25-0
23-8 24-1 12

£20,000 — 20:9 25:7 | 23-0 20:6 22-0 6:8
£17,500 — 18-5 ~24-1 30-0 18-9 19-0 0-8
£15,000 — 16:0

—

20:8 29-7 15-7 16-0 2-0
£12,500 - 13-5 17-9 | 32-7 13-6 15-4 13-7
£10,000.- 11-1 15-5 39-9 11-0 13-5 23-1
£ 9,000 - 9-4 13-0 384 9-5 12-7 33°6
£ 8,000- 8-4 12:1 43-9 8-6 11-5 33-6
£ 7,000- T-4 10-5 42-5 TS 10-3 377
£ 6,000 6-4 9-5 47-9 6-6 9-0: 35-6
£ 5,000 5-5 8:5 54-4 5°5 8-0 45-9
Under £5,000

“4-2 67 597 . i
Total 13-1 17-3 32-1 11-6 13-9 19-9

Source: OME

Table A includes senior executives. The marked drop in the size of increase in
the nationalised industries at. the level of £15,000 and above reflects the
extent to which increases in nationalised industry Board salaries have been
held below increases for appointments of equivalent weight elsewhere by the
failure to implement our 1974 recommendations. Table A also illustrates‘the
extent to which, over the periodcovered by our survey, salaries at the highest
levels have increased at-a significantly lower rate than those at lower levels. In
the same period, prices as measured by the retail prices index have increased
by67 per cent.



25. However, we are concerned primarily with the extent to which the
1974 recommended salaries should now be brought up to date, after making
allowance for the proper valuation of superannuation provisions and of fringe
benefits. The following table shows the make-up of the total remuneration
package in the private sector and in the nationalised industries, expressed as a
percentage of salary plus bonus, commission and profit sharing.

Table B

Make-up of average total remuneration for main Board members (including
Chairmen and Deputy Chairmen) and for senior executives in private and nationalised

industry: September 1977

Private industry Nationalised industry

Board Senior Board Senior
members | executives |members | ‘executives

Salary plus bonus etc 100-0 100-0 100-0 100-0
Superannuation® 20-7 15-8 16-0 14-3
Total benefit from car 4-7 5:0 75 5-3
Share option or incentive scheme 0-8 0-8 —
General expenses allowances 0-3 0-1 0-2 0-1
Housing and other loans 0-8 1-3 —_— 0-3
Other benefits? 1-0 1-2 0-3 0-6

Total remuneration 128-4 124-2 124-0 120-6

Source: OME
* Total contribution required, as estimated by the Government Actuary, less the employee’s
actual contribution.

Assistance with school fees, free private medical insurance, life assurance and other items.

As our 1973 survey showed also, superannuation benefits and the provision
of cars are by far the most valuable benefits provided by the employer: the
larger proportionate benefit to nationalised industry Board members from the
provision of cars is explainedmainly by the lower levels of basic salary against
which the cash value of the benefit is measured. In view of the frequency with
which the subject was raised with us, we point out that the benefit conferred
by the provision of cars amounts to onlya fraction of the benefit conferred by
superannuation arrangements. Although the contribution made by a miscel-
laneous collection of ‘other benefits’ is small as an average, it can have a
significant effect for individuals; but the overall scale and distribution of
non-cash benefits is not greatly different from the position revealed by our
1973 survey, and the overall effect is limited.

26. We have taken fully into account the information from our survey on
movements in remuneration and on the level of total remuneration for
appointments at equivalent levels to those in our field, in arriving at our
recommendations. We have already explained (paragraphs 12-14) that, as
part of our assessment of the superannuation element within the package, the
Government Actuary has provided us with an up-to-date assessment of the
current value of superannuation arrangements for all the four groups within
our terms of reference and, on the basis of the information obtained from our
salaries survey, for the private sector of industry, commerce and finance.
Through the salaries survey, it has been possible on this occasion for the
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Government Actuary to be provided on our behalf with more detailed infor-
mationabout current arrangements in the private sector andin the national-
ised industries. His report and evaluations, expressedin terms of thepercen-
tage of salary necessary as a regular contribution: to finance the particular
benefits provided, are in Appendix C. They include a valuation of the
inflation-proofing arrangements for those’ public service pensions that are
covered by the Pensions (Increase) Act 1971 or similar arrangements, as they
affect the four groups within our terms of reference: we have discussed this in
Chapter 1 (paragraphs 10-15). Our.assessments.of the salaries now

appropriate take full account of these aspects.

Bar earnings
27. Throughout our consideration of judicial salaries, we have been

aware of the extent to which the Bar is amain sourceof candidates for judicial .

appointments, especially those at the highest levels. Consequently, we have
~

seen it as vital to have as. up-to-date information as possible on the level of
barristers’ earnings, and particularly of thosé groups of barristers from which
appointments to the parts of the

judiciary
with which we are concerned are

most fréquently made.

28. For our 1972-74 review, surveys of Bar earnings were undertaken

directly on Our behalf, with the support and help of the Bar ‘Councils of

England and Walés.and ofNorthern Ireland, and of the Faculty ofAdvocates
in Scotland. These surveys have not been repeated on this occasion because,
at about the same time as we embarked on our review, the Bar Councils in
England andWales andinNorthern Izelandwere carrying out surveys of their
own for submission as part of their evidence to the Royal Commission on
Legal Services. Likewise, the Royal Commission on Legal Servicesin Scot-
land was preparing to carry out its own survey on much the same lines,
through the Faculty of Advocates. Although thésé survéys were not entirely
_suited to our. particular purposes, it was clear that separate surveys on our
behalfwould have been wasteful and would have been unlikely to achieve the _

level of response thatis vital if valid results are to be obtained.We therefore
sought and obtained the agreement of the two Royal Commissions and of the
three professional bodies concerned to provide access to the results. of their
surveys, and we are most grateful for their co-operation.

29. The results of the survey covering England and’Wales have already
‘been published. Those covering Scotland arid Northern Ireland liave not. It
would obviously be inappropriate for us to iticlude detailed information from
these surveys

in our report in advance ofpublication of the two Royal Com-
missions’ reports. Consequently, we referin detail only to the Bar earnings
information for Englandand Wales, whichis set out in Appendix F. But we
have had access to the full rangé of information on barristers’ earnings in both
Scotland and Northern Ireland, and we have taken it fully into account in.
arriving at our conclusions on the. levels of salary. appropriate to the judicial
appointments within our terms of reference. We are aware that the informa-
tion is out of date, insofar as the surveys.provided detailed data on earnings in
1974-75 (for England and Wales and Northern Ireland) and 1975-76 (for
Scotland)—although-in each case an estimate of earnings for the following
year was

provided.
The Royal Commission for England and Wales and the
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Bar Council have in fact carried out a further survey to bring the information
up to date at 1976-77 levels: we have had access to preliminary data from
that survey. Because a time lag of anything up to two years is involved
between the execution of briefs and the settlement of barristers’ fees, surveys
of Bar earnings inevitably reflect an historic level of charges, albeit fairly
short-term. On this occasion, the main material available to us is more out of
date than we would wish and, on the basis of the additional material and the
other evidence put to us in the course of the current review, we have made
allowance for this. We describe our conclusions on the movements in Bar
earnings in Chapter 5.

Job evaluation study for certain nationalised industry Boards
30. In our 1972-74 review, we commissioned an extensive job evaluation

study of Board appointments and certain senior executive appointments in
the nationalised industries. We described the results and our conclusions on
them in Report No. 6'. It was unnecessary on this occasion to repeat a
full-scale study, or to invite an ‘outside’ view on pay principles for the
nationalised industry Boards, since we had developed these ourselves in
Report No. 6. But-we considered it important to examine again, and on the
same basis as before, the position of the small number of industries covered in
the last review which had questioned their place in the Report No. 6 struc-
ture, or where there had been significant developments in functions since
then. Equally, we were convinced of the need to take stock in the same terms
of the assessments that we had made in 1975 of the ‘new’ industries that had
been brought within our terms of reference. For the most part, we had made
these assessments in the light of expectations of what were intended to be
their main functions and what was likely to be the organisation at Board level:
we saw it as desirable to take the first opportunity to re-examine the position
in the light of working experience.

31. In order to meet this need, and to provide results that were compat-
ible with the study undertaken for- the 1972-74 review, the same consultants
were commissioned on our behalf to carry out a limited study against the
same criteria as those used on the last occasion. Their terms of reference are
in Appendix G. As part of the study, the consultants were asked to provide an
assessment of the ‘going rate’ in the private sector of industry for jobs of a
weight comparable with those that they had examined on our behalf. They did
so on the basis of information from their own regular survey of remuneration.
The figures have provided a useful check on our own survey information and
an additional indicator of the levels of remuneration now appropriate gener-
ally within our field,

Job-security
32. We described in Report No. 6 (paragraph 127 and Appendix H) a

study which was commissioned on our behalf of the relative degree of job
security between the groups within our terms of reference and the private
sector. Our conclusion then was that, while it would be inaccurate to describe

‘Review Body on Top Salaries, Report No. 6: Report on Top Salaries—Cmnd. 5846, (para-
graphs 107-114 and Appendix F).
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the public services as generally secure and the private sector as generally
insecure, employmentin the public services carried a preater degree of job
security than employmentin the private sector overall. We have no evidence
to suggést that this conclusion was wrong, or that circumstances have changed
to an extent that would invalidate it for the levels with which we ate con-
cerned. But we may want to return to this matter in the future.

Overseas iinquiry *

33. In 1972~73, a detailed study of the remuneration for broadly com-
parable. appointments in other EEC countries was made on our behalf. We
have not been able to repeat theinquiry on this occasion,but again we may
want to do so in the future.

Salary compression. in the nationalised industries
34. We have undertaken one new study as part of the current review.

Much of the evidence from the nationalised industries drew attention to the
serious:problems of compression

of the salary structure that has resulted from
the failure to implement our 1974 recommendations for the salaries of
Chairmen and Board members, wheréas the salaries of senior executives in
general had not been subject to the same constraint up to August 1975.

35. The results of our inquiries among all the nationalised industries are
described in Appendix H. These illustrate the extent of the severe compres-
sion and, in some cases, overlap of salaries between senior executives and
Board members in nationalised industries'. Wé do not consider that all over-
‘lap between senior executives and Board members is automatically wrong.
There can be good reasons in terms of job weight why an executive’s salary
may Sometimes be higher than the salaries of somie Board members. But the
degree of the-overall compression revealed by-our survey illustrates the seri-
ousness of the problems that ‘build up when a salary structure is constrained
by artificial limitations on the salaries at the top. Admittedly, not all of the
existing problems would have been avoided if the salaries reconimendedin
Report No. 6 had been implementedin full, but the survey provides further
evidence of the extent to which those salaries.are now out of date. Moreover,
the evidence. suggests that, in some cases at least, executives’ salaries immedi-
ately below Board level have been held back to avoid even greater problems
of compression or overlap.

1A ppendixA, ‘paragraph 4,
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CHAPTER 3

THE SENIOR GRADES OF THE HIGHER CIVIL SERVICE

36. Our terms of reference as they affect the civil service are uncharged
and cover the Under Secretary and above. In addition to the general pay
principles that we developed during our last review (paragraphs 16-18
above), we described also the detailed considerations that we saw as applic-
able to the particular circumstances of the highest grades in the civil service.
We explained these in our Report No. 6 (paragraphs 57-59), where we
observed that comparison with the ‘outside world’ has a part to play, but that
the comparisons ought not to be too narrowly drawn. In this, we did not
entirely agree with our Advisory Group who, by implication, rejected the
wider basis of comparison advocated by the Royal Commission on the Civil
Service (the Priestley Commission) and proposed instead the narrower basis
of comparison with industry, commerce and finance preferred by the Advis-
ory Committee on Higher Civil Service Pay in its Ninth Report in 1969. We
considered that civil service salaries should not attempt to match the highest
salaries in the private sector; that a balance must be struck between differing
conditions and accountability, job security and job satisfaction; and that
account should be taken of the need to recruit and to retain.

37, More recently, we have given further thought to these detailed pay
principles in the context of the memorandum that we put forward to the
Expenditure Committee of the House of Commons in relation to its examina-
tion of developments in the civil service in general*. In this, we emphasised
that the fresh and thorough examination of the subject during our 1972-74
review had led us to broadly the same conclusions as had been reached by
others before us: that, at the highest levels, ‘comparability’ has a part to play,
but that other important factors have to be taken into account. As we said in a
further memorandum to the Expenditure Committee? following publication
of its Eleventh Report’, although certain practical problems inevitably arise in
establishing the exact value of the rewards for particular jobs, it is the
difficulty of assessing and comparing the ‘value’ of the work itself that limits
the part that comparability between top civil servants and top executives in
other organisations can play in assessing pay.

38. We developed in our Report No. 6 one other ‘principle’ that applies
to pay at these levels in the civil service. We found through our studies that
there is sufficient similarity between the civil service and armed forces jobs
that fall within our remit to justify the continuation in practice of the existing
salary relationships between different grades and ranks. We return to this
point in Chapter 4, in which we discuss the position of senior officers in the
armed forces.

"Eleventh Report from the Expenditure Committee, Session 1976-77, The Civil Service,
Volume II—(Part II), Minutes of Evidence—HC 535-II (pages 688-694).
?Second Special Report from the Expenditure Committee, Session 1977-78, The Civil

Service—Observations by the Review Body on Top Salaries.
*Eleventh Report from the Expenditure Committee, Session 1976-77, The Civil Service,

Volume I—Report.
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Range pay
39. ‘We also examined earlier approaches to the consideration of range

pay in relation to the senior gradesof the higher civil service in our last review
(Report No. 6; paragraphs. 42-44). We noted thatin 1968 theFulton Com:
mittee had recommended range pay for all senior grades except the Perma-
nent Secretary; that the Advisory Committee on Higher‘Civil Service Pay had
subsequently éndorsed this, suggesting that the salary levéls recomniended in
its Ninth Report could conveniently be regarded as the lower limit of the
ranges; but that a subsequent joint review by the Official and Staff Sides of
theNational Whitley Council had recommended against the introduction of
range pay because. of doubt about the fairness of the system in practice and
because of the ‘collegiate’ nature of the work at these levels in-the civil
service. We ourselves did not make a firm recommendation at the time of our
last review, although we were not-entirely convinced about the validity of the
objections put to us. In this context, we note with particular interest the
encouragement recently given in the Expenditure Committee’s Eleventh

Report! to measures to create a closer relationship between pay and-perfor-
mance in general at all levelsin the civil service;

40. For our part, we recognise the difficulties thatconcern the critics of
range pay as a concept for the highest grades, particularly the concern that
range pay must be séen to be capable of fair application both as between
Départments and between individual posts within Departmrents. We do not
regard the difficulties as necessarily insuperable, although we accept that the
implications and the possibilities will need to be. examined furtherand with
great care. For this reason, we do not recommend that range pay should be
introduced at these levelsat this time, although we do tirge again the course
that we first put forwardin 1974—that furtherdetailed investigation should
be made of the possibilities without delay. We have been told by the Civil
Service Department that preparations for such a study are now wellin hand.
We welcome this development, and we hope that the results will be available.
for the next review. We suggest that, while all possibilities will need -to be
examined, the most practicable system in the context of the civil service is
likely to be one thatis related to individual performance rather than to job
weight. Furthermore, we recogniseas we have always done that the difficul-
ties of applying any system of rangé pay are greater at the very top of the
structure (a problem accepted by those who have taken similar views before
us—including thé 1968 Committee under Lord Fulton as Chairman’):
althoughthe problems ofthemost senior grades:cannot-simply be ignored, we
consider that the most immediate benefit is likely to come from researchconcentrated. at Under Secretary level in the Open Structure.
The structurée

41.° We turn to the structure as it is now, against the background that our
1974 recommendations were not implemented in full. Nevertheless, the evi-
dence presented to us for the

current
review provides a clear indication that

1Eleventh Report from the Expenditure Committee, Session 1976-77, Thé Civil Service—HC
535-] (paragraphs 129-130).
*The Civil Service—Cmnd. 3638, June 1968 {paragraph 228).
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the relativities created by those recommendations were in general satisfactory
and require no major adjustment on this occasion.

42. The pay of the levels that fall within our terms of reference cannot,
however, be considered in isolation. One important consideration is the rela-
tionship with the maximum of the Assistant Secretary scale immediately
below. It has been suggested to us that the salary of £12,000 which we
recommended for the Under Secretary at 1 January 1975 led to a restriction
of the Assistant Secretary scale maximum at 1 April 1975 to £11,000 in
circumstances in which the evidence indicated that £11,500 would have been
justified, in order to provide a reasonable differential for the Under Secret-
ary. In addition, at least two grades have to be slotted in between the Assis-
tant Secretary and the Under Secretary, and the overall structure has to
provide for them. This question of ‘interface’ with the structure below also
creates a problem in the overall pay structure for the armed forces where the
salary that we recommend for the Major General and equivalent ranks (itself
‘linked’ in 1974 to our recommendation for the Under Secretary) has to be
considered in relation to the military salary structure for the Brigadier and
equivalent which is recommended by the Review Body on Armed Forces Pay.
However, it is important to bear in mind also that our Report No. 6 recom-
mendation for a salary of £12,000 for the Under Secretary was put forward at
a time when the maximum of the Assistant Secretary scale was £8,338
(October 1974) which became £8,850 with effect from 7 November 1974,
and £11,000 with effect from 1 April 1975.

43. The principle of a cohesive salaries structure is one to which we have
always attached importance. And, on this occasion, we know the results effec-

- tive from 1 April 1978 of negotiations up to the Assistant Secretary level and
the effects of the Review Body on Armed Forces Pay’s 1978 recommenda-
tions before we put forward our own recommendations. The maximum of the
Assistant Secretary scale will be £12,273 with effect from 1 April 1978. The
position on the Brigadier’s military salary is rather more complicated: the
Review Body on Armed Forces pay has recommended’ and the Government
has accepted in principle and for pensions purposes a fully up-to-date 1 April
1978 level (including a tapered ‘X factor’) of £13,501 (compared with
£10,209 now). The increase has been staged, and the current actual salary
with effect from 1 April 1978 is £11,545. Our own recommendations are
designed to be fully up to date at 1 April 1978. We have taken into account
the full recommended salary for the Brigadier, and we have borne in mind
that the 1 April 1978 scale maximum for the Assistant Secretary results from
a settlement within the constraints of current guidelines and not from the
normal process of negotiation in the light of direct comparisons on the basis of
job weight and responsibilities and of ‘total remuneration’. We understand
that these processes will be resumed as a basis for negotiations in 1979. We
return to this problem in Chapter 4, where we consider the senior officers in
the armed forces.

‘Review Body on Armed Forces Pay, Seventh Report 1978-—Cmnd. 7177 (paragraph 30).
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Recommendations
44. Against the background of our re-affirmation of the principles that

we describedin ReportNo. 6, and of thestructural considerations outlinedin
this report, we have considered the levels-of salary that are now appropriate.
We have done thisin the light of information that we have received (both
from our own salaries survey and from other sources) on the current levels of
outside earnings and on the movement in those earnings since our last
recommendations for the Under Secretary and above in the civil service. We
have explained (Chapter 1) that our ‘pay-comparisons’ are again based on the
principle that salary is one element only in the ‘total remuneration package’
and that the full value of that package—which includes superannuation provi-
sions and “fringe benefits’—needs to be compared.

45. In the light of these considerations, we recommend that the following
salaries should be paid with effect from 1 April 1978:

. . . £
Head of the Home Civil Service :

Permanent Secretary to the Treasury . 28,000
Secretary to the Cabinet
Permanent Secretary

- 26,000
Second Permanent Secretary 23,500

Deputy Secretary 20,000
- Urider Secretary 16,000
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CHAPTER 4

SENIOR OFFICERS IN THE ARMED FORCES

46. The scope of our terms of reference in relation to the armed forces is
unchanged and our recommendations relate to Major General and above in
the army and the equivalent ranks in the Royal Navy and the Royal Air
Force. As in the other three groups, our remit relates to part only of the salary
structure as a whole. In the other groups, the pay of those immediately below
the levels for which we are responsible is settled either by direct negotiation
or in the light of negotiated settlements. In the armed forces, on the other
hand, the pay of all ranks up to and including Brigadier and equivalent is a
matter for the Review Body on Armed Forces Pay, whose most recent
recommendations were put forward in their Seventh Report'. Both the
recommendations, which also relate to 1 April 1978, and the Government's
decisions on them have implications for our own work. We consider this
aspect in greater detail in paragraphs 53-54.

47. We have not examined the armed forces structure at Major General
and above since our ReportNo. 6, butwe have put forward one recommenda-
tion in the interim which we note now simply as a matter of record. In 1975,
the Review Body on Armed Forces Pay recommended*—and the Govern-
ment subsequently accepted—the payment of London weighting where
appropriate at all levels in the Services up to and including the rank of
Brigadier. Although we do not consider London weighting appropriate for
the most senior officers, we took the view then that an exception should be
made in the case of Major Generals and equivalent by analogy with the
Under Secretary in the civil service, who is eligible for London weighting. As
a result of our Report No. 6 recommendations, both the Under Secretary and
the Major General receive the same level of salary. We therefore recom-
mended to the Prime Minister that London weighting on the basis in opera-
tion for the rest of the armed forces should be paid to Major Generals and
equivalent ranks from a current date. The recommendation was.accepted and
implemented with effect from 1 June 1975.

48. We also discussed in Report No. 6 the particular pay principles that
we saw as applicable to the circumstances of senior officers in the armed
forces in addition to the general principles applicable across the four groups.
In particular, we examined the de facto salary relationship that had grown up
between the highest grades in the civil service and the highest ranks of the
armed forcés. We set up an Advisory Group to carry out a study of the extent
to which the armed forces and civil service jobs could be compared with each
other and with jobs at broadly the same levels outside the public services. We
accepted the Advisory Group’s view that, subject to review from time to time,
the existing relationship between the two groups remained appropriate, and
our 1974 recommendations refiected this. We also agreed with the Advisory
Group that an assessment of broad equivalence between jobs at these levels
in the civil service and the armed forces and in the private sector is possible

‘Review Body on Armed Forces Pay, Seventh Report 1978—Cmnd. 7177, April 1978.
?Review Body on Armed Forces Pay, Second Supplement to the Third Report 1974—-Cmnd.,

5853, January 1975.
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_ even at the very top, where precise comparison is not practicable. We have
not cartied out another study of this kind om this occasion: the evidence.put to
us suggests no grounds for changing our 1974 view on the pay principles that
should apply to senior officers in the armed forces. e

The structure
49. The structure established by this aspect of our 1974 tecommenda-

tions does not appéar to have given rise to problems. We have received
evidence which reports a measure of redistribution of work and of re-
alignment of particular appointments, but our impression is that this results
from a general process of streamlining-and reorganisation, largelyin the wake
of recent defence cuts. We have been assured that the overall level of respon-
sibility at each rank has not changed, and we are satisfied that a re-

~assessmentof the existing structural relationships iis unnecessary.
50. Oné other matter has been raised with us. Qur 1974 recommenda-

tions provided for medical and dental Officersin the ranks with which:we are
concerned to be paid at the same level as ‘combatant’ officers! Written evi-
dence from the British Medical Association to the Review Body on Armed
Forces Pay has been brought to our attention, insofaras it is relevant to the
salaries of medical Major Generals and Lieutenant Generals. It draws atten-
tion-in particular to the compression of differentials and to the implications-of.
this for the medical structure below the level with which we are concerned. |

The British Medical Association proposed .that,. in future, medical Major
Generals and aboye should be paid more than. other Major Generals and
above, and that pay links should be created between the salaries.of the Direc-
tors General (currently Lieutenant General) and‘of theChiefMedical Officer
and between medical MajorGenerals and the DeputyChief Medical Officer
in the Department of Health and Social Security. We cannot recommend the
adoption of this proposal: in pay terms, it would involve equating the medical
Major General with the ‘combatant’ Lieutenant General, and introducing a
new level into the military salary stricture at the equivalent level'to the
Second. Permanent Secretary in the, Open Structure. This

would not
be

justified on the
wider evidence.

Pay considerations
51. The subject of the ‘X factor’ has again_beer raised with us in the

evidence. Thisis an elementin the pay ofall ranks belowMajor General and
equivalent that.provides compensation for the balance of advantage and dis-
advantage of Service life by comparison with civil life. At the higher.levels of
the structure immediately below the Major General, the ‘X factor’ is tapered
from the 10 percent that applies to ‘combatant’ men at.all levels up to the
middle of the Lieutenant Colonel. scale to £300 at Brigadier and equivalent
level. We examined this matter in our last review, when we concluded? that
the concept was not valid at the level ofMajor General and above, since it is

nh
ed Body on Top Salaries, Report.No. 6: Report on Top Salaries—Cmnd. 5846, (para-

graph 64

2h 61).
Body on Top Salaries, Report No. 6: Report on Top Salaries—Cmnd. 5846, (para-

grap
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normal both in the public services generally and in the private sector for top
management remuneration to cover all the requirements of the job and all the
conditions that go with it. The arguments put to us on this occasion do not
persuade us that our earlier conclusion was wrong, and we repeat our view
that an ‘X factor’ payment would not be appropriate for any of the ranks that
fall within our terms of reference.

52. It seems to us that the revival of the “X factor proposal is to some
extent symptomatic of the frustration at out-of-date salary levels (bearing in
mind that, at the three highest ranks, the 1 January 1975 salaries have not yet
been implemented in full) combined with a measure of dissatisfaction over
other aspects of service conditions. We mention two points that have been
brought to our notice: the first is the thoroughly out-of-date level of enter-
tainment allowances in and after a period of high inflation, which has assumed
greater importance since our last review, when we first drew attention to it';
and the problems that are beginning to show themselves in relation to the
retired pay of officers at Field Marshal and equivalent rank on retirement. In
these cases, officers do not receive a pension under the normal superannua-
tion arrangernents but, under the Pensions Warrants of each Service, receive
‘retired pay’ equal to half the level of the salary for the rank at the time of
retirement; this is not increased thereafter under the inflation-proofing
arrangements that apply to the pensions of all other officers and servicemen,
and changes only with a change in the ‘full-time’ salary for the rank. We have
been told that, as a result and in a situation in which salaries have not been
increased for more than three years (other than by a supplement of £208),
retired pay has now been overtaken by the inflation-proofed pensions of
other officers who were less senior on retirement. We do not make specific
proposals in relation to problems of this nature, but we draw attention to
them as examples of the range of difficulties that begin to emerge when
regular review of salaries becomes impracticable.

53. We have already drawn attention (paragraphs 42-43) to the fact that,
in both the civil service and the armed forces, the ‘interface’ between the partof the structure that is within our terms of reference and the part that is
immediately below has important implications for our own recommendations.
The fully up-to-date 1 April 1978 levels of military salary for all ranks up to
and including Brigadier level have been accepted in principle and the Gov-
ernment has given an undertaking that they will be implemented in three
stages, the first within an overall increase of 13 per cent in the pay bill from 1

April 1978, followed by two further and approximately equal stages on 1

April 1979 and 1 April 1980, in both cases brought up to date as necessary to
provide for changes in relevant outside pay levels at those dates. Although,
for the present, they have been implemented in part only, they remain the
salary levels that have been judged to be ‘right’ at 1 April 1978 and, there-
fore, the levels that we have to take into account in formulating our own
recommendations for the salaries appropriate to the most senior ranks at the
same date.

54. The fully up-to-date 1 April 1978 salary for the Brigadier and equi-
valent ranks (including the tapered ‘X factor’ element) is £13,501. We note

ey Body on Top Salaries, Report No. 6: Report on Top Salaries—Cmnd. 5846 (para-
graph 63).
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that, in putting forward this recommendation, the Review Body on Armed
Forces Pay also drew attention to the ‘interface’ problem. as it affects their
field. The recommended salary for the Brigadier had to be assessed before
knowing the level of salary that we would judge appropriate for the Major
‘General at the same date; consequently, the recommended level for the

Brigadier was regarded as provisional—although fully appropriate in the light
of the primary evidence!. In reaching our conclusions about the 1 April 1978
salary level for the Major Genéral, naturally we have borneinmind the level
that has been recommended—and accepted—as right for the Brigadier. We
are satisfied that our

recommendations provide an adequate
differential.

55. One problem remains: we have already touched on it in Chapter 3.
We coritinue to’ regard theMajor General as broadly equivalent to the Under '

Secretaryin the civil service and close enough to justify salary equality bet-
‘ween the two, as we did in 1974. Our recommendations maintain that posi-
tion now. But one result ig that the 1975 differential between the Under
‘Secretary and the Assistant Secretary has been widened. This is inevitable in
present circumstances: as we have already noted (paragraph 43), the max-
imum of the 1 April 1978 Assistant Secretary scale results from a settlement
within the constraints of the guidelines under the 1977-78 voluntary pay
restraint measures. and not from the normal process.of negotiation on the
basis offully up-to-date comparisons with total remuneration outside. To this
extent, it is a different kind of indicator from thé recommended 1 April 1978
salary for the Brigadier which has been judged by an independent Review
Body to be fully up to date at that time.

Recommendations
56. In the light of all these considerations, we recommend that the follow-

ing salaries should be paid with effect from 1 April 1978:
£

Field Marshal
.Marshal of the. Royal Air Force ,

Admiral
General
Air Chief Marshal

Vice-Admiral

Admiral of the Fleet
‘

28,000

26,000

Lieutenant General
Air Marshal-

Rear Admiral
Major General
Air Vice-Marshal

20,000

16,000

*Review Body on Armed Forces Pay, Seventh Report 1978—Cmnd. 7177 (paragraph 39).
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CHAPTER 5

THE HIGHER JUDICIARY AND CERTAIN OTHER JUDICIAL
APPOINTMENTS

Background
57. When we were appointed in 1971, our terms of reference for the

judiciary related to appointments in the higher judiciary (the High Court
Judge and above) together with the Circuit Judges and Metropolitan Magis-
trates. Early in our 1972-74 review, they were extended to cover a range of
appointments with a base at broadly the same salary level as the Under
Secretary in the civil service and the Major General in the armed forces, who
came within our terms of reference from the beginning. This extension
brought, inter alia, the Masters and Registrars of the Supreme Court within
our terms of reference, and we were also asked to include the Recorder of
London, the Common Serjeant and the Additional Judges of the Central
Criminal Court. The full list of appointments in England and Wales, in Scot-
Jand and in Northern Ireland for which we put forward recommendations in
1974 is in Appendix A,

58. Further changes have been made in the course of the current review.
The salaries of a great many appointments have in the past been dealt with
administratively in the light of our recommendations. In practice, many of
these have not been revised following our Report No. 6 recommendations, as
the Government’s pay restiaint measures announced on 11 July 1975 inter-
rupted the normal administrative process of extending the increases to those
appointments that qualified. On this occasion, we have been requested to
include a number of these appointments within our review. They are: Provin-
cial Stipendiary Magistrates in England and Wales and Resident Magistrates
in Northern Ireland; Industrial Tribunal and Lands Tribunal appointments in
Scotland; and the Vice-Judge Advocate General. We have also put forward
recommendations for the appointment of President of the Transport Tribunal
on this occasion. It was within our terms of reference for the 1972-74 review,

. but insufficient information on the job and its ‘weight’ was provided to enable
our Advisory Group to make an assessment.

59. We have not, however, included the appointments of Recorder of
London, Common Serjeant and the Additional Judges of the Central Crimi-
nal Court within our field of review on this occasion. They are paid by the City
of London authorities and we do not consider it appropriate for such
appointments to come within our terms of reference in the future.

The judicial structure
60. The judicial structure is very much more complex than others at the

levels with which we are concerned. It covers three separate judiciaries (in
England and Wales, in Scotland and in Northern Ireland), and therefore three
separate structures which, at the same time, must have a coherent relationship
with each other and must reflect the appropriate status and judicial ‘weight’
between one appointment and another. It is not hierarchical in the sense of a
single career structure: below the High Court Judge and the equivalent level
in Scotland and Northern Ireland, it is made up of a number of separate
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- specialist groups or appointments with specialist jurisdiction which, neverthe-
less, have to be woven into a pattern that properly reflects weight ofresponsi-
bility and status within the overall judicial system. .

61. In our 1972-74 review, we appointed an Advisory Group to make a
detailed study of the relative ranking of all the judicial appointments that
were then within our terms of reference. Their coriclusions', with certain
modifications that we.found to be necessary, provided the basis of the salary
Structure which we recommended in Report No. 6.

62. We decided that a new study of relative rariking would be helpful on
this occasion, partly because some of the evidence: put to us had questioned
one or two of the 1972 judgments, and partly because of the appointments
‘that had been brought within our terms of referencé for the first time. We
therefore decided to adopt the same broad approach as before, and we
appointed a Sub-Committee to re-assess the ranking within, the present struc-
ture, to weigh the volume of evidence put to us in the current review and to
put forward recommendations for a judicial structure based on an assessment
of the relativities appropriate in current circumstances between individual
levels of appointment. We appointed Sir George Coldstream (one of our
members and a former Permanent Secretary at the Lord Chancellor's
Department) as Chairman of the Sub-Committee, and Lord Hirshfield (also
one of our members) and Sir Stanley Rees. (a zecently retired High Court
Judge) as members. The Lord Chief Justice of England, the Lord President of
the Court of Session and the Lord Chief Justice of Northern Ireland were
appointed as special members and provided most valuable advice and assis-
tance in the deliberations on the structures and

appointments
in the

threecountries.
‘63. The Sub-Committée’s terms Of reference were restricted to relative

ranking and did not include salary levels, which are a matter for us. However,
our Report No. 6 salary recommendations. provided the overall structure of
relativities that the Sub-Comimittee had to take as its starting point. Likewise,
the Sub-Conimittee was not concerned with such aspects as particular
recruitment difficulties which we ourselves might need to take into account in
assessing salaries. But we invited the Sub-Committee to draw attention to -

points that they saw as rélevant to our deliberations on salariés, They did so,
and we discuss two such issues in paragraphs 68-70. below. The Sub-
Committee’s report is.in Appendix J.

The Sub-Committee’s report
64. In examining the judicial structure in England and Wales, the Sub-

Committee found that the work of the Circuit Judge has developed to a
greater extent than had been envisaged:in 1972, and that now justifies a closer
relativity with the High Court Judge than thé 3:5 ratio that had beenmain-
tainedin our 1974 recomniendations: they concluded that.4 2:3 rélationship
would be appropriate. The Sub-Committee also found that an improvement
in the position of the Masters and Registtars within. the 1975 structure was
justified and that parity with the Metropolitan Magistrates

would now be
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appropriate. The need for formal establishment of a differential between the
‘ordinary’ Circuit Judge and certain specific Circuit Bench appointments was
also endorsed: this confirms our interim recommendation immediately before
the beginning of this review that the ‘personal’ salary leads’ for the appoint-
ments of Recorder of Liverpool, Recorder of Manchester and the Senior
Circuit Judge at Newington Causeway should be transferred from the indi-
vidual office-holders in 1974 to the appointments. The Sub-Committee con-
sidered that the London Official Referees and the Vice-Chancellor of the
County Palatine of Lancaster should rank at the same level. In the light of
developments since 1972-74, an improvement of the position of the Presi-
dent of the Industrial Tribunals (England and Wales) within the overall struc-
ture was recommended. The existing relativities within the Higher Judiciary
were found to be generally satisfactory, apart from the position of the Presi-
dent of the Family Division whose 1974 ranking vis-a-vis the Master of the
Rolls on the one hand and the Lords Justices of Appeal on the other was
considered to have underestimated the weight of the appointment. The Sub-
Committee also concluded that the role of the Vice-Chancellor had now
developed to an extent that justified a measure of differentiation above the
High Court Bench generally.

65. The Sub-Committee’s main recommendation for the structure in
Scotland was that, in judicial terms, the Judge of the Court of Session should
be ranked at the same level as the High Court Judge in England and Wales
and that parity between the Sherriff A and the Circuit Judge should be
maintained at the new and improved Circuit Judge level. The Sub-Committee
also considered the place of the Sheriff B in the structure (although -the
Sheriff B is not strictly within our terms of reference at present) and assessed
it as slightly below the Sheriff A. A single level was found appropriate for the

_ reorganised Sheriffs Principal structure, and the appointment of Chairman of
the Scottish Lands Court was equated with it. The Report No. 6 relativities of
the other judicial appointments were left undisturbed. The appointments in
the Industrial Tribunals (Scotland) and the Lands Tribunal for Scotland,
which have been brought within our terms of reference for the first time, were
equated with the counterpart appointments in England and Wales, except for
both President appointments: these were judged to have less ‘weight’ than the
equivalent appointments in England and Wales because of the smaller size of
the organisations and of the workloads.

66. Within the Northern Ireland structure, the Resident Magistrates are
included in our terms of reference for the first time, and the Sub-Committee
judged them to be broadly equivalent to the Metropolitan Magistrates and
Provincial Stipendiary Magistrates in England and Wales. Parity between the
County Court Judge and the Circuit Judge was confirmed as appropriate, and
a differential for the Recorder of Belfast continued to be justified. The Sub-
Committee concluded, again on judicial grounds alone, that the Puisne Judge
in Northern Ireland should be ranked with the High Court Judge in England
and Wales, and that a differential should be created for the Lords Justices of
Appeal in relation to the Puisne Judges, notwithstanding their interchange-
ability, in order to create a clear ‘promotion’ step from the High Court to the

nh
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Court ofAppeal.As a result of these. decisions, the Sub-Committee adjusted
the position of the Lord Chief Justice of Northern Ireland within the overall
structure by moving the appointment slightly nearer to the Master of the
Rolls and to the Lord President of the Court of Session in Scotland. However,
the Sub-Committee did not equate the appointmentwith the Lord President
of the Court ofSession, in view of the relative sizes of the countries and of the
judiciaries, but suggested that the position should be looked at again in a
future réview and in the light of any future changes in the Lord Chief Justice
of Northern Ireland’s responsibilities.

Our views -

_
67. In framing our recommendations, we have throughout had regard to:

the judgment and recommendations of our Sub-Committee on the relative
ranking of the appointments in termis of judicial weight, and we have kept
broadly to the pattern recommended. Certain of the recommendations have
wider implications to which we draw attention. First, the Sub-Comimittee’s
view that parity is justified between the High Court-appointments in the three
countries reflects the view of the Advisory Group in 1972: our own salary
recommendationsin 1974provided lower salaries for the Judge of the Court
ofSession and the Puisne JudgeinNorthern Ireland than for the High Court
Judgein England and Wales, as had been the practice in the past, in recogni-tion of differences in thé costs of living and in the levels of Bar earnings
‘between the three countries’. We return to thisissue in paragraph 73. Second,
the Sub-Coimmittee has assessed the Sheriff B within the overall structure:
the appointment—unlike the Sheriff A—is not formally within our terms of
reference, but we agree that the Sub-Committee was right to examine the
position in the. light of the significant amount of evidence provided about it.
We accept that it would be appropriate for the appointment,to come within
our terms of reference: we agree with the Sub-Committee’s assessment and
we mdke a recommendation in this report.

68.- The Sub-Committee also drew our attention to two. main general
points. The first relates to London. weighting. The evidence put forward to us
during the current review has indeéd made clear that some members.of the .

judiciary—particularly at the lower end of the structure with which we ate
concerned=—consider that they should be entitled to receive some. form of
Loridon weighting in parallel with Under Secretaries in the civil service and
Major Generals and equivalentin the armed forces. The salary recommenda-
tions that follow relate to the full weight of the resporisibilities of the
appointments within our terms of reference and do not take any account of
their location: this is made plain, for example, by our acceptance and applica-
tion to salary levels of the Sub-Committee’s recommendation for equality
between the Metropolitan.Magistrates and the Provincial Stipendiary Magis-

_
trates. But we can see no reason to differentiate in this matter between the
judiciary and the other groups within our terms of reference that are part of a
larger vertical structure. We therefore recommend that London weighting
should: be introduced for those judicial appointments within our terms of
reference that are at a level, in termsof the salary recommendations in

this
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report, equivalent to the Under Secretary and the Major General or below,
and that are permanently located in London. We recommend, too, that the
same conditions for payment and levels of payment should apply as are in
operation at equivalent levels in the civil service from time to time.

69. The Sub-Committee also drew our attention to problems that might
arise in relation to particular appointments. In assessing the Vice-Chancellor
at a level between the High Court Judge and the Lord Justice of Appeal, the
Sub-Committee drew attention to the fact that the result of putting the
assessment into practice would be technically a breach of an undertaking to
Parliament that the appointment would not attract additional payment. We
accept the Sub-Committee’s assessment and we have given effect to it in our
recommendations.

70. A difficult problem arises from the part-time nature of the appoint-
ments of President of the Lands Tribunal in England andWales and President
of the Transport Tribunal. The Sub-Committee has, rightly in our view, based
its assessments on the quality of work required, and has left it to others to
decide whether the jobs should be part-time appointments or whether, as at
present, additional work of an equivalent quality should be allocated to the
office-holders to provide a full-time appointment. For our part, we accept the
Sub-Committee’s approach and, in accordance with our normal practice
elsewhere in the field within our terms of reference, we recommend salaries
for full-time appointments. If any of the appointments were to become part-
time, apro-rata reduction in the salary recommended would be appropriate.

Pay principles
71. We turn now to consideration of the salaries appropriate to this struc-

ture and to the principles that underlie them. In our 1972-74 review, we
found that we had to develop pay principles on which to base oursalary
recommendations for the judiciary with little guidance from past practice. We
concluded that the judiciary was sui generis in this context and that no other
group is strictly comparable. The level of Bar earnings, affecting as it does the
willingness of successful barristers to accept judicial appointment, provides an
important check on our assessment of judicial salary lévels, but could not on
its own provide a complete or wholly valid standard of assessment. It was
clear to us, however, that judicial salaries should not attempt to match the
highest levels of Bar earnings. We concluded also that the salary of the
Permanent Secretary in the civil service provided a useful cross-check on our
assessment of the salary appropriate for the High Court Judge, although a
formal link between the two appointments would not be appropriate. We are
satisfied that both of these checks remain important.

72. We have already explained (Chapter 2) how we have endeavoured to
secure recent information on levels of barristers’ earnings. We have noted
(paragraphs 27-29) that it was not practicable for a new survey to be carried
out on our behalf on this occasion, and that the data to which we have: had
access (some of which is included in Appendix F) was not designed directly to
meet our needs. But the information available to us has been sufficient as a
whole to establish two vital points. First, it has enabled us to satisfy ourselves
that the judicial salaries recommended in Report No. 6 to operate from 1
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January 1975 were generally appropriate in the light of the levels of barris-
térs’ earnings then current (our own survey had been carried out in mid-1972
and related to 1971-72), Second, it has established that the level of those
earnings has increased substantially’since the end: of 1974, and thus confirms
what we have been told about theincreasing difficulty of recruitment from the
Bar—particularly, but by no means exclusively, to the Circuit Bench—at
current levels of judicial salary. In these comparisons, we have concentrated
on the éarnings of those barristers from among whom appointments to the
judiciary at different levels are most likely to be made, and we‘haye compared
net Bar earnings (after appropriate deductions for practice expenses) on a
basis that allows for thé proper evaluation of judicial pensions against the
pénsion provisions that the self-employed barrister is able to make within the
current taxation arrangements.Wehave taken full account of the information
on the levels and trends of Bar. earnings in reaching

©
our

conclusions
on

judicial salaries.

73. Our Sub-Committee based its assessments on the ‘weight’ and: judi-
cial content of each appointment, arid took no account of ‘external’ factors. .

that might be relevant to the salaries recommendéd for appointments other-
wise judged to be equal. The levels of’Baréainings provide orie such external
factor. The Advisory Group appointedin 1972 (paragraph 61) assessed the
High Court appointments in the three countries at the same level in terms of

judicial content. The Sub-Committee has endorsed that view on this occasion.
But, informulating our 1974 salaryrecommendations, we concluded that it
was right to takeinto account the differencesin the levels of Bar éarnings.and
in the costs of living that then existed between the three countries. We found
both to be lower in Scotland and in Northern Ireland than in England and
Wales, and our recommendations for the Judge of the Court of Session and
the Puisne Judge reflected this’. We have examined the question again on this
occasion. Such evidence as is available to us indicates that there has been
some levelling of Bar earnings across the United Kingdom as a wholeand, at
the same tine, of cost of living apart from the high housing ‘and travel costs
involvedin work

jin London. We think itTight on this occasion to récomniend
the same salary for the High Court Judgein England and Wales, the Judge of
the Court of Session and the PuisneJudge iin Northern Treland., .

Our conclusions and recommendations .

74. In the light of all the considerations that we have discussed,we
recommend the following Salaries as appropriate with effect from 1 April
1978 (or from datesin July 1978 for certain appointments—paragraph 8):-

Lord Chief Justice - . 34,000
Master of the Rolls :

Lord of Appeal 31,000
Lord President of the Court of Session (Scotland)J
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Lord Chief Justice (Northern Ireland)
President of the Family Division

29,500

Lord Justice of Appeal
Lord Justice Clerk (Scotland) 28,000
Lord Justice of

Appeal (Northern Treland)
/

Vice-Chancellor 27,000

High Court Judge
Judge of the Court of Session (Scotland) 26,000
Puisne Judge (Northern Ireland)
President, Lands Tribunal (England and Wales) 20,000

President,, Transport Tribunal
Chief National Insurance Commissioner 19,500
President, Industrial Tribunals (England and Wales)
Président,Industrial Tribunals (Scotland)},
Sheriff Principal (Scotland) 19.000
Chairman, Scottish Lands Court
President, Lands Triburial (Scotland)
OfficialReferee (London)
Vice-Chancellor of the County Palatine of Lancaster

- Recorder of Liverpool 18.250Recordei of Manchester *
Senior Circuit Judge, Newington Causeway.
Recorder of Belfast (Northern Ireland)
Circuit Judge
ChiefMetropolitan Magistrate
Members, Lands Tribunal (England and Wales|

and Scotland)
National Insurance Commissioner
Judge Advocate General
Sheriff A (Scotland)
County Court Judge (Northern Ireland) J

17,500

Master of the Court of Protéction
Senior and ChiefMasters and Registrars.
Regional Chairmen, Industrial Tribunals (England and Wales

and Scotland) 16,750
Chairman, Foreign Compensation Commission .

Registrar of the Court of Criminal Appeals‘Sheriff B (Scotland)
Masters and Registrars
Metropolitan Magistrate
Chairmen, Industrial-Tribunals (England and Wales

and Scotland) 15,250
Vice-Judge Advocaté General
Provincial Stipendiary Magistrate
Resident Magistrate (Northern Ireland) J
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75. We draw attention again to the situation that has presenteda difficult

problem since we began our workin 1971. We notedin’ Report No. 6! the
serious practicaldifficulty presented by the relationshipbetween the salary of
the Lord Chief Justice as the professional head of the judiciary and the salary
of the Lord Chancellor as the overall head of the judiciary. We are directly
‘concerned here with the position of the Lord Chief Justice against the back-
ground of the Lord Chancellor’s current salary of £20,000 (unchanged since 1

April 1972). ‘Our most recent recommendations for Ministers’ salaries (put
forwardin June 1976 but not yet implemented) provided a salary of £27,000
for the Lord Chancellor in June 1975 terms’, the same level as we recom-
mended for the Lord Chief Justice for Janaury 1975. The recommendations
thatwe now put forward for salaries appropriate at 1 April 1978 take. the
whole of the Higher Judiciary (from the High Court Judge upwards) to
salaties that are above the Lord Chanceéllor’s current salary. The problem
arises in part because of the different timingof reviews of judicial and Minis-
tetial salaries, but largely because of the different treatment accorded by
Government to our recommendations. The recommended salary of £27,000
in Report No. 6 for the Lord Chief Justice has been accepted although
implementation has been staged: but the salaryof £27,000 recommended for
theLord Chancellor appears to bein-suspense. The fact.remains that the Lord
Chancellor, althougha Ministerial appointment, is Head of the Judiciary and,
as such; we regard it as thoroughly undesirable that judicial salaries should
exceéd the salary of the Lord Chancellor other than to a limited extent and
for a limited period. Equally, we are strongly of the opinion that the special
constraints that have been applied to Ministerial salaries ought not to be
allowed to provide an artificial ceiling for the professional judicial salarystructure. .

“Review Body on Top Salaries, Report
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CHAPTER 6

CHAIRMEN AND MEMBERS OF NATIONALISED
INDUSTRY BOARDS

The background
76. The position of the nationalised industry Boards as a whole has pre-

sented the greatest single problem in our current review. We have already
referred (Chapter 1) to the discrimination against them in relation to our
Report No. 6 recommendations and to the more recent Government decision
to apply lesser increases, ranging between 5 per cent and 10 per cent, to
salaries that had last been adjusted on an interim basis in 1972: this came six
months after we had embarked on our current review and could give rise to

problems for. the immediate future (paragraph 7). We return to the wider
implications of this situation. in Chapter 7. In effect, the nationalised industry
Boards—alone of the four groups within our standing terms of reference—
have so far received no part of the salaries that we recommended as appropri-
ate at 1 January 1975. They have, moreover, been excluded from the impor-
tantmeasure of pension protection afforded to those in the other three groups
at recommended salary levels over £13,000, part of whose 1 January 1975
salary increase is, still withheld, except for the purpose of calculating pension
on retirement. Nevertheless, as we have noted (paragraph 12), the extensive
use in the nationalised industries of provisions for ‘dynamising’ pensionable
salary will have been of some help in this respect. 8

77. Some of the effects of this situation are as disturbing as they are
obvious. We have described (Chapter 2) the extent of the compression and

overlap from senior executive salaries below Board level. We accept, as we
have said (paragraph 35), that a measure of overlap between the pay of some

top executives and some Board members may be valid within an organisa-
tion’s overall salary structure, but the extent of the compression and overlap
that now exists in the nationalised industries is having serious implications for
their ability to recruit the quality ofBoardmember that is essential for the top
management of industries which—as we said in our Report No. 6—are the
foundations of our industrial life.

78. The point has been made to us in evidence time and time again that it
has become increasingly difficult to recruit the right quality of people to the

top jobs in the nationalised industries at the seriously out-of-date levels of
salary on offer—whether from within the particular industry or from outside.
We note that increasing use had been made of ‘secondment arrangements as
a device to recruit from outside individuals who have the qualities needed
without requiring them to face a very substantialdrop in salary. Within the
industries themselves, we see that arrangements of this kind may be tolerable
on a short term basis, but in a situation that has been allowed to drag on for
more than three years, it seems to us to be an abuse of the strong sense of
loyalty to the industry that has frequently meant that Board members have
been prepared to carry on when many of them could move to the private
sector and to realistic rewards. for their abilities. In this context, it has to be
remembered that some of the nationalised industries operate in an environ-
ment of intense international competitiveness, which not only makes the task

30



of running the organisationmore difficult but also underlines the importance
of paying realistic salaries—in United Kingdom. terms at least—if the right
calibre of top management is to bé recruited and retained. Government can-
not expect to rely on the individual’s sense of loyalty indefinitely. The
nationalised industries. neéd to attract and retain an adequate share of the
country’s best managerial talent: theywill not continue to do so unless there is
a marked and lasting improvement in. the competitiveness of the salaries at
Board level.

:

79. Thus we have carried out our current review agairist the background
ofan intensely unsatisfactory situation throughout the nationalised industries.
But it has seemed to us essential both to undertake the review, and to carry it
out on exactly the same basis as‘for the other three groups within our ternis of
reférence, with the object of putting forward recommendations on salaries
that are appropriate at 1°April 1978. The nationalised industry Boards in
general have co-operated fully in all our inquiries. We have been left in rio
doubt from both written and oral evidence about the general concern at the
effects. of the Government’s-decision to do nothing about our Report No. 6
recommendations, a decision which is widely held to have reflected ‘a cynical
disregard for the importance of the provision of reasonable reward for the
level of management skills that is required, and to rely too héayily on indi-
vidual loyalty.

Principles
80. We described in detail in Report No: 6 the principles which need to

be followed in assessing nationalised industry Board salaries, in addition to
the more. general considerations that are applicable to all four public sérvice
groups within our terms of reference. We have reviewed thern again on this
occasion, and we are satisfied that they remain appropriate today, as they
were in 1974, We are in no doubt that salaries which are competitive with
rewards. in industry outside for comparably demanding and difficult jobs are
directly relevant here: as a result of our inquiries on that occasion, we were
‘satisfied that, although there are differences in the balance of the main ele-
ments and in the nature of the pressures, the overall weight of Chairmen’s
jobs in the nationalised industries and in the private-sector is comparable. But"we concluded that, even so, the salaries in the nationalised industries should
not equal the highest salaries paid in the private sector for jobs of similar
weight, although itwas vital for them to be sufficiently attractive to enable the
nationalised industries to recruit and retain the necessary quality to. their
Boards'. We would add that we consider it of great importance for the
nationalised industries to be in a position to provide a career progression to
Board level from within an organisation, as many of them already do. But it
remains equally important in this case that Board salaries. should reflect a
realistic progression: our compression survey (paragraphs 34—35) illustrates
some of the problems that arise when little or no regard is paid to this need.

81. In order to apply these principles, it is essential to have reliable data
about total remuneration at comparable levels of job weight outside the

“Review Body on Top Salaries, Report No. 6: Report:onTop Salaries—Cmnd. 5846 (para-
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nationalised industries. We have already referred (Chapter 2) to the fact that
one of the inquiries carried out on our behalf has been a new survey of
remuneration in the nationalised industries.and in the private sector. Its main
purpose was to obtain as nearly as possible up-to-date information on the
levels of remuneration in both areas, and to acquiredetails of the movements
in remuneration over the period since our last review. It is important to
emphasise two points. First, the survey, on this occasion as before, provides a
‘total remuneration package’ comparison; that is, it sought details both of
direct remuneration (salary, bonus and profit sharing) and of theother impor-
tant elements in the total remuneration package—in particular, of superan-
nuation arrangements and of ‘fringe benefits’. Second, in order to give as
réliable a picture as possible of the movements in direct rémuneration, the
latestinquiry concentrated primarily onjobs whose nature and broad respon-
sibilities had not changed significantly sitice September 1974. In this way, we
have obtained a full picture of the current total rernuneration package at
various levelsin both sectors, and also an indicator of how the cash elements
in remuneration have moved over the period since our 1974 recommenda-
tions for the nationalised industries were put forward. The findings from our
survey are reported in Appendix E, Our current recommendations for the
nationalised industry Boards take full account of thie information gathered on
levels of remuneration and on movements in it at comparable levelsin the
private sector of industry, commerce and finance. As we have noted (para-

'

graph 24), the information shows the extent to which, over the period,
salaries at the highest levels have increased at

a significantly lower rate than
those below.

The structure

82. Our 1974 recommendations provideda structure for the nationalised
industry Boards that differed from the existing structure, which had been
recommended as. appropriate in 1969! and which, with the passage of time
and the addition of new industries, we found inadequate to meet the situation
in 1974. Instead of a broad bandiig of the industries into three Groups (A, B
and C), we saw a need for greater flexibility which would reflect a finer
assessment of job weight and of the importance of the individual industry to
the economy. We émphasised—and we regard. it as important to repeat it now
in order to correct misunderstandings that have arisen—that, although the
nationalised industries have somé features in common, we do not consider it
appropriate to judge the importance and difficulty of the top jobs-on the basis
of ‘size’ factors alone, howevér méastired*. We considered then, and we do so
now, that diversity of function, international.aspects of operation andmarket-
ing and involvement-in advanced technology all have an important effect on
the overall weight of the task. The emergence of the ‘new’ industries, with
purposes more disparate than thosé of the basic industries nationalised after
1945, has reinforced the principle behind this view.

83. We have already indicated (paragraph 4) the nationalised industries
that have been

brought
withiii our terms of referencé since the last review. In

National Board for Prices and Incomes, Report No. 107: Top Salaries iin the Private Sector
and Nationalised Industries—Cmnd. 3970, March 1969.

“Review Body
on ‘Top Salaries, ReportNo. 6: Report on Top Salaries—Cmad. 5846 (para-

grap.

32



practice, and with the éxception.of the watér supply industry, we put forward
recommendations on-each of themin 1975 at the request of the Prime Minis-
ter, On 4 basis that was compatible with those for the othez nationalised
industriesin our Report No. 6—thatis, the salaries were appropriate at 1

January 1975. It was always our intention, however, to take the opportunityof the first review after 1975 to examine.the position of the new industriesin
the light of operating experience. Moreover, the evidence put forward by the.
‘old’ industries and by their sponsor Departments suggested that some mod-
ification of the Report No. ‘6 structure might be justified in a few cases. A
limited job evaluation study was therefore commissioned on-our behalf, in
part to test some of our Report.No. 6 assessments (sometimes in the light of
developments since they were made), and in part to provide guidance in the
light.of practical experience on the place in the Report No.6 structure of:the
‘new industries (including the water supply industry). The consultants who
had Carried out the job evaluation study for our 1972-74. review were again
employed, and were asked to carry out the new study on the basis of the same
criteria as before, to ensure that the results would be compatible. We have
also made use of the consultants’ own assessmentof the current remunération
in the private sector for jobs of a comparable weight to those that they have
examined on-our behalf, as a valuable cross-check on the results of our own
salaries survey.

84. In the light of all the evidence, we have coricluded that the Report
No. 6 structure needs some modification to recognise certain developments
since 1974, and to allow for some under-valuations or over-valuations of
particular industriesin 1 January 1975 terms. We are aware that certain of
the industries within our terms of reference may be reorganisedin the fairly
near future: for example, the changes envisaged for the électricity industry!

©

would have a significant effect on the role and functions of the Electricity
Council, the Central Electricity Generating Board and the Area.Electricity
Boards; and it has been proposed? that the Post Office should be divided into
two separate organisations. But no change has yet taken place, and our
assessments continue to be based on the current-position.

85. The evidence put to us in the current review by the nationalised
industries and by their sponsor Departments has concentrated primarily on
theposition of the individual industrieswithin the Report No. 6 structure and
on developmentsin their roles and functions’since 1974. But we have been
leftin no doubt about the widespread frustration and plain sense. of injustice
that has been created. This led to a number of proposals designed to ensure
greater freedom for the individual industries to. decide the level of Board
salaries below the Chairman, and thus to avoid a situation in which very
substantialincreases become necessary, with all that this involvesin terms of
public presentation, notwithstanding the justification for them.

86. The proposals took three main forms. First, that Board members
should be paid a salary which, as part of the main salary structure of the
individual industry would recognise their executive role and would be ‘

. Reorganisation of the Electricity Supply Indastry-inEngland and Wales—Cmnd. 7134,April
1978.
*Report ofthe Post Office Review Committee—Cmnd. 6850, July 1977.

33



adjusted as part of the normal negotiating process within the industry; in
addition, that they should be paid a separate fee in respect of the additional
responsibilities of Board membership which would be assessed by ourselves
or by some other independent means. In the light of the experience of the last
four years, the attraction of this proposal for the industries themselves is
obvious: but we see it as wrong in principle to regard Board members simply
as a tier above a structure of negotiated salaries that would automatically
reflect movements in the structure below. The second proposal was that
Board remuneration below the Chairman should be left to the individual
industry to decide according to its own needs, constrained only by the Chair-
man’s salary, which would be assessed by an independent body in the same
way as the Board member ‘fee’ in the first proposal. Again, in our view, it
would be wrong in principle for decisions on salaries at the top of the national-
ised industries structure to be left entirely in the hands of the individual
industries with only a remote form of outside control. No matter how respons-
ible individual industries might be in the exercise of the freedom involved, it
remains important, in this part of the public sector as in others, for the citizen
who, whether as taxpayer or consumer, has a direct and individual interest in
the performance of the nationalised industries, to be satisfied that objective
standards prevail overall. We recognise and sympathise with the frustrations
that have given birth to these two proposals. But we are convinced that they
are devices to overcome particular problems and that they are not remedies
for those problems.

87. The third main proposal is that Board salaries should continue to be
based on independent recommendations which should provide significantly"
wider ranges than at present, both to allow enough flexibility to meet particu-
lar requirements and to allow for progression to recognise individual merit
and the need to keep an overall salary structure in sensible shape. This is
closer to our own thinking. We have twice recommended’ that full and flexi-
ble use should be made of the ranges we proposed to allow the industries to
meet particular recruitment and retention needs, and to enable achievement
to be recognised. We have been told that, since the recommendations in our
Interim Report were accepted, the Government’s restraint measures have
prevented this part of them from being put into effect. We are in no doubt
that the recommendation should be implemented without further delay. We
continue to be of the opinion that ranges of pay—certainly at Board member
level and in a few cases at Chairman or Deputy Chairman level—are the right
way to tackle this problem, combined with up-to-date salary levels and regu-
lar annual review of them: But ranges cannot simply be widened without
proper regard to the factors that we have outlined (paragraph 86) or to the
needs of the overall structure of Board salaries. Our recommendations are
put forward on the assumption that ranges will be used in the way that we
have indicated. They provide what we regard as adequate width for these

purposes. .

"Review Body on Top Salaries, Report No. 2: Interim Report on Top Salaries—Cmnd. 5001
(paragraph 11); and Report No. 6: Report on Top Salaries—Cmnd. 5846 (paragraph 102).
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Recommendations
88. In the light of all the considerations that we have discussed, wé

recommend the salaries below as appropriate with effect from 1 April 1978.
In each case they are salaries for full-time appointments; part-time Board
members should be paid pro-rata according to the amount of time given. For
those part-time Board mémbers whose normal attendance is.one day a fort-
night, and who are currenitly paid-a ‘fee’ of £1,000, we repeat our Report No.
6 recommendation that the rate should be one-eighth of the mid-point of the
appropriate range for a full-time Board'member, subject to aminimum pay-
ment which we recommend should be increased from £1,000 (£1,500 in
Report No. 6 terms) to £2,000, with effect from I April 1978. Our recom-
méndeéd salaries for the Regional Water Authorities and theWelsh National
Water Developnient Authority provide a range of full-time salary to cover
the different ‘weight’ of jobs in individual Authorities and are, consequently,
put forward on the same basis as our récommendations for the Area Electric-
ity Boards: We understand that the present arrangement whereby all Chair-
men’s appointments within the Authorities are assessed as half-time
appointments is under review.

Deputy Chairman
Chairman or equivalent’ Board:member?

£ £

British National Oil Corporation
"

"50,000 33,500—41,500 27,000-35,000
National Enterprise Board . te . .

British Steel Corporation 45,000 31,500-38,500° 26,000-31,500
Post Office :

British Rail
British Gas-Corporation . . . .

British Shipbuilders
National Coal Board 26,500-32,500 2%,000-26,000
British Airways Board
British Aerospace
Electricity Council
Central Electricity-Generating Board

}United Kingdom Atomic Energy
Authority

Scottish Development Agency

National Bus Company
Le .

National Freight Corporation ‘ a ag
Civil Aviation Authority

28,000 20;500-25,000 16,500-20,000
British Airports Authority
Cable and Wireless Limited
Commonwealth Development
Corporation

North of Scotland Hydro-Electric
Board ~ .

South of Scotland Electricity Board 25,000 18,000-22,000 14,000-17,500
Welsh Development Agency

.

British Trarisport Docks Board
Scottish Transport Group
National Water Council

35,000 25,000-30,500 20,500-25,000

Regional Watér Authorities '20,000--25;000 — - ‘

Area Electricity Boards 20,000-24,000 14,500-17,500 —
British Waterways Board _

16,000 11,500-14,000 7,500-11,000
"Vice-Chairman, Managing Director or Chief Executive. .

2Salaries for full-time appointments. Part-time Board members should be paid on apro-rata basis
according to the time devoted to the appointment. Those whose normal attendance-is oné day a
fortnight shouldbe paid one-éighth of the

mid-point
of the appropriate salary range of a full-time

Board member subject to a minimum of £2,000.
.
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CHAPTER 7
SUMMARY OF RECOMMENDATIONS

The current review

89. We have now completed our second full review of the four groups
within our standing terms. of reference. It has taken place against an
extremely difficult background. Our 1974 recommendations were accepted

iin
principle for three of the four groups—the top levels of the civil service, the
armed fotces and the judiciary—but implementation was staged: the second
stage continues to bé deferred. The recommendations for the fourth group—
the Chairmen and members of nationalised industry Boards=—albeit put for-
ward on: an identical basis, were not accepted evén in principle by Govern-
ment. We-have made plain our views on this discrimination.

90. We are in no doubt that our decision early last year to embark on the
review was timely, and that it is essential to make known the rates of pay
justified now for each of the four groups within our terms of teference. We
have received a substantial amount of evidence, both written and oral, par-
ticularlyin relation to the nationalised industries and the judiciary.

91. We have described our general approach to the review, theiinquiriesthatwe have undértakenon this occasion, and our findings and conclusions:in
relation to each group, Our recommendations are sét out below. In: all cases,
they are the salaries that are-appropriate at 1 April 1978 although,.as we have
explained, some judicial appointments have effective dates in July. We show
also the effect of current levels of taxation on our recommended salaries
although, as we have said (paragraph 18), the incidence of taxation has not
entered into our judgment of the appropriate salaries:

Recommended (Recommended salaries
. salaries net oftax")

£

a. Senior grades of the higher
civil service

Head of the Home Civil Service
Permanent Secretary to thé Treasury 28,000 (13,473)
Secretary to the Cabinet
Permarient Secretary 26,000 (13,108)
Second Permanent Secretary 23,500 (12,461)
Deputy Secretary 20,000 (11,530)
Under Secretary 16,aga . (10,199)
b. Senior officers in the armed forces
Admiral-of the Fleet | ,

Field.Marshal 28,000 (13,124)Marshal of the Royal Air Force J .
.

Admiral
General 26,000 (12,784)Air ChiefMarshal
Vice-Admiral
‘Lieutenant General 20,000 _ (11,320)Air Marshal.

.

Rear Admiral,
,

Major General . 16,000 (10,043)Air Vice-Marshal .
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Recommended (Recommended salaries
salaries net of tax’)

£

c. Judiciary
Lord Chief Justice "34,000 (15,273)
Masterof the Rolls
Lord of Appeal
Lord President of the Court of
Session (Scotland)

Lord Chief Justice (Northern Ireland)
President of the Family Division

31,000 (14,663)

29,500" (14,358)

Lord Justice of Appéal
Lord Justice Clerk (Scotland)
Lord: Justice of Appeal (Northern Ireland)
Vice-Chancellor

High Court Judge .

Judge of the Court ofSession
(Scotland)

Puisne Judge (Northern Ireland)
President, Lands Tribunal (England
‘and Wales).

Presidént, Transport Tribunal
Chief National Insurance Commissioner
President, Industrial Tribunals
(England, and Wales)

President, Industrial Tribunals
(Scotland) -

Sheriff Principal (Scotland)
Chairman, Scottish Lands-Court
President, Lands Tribunal (Scotland)
Official Referee (London)
Vice-Chancellor of the County Palatine
of Lancaster

Recorder of Liverpool ~ 18,250 (11,305)
Recorder of Manchester
Senior Circuit Judge, Newington Causeway
Recorder of Belfast (Northern Ireland)
Circuit Judge

_
Chief Metropolitan Magistrate
Members, Lands Tribunal (England and
Wales and: Scotland) L

National Insurance Commissioner
Judge Advocate General
Sheriff A (Scotland) .

County Court Judge (Northern Ireland)
Master-of the Court of Protection 1.
Senior and Chief Masters and Registrars

‘

Regional Chairmen, Industrial Tribunals
England and Wales.and Scotland) 16.750:

‘Chairman, Foreign Compensation
>

.

Commission
Registrar of the Court of Criminal Appeals
Sheriff B (Scotland)
Masters and Registrars
Metropolitan Magistrate
Chairmen, Industrial Tribunals (England

and Wales and Scotland) r 15,250 (10,132)
Vice-Judge Advocate General

~

Provincial Stipendiary Magistrate
Resident Magistrate (Northern Ireland) J

28,000 (14,054)

27,000 (13,850)

26,000 (13,601)

20,000 (11,880)

19,500 (11,716)

19,000 (11,552)

4
4

ea
e

ae
s

O
O

17,500 _ (11,023)

(10,741)
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d. Chairmen and members ofnationalised
industry Boards?

Chairman
£

British National Oil Corporation 50,000
(18,939)

National Enterprise Board 45,000British Steel Corporation (17,882)Post Office ,

British Rail 1
British Gas Corporation
British Shipbuilders 40,000
National Coal Board (16,824)
British Airways Board
British Aerospace
Electricity Council
Central Electricity Generating Board
United, Kingdom Atomic Eniergy } (i370")
Authority

,

Scottish Development Agency
National Bus Company
National Fréight Corporation 28,000
Civil Aviation Authority (14,286)
British Airports Authority
Cable and Wireless Limited
Commonwealth Development
Corporation

North of Scotland Hydro-Electric
Board

South of Scotland Electricity Board 25,000
Welsh Development Agency (13,509)
British Transport Docks Board
Scottish Transport Group
National Water Council

Regional Water Authorities 20,000-25,000
(12,020-13,509)

Area Electricity Boards 20,000-24,000
(12,020-13,221)

British Waterways Board 16,000
(10,546)

Notes:

Deputy Chairman
or equivalent®

£

33,500-41,500
(15,811-17,589)

31,500-38,500
(15,366-16,922)

26,500-32,500
(14,198-15,588)

25,000-30,500
(13,752-15,144)

20,500-25,000
(12,374-13,752)

18,000-22,000
(11,480-12,861)

14;500-17,500
(9,992-11, 284)
11,500-14,000
(8,412— 9,749)

Board member*
£

27,000-35,000
(14,408-16,231)

26,000-31,500
(14,108-15,445)

21,000-26,000
(12,590-14,108)

20;500-25,000
12,417-13,809)

16,500-20,000
(10,919-12,244)

14,000-17,500
(9,772-11,318)

7,500~-11,000
(5,755— 8,124)

‘Assuming tax rates, bands and allowances.for a married man without dependent children (andwith no other allowances) as in the 1978 Finance Bill as amended up to 9 June 1978. Allowance
is made for the effect on taxable income of employees’ superannuation contributions but the
contributions themselves are not deducted. .

*Net-of-tax salaries are shown below the recommended salaries.
*Vice-Chairman, Managing Director or Chief Executive.
‘Salaries for full-time appointments. Part-time Board members shouid be paid on apro-rata basis
according to the time devoted to the appointment. Those whose normal attendance is one day a
fortnight should be paid one-eighth of the mid-point of the appropriate. salary range’of a full-time
Board member subject to a minimum of £2,000.
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The. future
92.- In some cases the'salaries that we recommend involve very substan-

tial increases over those at present in -payment. There are two simple and
interrelated reasons for this: many of the appointments currently receive
Salariés that reflect part only of those that were recommended by us—and.
accepted by the Governmerit—as appropriate at 1 January 1975; and the
great majority of nationalised industry Board members currently receive
salaries that were based on-the 1969 recommendations of the NationalBoard
for Prices and Incomes, increased only on an intérim basis in 1972' and

subsequently supplemented by the modest amounts permitted under pay
policies sincé thatdate. In these circumstances, it is hardly surprising that the
individual increases now appropriate are large: measured against the levels
that we recommended for January 1975 they are much less so. They will
appear large when set against the background of three years of restraint
measures. But thé period covered by our recommendations. is longer than
three years, and it includes the first half of 1975 which, as our salaries survey
has confirmed, was the end of a period of exceptionalincreases for earnings at.
all levelsin other sectors. The average totalincrease recommendedis.31 per
cent, representing an annual rate ofincrease of 8-6 per cent; implementation
in full of our recommendations will add £8 million towhatwe estimatewould
nowbe the total annual cost of salaries for theappointments within our terms
of reference had our 1974 recommendations been implemented in full.

93. We recognise that the Goveriment will have to consider our recom-
mendations against the background of the continuing need for restraint and
that staging may therefore be necessary. But we wish to make three points

uriequivocally. First and foremost, there‘must be no discrimination’ on this
occasion against.any one of the four groups coveredby our recommendations.
Second, we regard it as vital that the Government should. give a clear com-
mitmént in principle to the salaries that we recommend, and should provide
for their immediate introductionin full for pension purposes: this would be .

consistent with the decisions on those of our Report No. 6 récommendations
that were accepted but not fully implemented; on our Report No. 7 recom-
mendation for the salary of Members of Parliament; and, most recently, on
the recommendations put forward for 1 April 1978 by the Review Body on
Armed Forces Pay and by the Review Body 6n Doctors’ and Dentists’
Remuneration. Third, our view is that there should not be more than three
stages, with the achievement of the full recommended levels not later than 1

April 1980; it will be necessary also to ensure that thecurrent recommenda-
tions are brought up to date by the normal review process in the intervening
petiod. The Government has given a commitment to this effectin respect of
the 1 April 1978 recommendations from both the Review Body on Doctors’
and Dentists’ Remuneration and the Review Bodyon Armed Forces Pay: the
samé principle should apply to the public servicé groups within our terms of
réferencé. Unless theGovernment isprepared to give such a commitment we
have to record our unanimous view that-it will be difficult for any system of
independent review to continue to operate effectively in the ‘top salaries’
field, In this context, wé observe that, for more than thirty years, no real

I
"Review Body on Top Salaries, Report No. 2: Interim Report on Top Salaries—Cmnd. 5001,

une 1972.
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alternative has been found. Independent jiidgment from some form: of inde-
pendent body, informed both by evidence and by relevant experience among
its members, appears to be the best safeguard both of proper rewards for thefour groups. within our terms of teference and of the public interest.

BOYLE OF HANDSWORTH
HAROLD ATCHERLEY
GEORGE COLDSTREAM
HIRSHFIELD
PLOWDEN
SEEAR

OFFICE OFMANPOWER ECONOMICS
9 June 1978
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- APPENDIX A
SALARIES RECOMMENDEDIN REPORT NO:.6

The following salaries were recommended with éffect from 1 January 1975.Salaries currentlyin
payment and the numbers iin post at 1 January 1978 ate also shown.

*

Report No.6 Numbers in post
recommended Salaries currently at I Januarysalaries in payment! 1978?

. £
(a) Senior grades of the-higher civil service
Head of the Home Civil Service

.

Permanent Secretary to.the Treasury 23,000 (20,383) . 3
Secretary to the Cabinet J . .
Permanent Secretary 21,000 (18,883) : 26°

Second Permanent Secretary 19,000 (17,383) 16

Deputy Secretary 15,000 (14,208) ASL
Under Secretary 12,000 _ (42,208) 545

(b) Senior officers ofthe armed forces

Admiral of the Fleet .

Field Marshal 23,000 (19,883) 1
Marshal of the Royal Air Force :

Admiral
‘ ‘

General 21,000 - (18,133) 22
Air Chief Marshal :

Vice-Admiral
Lieutenant General. 15,000 (14,208) 37-
Air Marshal
Rear Admiral } .

Major General 12,000 (12,208) 176
Air Vice-Marshal

(c) Judiciary

England and Wales 7 '

Higher Judiciary
,

Lord Chief Justice 27,000 . (23,258)
Master of the Rolls. . 24,500 (21,383) 1

Lord of Appeal in-Ordiriary 24,50Q (21,383)

Lord Justi¢e of Appeal. “39500 - (49.633)
President of the Family Division .° 22,500 (20,383) . 1

High Court.Judge 21,000 - (78,883). 74

Lower Judiciary .

Piesident, Lands Tribunal. _ "46,000. ~~ (14,708). 1
Chief National Insurance Commissioner:

15,500 ' (14,458) 1

Recorder of"London? 15,500
, d5,508) 1

Common Serjeant? 14,000 (14,083) 1

Member of the ‘Lands Tribunal 14,000 (13,708) 3

National Insurance Commissioner 14,000 (13,708) 9

President of the Industrial Tribunals 14,000 (13,708) 1

Judge Advocate General 14,000 (13,708) 1

Circuit Judge 13,000 (13,208) 289

Master of the Court of Protection 13,000 (13,208)
Chief Metropolitan Magistrate “13,000 (13,208) - 1°
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Report No.6 Numbers in post
recommended Salaries currently at I January

salariés in:payment’
1978?

Senior and Chief‘Masters and Registrars 12,500 (12,708) 5

Regional Chairmen of Industrial Tribunals 12,500 (12,708) 4
Chairman of the Foréign
Compensation Commission 12,500 (12,708) 1

Registrar of the Court of Criminal Appeals 12,500 (12,708) 1

Chairmen of Industrial Tribunals 11,750 (11,958) 100
Metropolitan Magistrate 11,750 (11,958) | 38
Masters and Registrars ofthe 11,000 (11,208) 31
Supreme Court .

Scotland

Higher Judiciary
Lord Président of the Court ofSession 24,500 (20,633) 1

Loid Justice Clerk 22,500 (19,508) 1

Judge of the Couit of Session 19,000 (16,883) 18

Lower Judiciary
Sheriff Principal of Lanarkshire 16,000 (14,708) } 6Sheriff Principal of the Lothians 14,000 (13,708)
Chairman of the Scottish Land Court 14,000 (13,708) 1
Sheriff A 13,000 (13,208) i5
‘Northern Ireland

Higher Judiciary
Lord Chief Justice 23,500 (19,758) 1

Lord. Justice of Appeal 19,000 (16,758)
Puisne Judge 19;000 (16;758) 4

Lower Judiciary
Recordér of Belfast 14,000 (13,708): t
County Court Judge 13,000 - (13,208) 8

It was also recommended that the current holders of the-appointments as Senior Citcuit Judge at
Newington Causeway, thé Recorder ofLiverpool and the Recorder of Manchester should have
salary leads on a personal basis of £750 over the Circuit Judge,

(4) Chairmen and meinbers of nationalised industry Boards
Note:
Current salaries are not-shown for the nationalised industry Boards. The:salaries reconimendedin Report No. 6 have not been implemented, even in part, and the salaries‘remain as paid under
the Groups A-C:structure, shownin ReportNo. 6, Apperidix A,with the addition of 2

supple-ment of £208 under the 1976-77 pay restraint measures and. increases ranging between percent and 10 per cent paid with effect from i January 1978. : ,

Report No:6 Numbers-in post at
recommended _ I January 1978

salaries (full-time) (part-time)£
British ‘Steel Corporation
Post Office
Chairman . 40;000 2 —
Deputy Chairman* 28,000—33,000 2 _
Board member 21,500-27,500 Ss. 18
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Report No.6 Numbers in post at
recommended .

1 January 1978
salaries * (full-time) (part-time)

£
BritishAirways Board
British Gas Corporation
British Rail
Electricity Council
National Coal Board
Chairman -

,

35,000 4 1

Deputy Chairman* 24,000-29,000 5 1
Board member 18,000-22,000 25 27

Cential Electricity Generating Board. .

Chairman
*

33,000 1

Deputy Chairman* 23,000-27,500 1 —
Board member 18,000-—22,000 3 4

National Bus Company
National Freight Corporation
Chairman 24,000 _ 2
Deputy Chairman* 17,000-20,500 _
Board member 12,500-16,500 3 13

United Kingdom Atomic Energy
Authority

Cable and Wireless Limited
Civil Aviation Authority
Commonwealth Development
Corporation

North of Scotland Hydro-Electric
Board .

South of Scotland Electricity Board .

Chairman 22,500 2 4.
Deputy Chairman* 15,500-19,000 3 1
Board member 11,500-15,000 7 41

British Airports Authority
7

British Transport Docks Board
Scottish Transport Group
Chairman

—

. 18,000 1 2
Deputy Chairman‘

,
12,500-15,000 —_ 2

Board member 9,500-12,000 3 17

Area Electticity Boards
Chairman 18,000-:22,000 12 _
Deputy Chaitman* 12,500-15,000 12

BritishWaterways Board
Chairman 12,000 1
Deputy Chairman* 8,000-10,000 _— 1
Board member §,000— 7,500 7

It was “also recommended that part-time Board members should be paid on a pro-rata basis
according to the-time devoted to the appointment. Those whose normal attendance was one day a
fortnight should be paid one-eighth:o the mid-point of the appropriate salary range of a‘full-time
Board member subject to a minimumof £1,500.

.
.

Notes:
‘Including a supplement of £208 under the 1976-77 pay restraintmeasures.
21 October 1977 forthe senior grades of the higher-civil service.
>The Recorder of London and the Cominion Serjéant are not covered in the current report (see”

paragraph 59).
.

Or equivalent, including Vice-Chairman, Managing Director or Chief Executive.

OFFICE OFMANPOWER ECONOMICS
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APPENDIX.B
1975 RECOMMENDED SALARIES IN THE ‘NEW’ NATIONALISED INDUSTRIES

The Review Body recommended the following salaries for full-time appointments in the national=
ised industries which were set up early in 1975. The salaries are consistent with those recom-
mended in Report No. 6 forthe nationalised industries generally, in 1 January 1975 terms.

Numbers in post atJ January 1978
£ (full-time) (part-time):

British National Oil Corporation
Chairman 40;000-50,000 1
Deputy Chairman) 27,500<37,500 = 1
Board member 25,000-35,000 1° 9

National Enterprise Board
Chairman 45,000 1
Deputy Chairman} 30,000-35,000 1 =
Board member - ' 22,500=28,500 _— 9

British. Aerospace
British Shipbuilders .

Chairman 35,000 2
Deputy Chairman‘ 24,000—-29,000 3 —
Board member 18,000-22,000 8 9

Scottish Development Agency
Chairman 25,000 =_ 1
Deputy Chairman’ 17,500-21,000 1 =
Board member 13,000—17,000 _ 9

Welsh Development Agéncy
Chairman ’ 22,500 —_— 1

Chief Executive 15,500-19,000 1
Deputy Chairman 13,500-17,000 —_— 1
Board member 11,500+15,000 8

Note: :‘Or equivalent, including Vice-Chairman, Managing Diréctor or Chief Executive.
Part-time appointments should be paid on a pro-rata basis according to the amount of time
devoted to the appointment.

OFFICE.OFMANPOWER ECONOMICS
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APPENDIX C

ASSESSMENTOF THEVALUE OF SUPERANNUATION BENEFITS:
A MEMORANDUM BY THE GOVERNMENT ACTUARY

1. At the request of the Office of Manpower Economics on behalf of the
Review Body I havemade a new assessment of the value of superannuation in
various employments, for the use of the Review Bodyin the current review of
top salaries in the public sector. An earlier assessment: was made by my
Departmentin January 1972 and brought up to datein September 1973; this
assessment provided the basis for Appendix C to the Review Body’s Report
No: 6 in 1974. Consideration has been given, as in that assessment, to the
Higher Civil Service, the Armed Forces, the Judiciary, the Nationalised
Industries and the Private Sector.:

2. The assessment takes the form of expressingthe valué of superannua-
tion benefits attaching to various public and privatesector employments as a
level percentage addition to salary throughout service. The value. of the be-
nefits to an individual expressedin this way depénds not only on the level of
benefit entitlementbut also on the progression of salary throughout service. I
have been asked to make the comparison ‘between thése individual assess-
ments.for public and private sector posts in two forms. First, the value of the
actual benefit rights of a senior civil servant isccompared with the value of the
benefits he would receive were he subject to the benefits ofa typicalnational-
ised industry or private sector scheme and with the values of the entitlements

of equivalent ranksin the Arméd Forces and the Judiciary; thus this compari-
son takes account only of differencesin the scales of benefit. Secondly, the
valué of the benefit entitlement of holdeis of top posts in the nationalised.
indiistries and in thé private sector is shown, according to- the size of the
organisation; these values take into account both the scales of bénefit and the
effect ofdifferencesin salary progréssion. Thereis no direct job--to-job-com-
parison between specified public-sector and private sector posts, as is made by
the Pay Reséarch Unit in relation to Civil Servicé salaries ingeneral, since
such comparisons. would not be relevant to the Review Body's purpose.

THE DATA

3. Information has been provided by the Office ofManpower Economics
about the superannuation benefits of some 3,000 anonymous individuals
holding office as Chairman, Deputy Chairman, Other Board Member and
Senior Executive in some 200 unnamed companies in the private sector and
in over 40 unnamed nationalised industries. The private sector bodies have
beén divided into six size groups as have the nationalised industries (which
however were allin the largest three size groups). Aggregate data on salaries -

have been given for each of the four posts and each size group. The average
salariés, in 1977, varied from just over £9,000 p.a. for Senior Executives in
the smallest size group to nearly £75,000 p.a. forChairmen in the largest size
group.

4. Adequate information on the superannuation benefits and remunera- -

tion of the higher Civil Service, the Armed Forces and the Judiciary was
already available to me.
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5. These data, for the private sector and the nationalised industries, are
considerably more extensive than those available at the time of the previous
assessment and they are reflected in the greater detail that it has been possible
to give in the assessments in AnnexJ to this report.

THE APPROACH TO THE TASK
6. Three particular problems arise in an exercise of this nature when the

careers being compared may be very different in character. The first concerns
the length of career to be taken into account, the second concerns the salary
progression over the career, and the third concerns the age at retirement.
These are considered in turn below.

Length of career
7. For a senior civil servant, a 40-year career has been assumed. For the

Armed Forces retirement at age 55 after a career of about 35 years was
assumed and for the Judiciary a career of 15 to 20 years starting at age 50 ora
little earlier.

8. In the public service it is usual for most benefits to vary directly with
length of service. By contrast, in the private sector there is often provision for
benefits to be enhanced.on a discretionary basis for those with less than 40
years’ service, so that those with 20 or more years’ service may be given
benefits little, if any, smaller than those awarded for a 40-year career. It may
be argued that an individual who has changed his employment several times
and derived no benefit from, say,. his first 20 years’ service other than a refund
of his pension fund contributions but who nevertheless receives substantially
enhanced benefits in respect of his final employment is no better off on this
account than a career civil servant. On the other hand, if the civil servant took
up his career after a period of employment in the private sector his public
service would not be enhanced except in very exceptional circumstances; on
this argument, enhanced benefits where given in the private sector should be
taken into account. For the same final benefits in each of two cases the value,
expressed as a percentage of salary, over a 20-year career approaches double
that over a 40-year career.

9. The data provided for the private sector show that under 250, or 10
per cent, of the individuals covered were late entrants with under 20 years of
service possible by normal retiring age. Of these, somewhat under half were
described as benefiting from some degree of enhancement of pension rights.
In addition, it is reasonable to assume that a proportion of those with over 20
(but under 40) years of service possible by normal retiring age will also
benefit from such arrangements. The data also show that in the nationalised
industriés the extent to which the individual benefits from discretionary
enhancements is significant, although less so than in the private sector. It is,
however, difficult to quantify the value of these enhancements with any preci-
sion. I have therefore assessed the value of superannuation benefits in the
private sector and the nationalised industries on the assumption that in all
cases they accrue over a 40-year period. Thus my assessments for the

- nationalised industries and the private sector may be slightly understated and
the Review Body will want to take account of this point in formulating their
recommendations.
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Salary progression
10. Since virtually all of the pension schemes being considered are of the

final salary type, the value of superannuation to ‘a meimber is greatly affected
by the progress of his salary over his career. For the higher Civil Service three
careersalary patterns have been constructed to represent those fetiring in the
grades of Permanent Secretary, Deputy Secretary and Under Secretary. For
the Armed Forces and the Judiciary similar career pattérns have -been con-
structed for retirements in comparable posts.Wheré the recommendations of
the Review Body’s last report have not been fully implemented, alternative
patterns have been constructed on the basis of the recommended salaries.

11. For the nationalised industries and the private sector, the approach
has been to. construct for the averagé Chairman, Depiity Chairman, Other
Board Member and Senior Executive an average salary progression for each
size group referred to in paragraph 3 above. The information provided on
salaries, also reférred to in that paragraph, has been taken into account in
constructing appropriate career progressions; for examiple, in a post where
the average salaryin 1977 was much higher than that of a senior civil servant,
a very much steeper progression of salary Over the 40-year career has been
assumed than for the civil servant.

Age at retirement

12. Among the items of data provided for the private sector and national-
ised industries was the normal retiring age in each case, i.e. the age at which
retirement can take place with full benefits. These ages correspond to a
retirement age of 60 for the Civil Service. It has been assumed however that
in thé private sector and nationalised industries, as in the case of the Civil
Service, the actual average retirement age is a year or two above the
minimum. The retirement ages assumed for the Armed Forcés and the Judici-
ary are referred to in paragraph 7 above.

THE BASIS OF THE CALCULATIONS

The economic assumptions

13. - One of thé most importantélements entering into the calculation of
the value of superannuation benefitsis the assumed relationshipin the long
term between interest rates and salary andprice inflation; the-absolute valués
of these rates are, for this purpose, far less important than their relative
values. It has been assumed in the calculations that the rate of return. on
investments is 1% per cent per annum in excess of inflationary increases in
salaries (separate allowance-is made for normal salary progression on promo-
tion, etc.) and 3 percent per annum in:excess.of increases.in the cost of living.
These rates-are below the rates assumed in .the calculations made for the
Review Body’s previous report which were 2 per cent and 4 per cent respec-
tively. A gross rate of interest of 9 per cent per annum has been used in the
calculations; this implies a long-term average rate of

i
increase in the cost of

living of 6 per cent per annum.
14. Closely]linked to the question of inflation, and itsassumed level

i
in the

future, is the.question of pensions increases in the private sector. In the public
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sector it has been assumed that pensions increases will continue to follow
increases in the cost of living, but in the private sector there is generally no
firm provision for this level ofincréases, except a guarantee of protection up
to a very modest level, such as 3 per cent or 5 per cent 4 year. The data

provided by’ the Office of Manpower Economics included the actual levels-of
pensions ‘increases in the years 1974-76 and they showed that very many
firms gave substantialincreases over that period to their retired board mem-
bers and: senior executives. It is not possible to determine the exact propor-tionof cost of living increases which is covered by pensions increases sinte the
exact period to which each increase relates is.not given in the data. However,
a summary of the data on an approximate basis is given in Annex II.

15. The period 1974-76 was of course one of very high inflation and it
may be expectedthat firms will be able to afford larger pensions increases (as
a proportion ofincreases in the cost of living) in times of lower inflation.
Indeed it seems. most likely that when the rate of inflationis very low the
pension will be fully protected against inflation. Another consideration isthat
from April 1978 the new State pension scheme willprovide inflatiori-proofing
for some part ofthe pensions paid by contracted-out schemes—but thé effect
of this for boatd members and senior executives, who earn much. above the
upper earnings level of the new scheme, will be fairly small. Bearing these
considerations in mind it has been thought appropriate to assume for any
particular schemea level of pensions increases (expressed as a percentage of
increases in the cost of living) one-third of the way between the proportion
when inflation was very high (the proportion given by the data) and the
proportion when inflationis very low (i.e. 100per cent). For example, where
a scheme-covered 40 percent ofcost of livingincreases in 1974-76 it has been
assumed thatin future itwill cover 40 + ¥(100-40), or 60 per cent, of cost of
living increases; thus in terms of the average long-term rate of increases in the
cost of living of 6 pér cent per annum assumed, pensions increases in that
scheme would average 3-6 per cent per annum,

THE RESULTS

16. In assessing the worth of each individual’s superannuation benefit,
the levels of benefit in each scheme considered were found from the data
provided by the Office ofManpowér Economics, supplemented where neces-
sary by mofe general information also available to me. This covers the bé-
nefits payable on retirement on grounds.of ill-health or age, including pension
and lump sum benefits, and also lump sums.and widows’ pensions payable on
deathin service or after retirement. Regard has béén had to thé pensionable
pay formula for superannuation bénefits.and, as mentioned earlier, appropri-
ate career structures. Account has been takenin the public sector of entitle-
ment to increases similar to those under the Pensions (Increase) Acts andinthe private sector of assumed levels of future pensions increases based on the
company’s past practice as described in the previous paragraph.

17. The contribution rates assessed as a percentage of salary over a full
career (40 years except in the case of thé Armed Forces and the Judiciary)
sufficient to provide the benefits have not been reduced by the amount of any
contribution payable by the member, and the results will need: appropriate
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adjustment for this feature: Similarly no account has been: taken of the tax
relief that may be given on.members’

contributions,
nor-ofwhether ornot the

benefits are taxable.

18. The value of superannuation rights for the public servicé schemes,
other ‘public sector schemes and private sector schemés on the basis of the
career patterns and economic assumptions described in earlier paragraphsand a basis of mortality and. premature retirement common to all schemesis
given in Annex I. The comparisons in Table A between the Civil Service,
Armed Forces, the Judiciary, the nationalised industries and the private sec-
tor, are shown separately for three broadly comparable careers and final
salaries. The figures in the table for the nationalised industries and.the private
sector represent the value of the benefits to.a senior civil servant had he been
subject to the benefits of a typical nationalised industry or private sector
scheme instead of the Civil Service scheme. Thus the figures compare only the
value of the superannuation benefit structure of the different types of emp-
loyment. Where the Review Body’s earlier recommendations have not been

fully implemented, figuies on the basis of the recommended salaries are also
given.

19. Table B covers only top posts in the nationalised industries and the
private sector. These percentages of salary allow for the combined effect of
the superannuation benefit structure and the average salary pattern appropri-
ate to the particular post and the size group of the nationalised industry or
private sector company. The figurés for the four top posts shownin*Table B
are directly comparable to those for the three careers in each of the Civil
Service, the Armed Forces and the Judiciaryin TableA,in that they are each
based on appropriate salary careers.

20. The
figures

iin Table A of Annex I differ considerably from the com-
parable figuresin Annex III to Appendix C of Cmnd. 5846. There are three.
main reasons for these differences:

(i) The previous figures were given net after deduction of any contribu-
tion by the member, whereas the present figures arethe total value of
superannuation benefits, with no deduction formember contribu-
tions. This has no effect on the values given for the Armed Forces
scheme whichis non-contributory, but does have an effect for the
Civil Service (where men pay contributions of 14% per cent for family
benefits), the Judiciary (where a similar contribution of up to 4 per
cent is paid), the nationalised industries and the private sector (where
most schemes are contributory with average contributionsin 1973 of
6-8 per cent and 3 per cent respectively—see Table on page. 176 of
Cmnd. 5846).

(ii) Increases in salaries-since 1972 have been much greater, proportion-
ately, in the posts in which senior men begin their caréers than in the
posts they hold at retirement; this “flattening” of career salary prog-
ressions much reduces the value of.a final-salary pension. The effect
of this factor is greatest for the most senior ‘posts, except for the
Judiciary whose pension arrangements cover only their careers after
appointment as judges and do-not include long periods in more junior
posts.
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(iii) The economic assumptions that have been made on this Occasion. are
of higher rates of inflation and of lowér real rates of interest (net of

salary- and price-inflation) than those used on theprevious.occasion.
This incteases the value of a’ final-salary pension fully protected
against inflation aftér awatd; it alsoincreases the differencein value
between a pension whichis increased after awardin line with the cost
of living and one with smallerincreases.

21. These factors have very different -effects on the values at different
grades and in different schemes. To: take as an example the values for the
Civil Service, the previous figute of 30 per.cent for a Permanent Secretary,
adjustéd on account of employee coritributions (see paragraph 20 (i)) to 31%
per cent, is now reduced to 24% per cent (Or 25% per cént): because the
flattening of career salary progression is the factor with by far the largest
effect, but for an Under Secretarythe previousfigure of 20 per cent, adjusted
to21, per-cént, remains Virtually unchariged at 21% per cent because of the
equal and opposite effect of the other two factors, (ii) and (iii), for this gradé
and scheme.

E. A. JOHNSTON
GOVERNMENT ACTUARY

Government Actuary’s Department
London SW1
24 April 1978
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ANNEX I
* VALUE OF SUPERANNUATION.BENEFITS AS A PERCENTAGE OF SALARY THROUGHOUT CAREER

4

Table A~-Values. for
top Civil

Servants, senior:officers
of the Armed Forces, the Judiciary.

(per cént Of salary)

Career
leading

to-retirement in grade stated in table:

Civil Service
Career with similar final
salary to civil servant with
typical Nationalised
Industry scheme benefits|

Career with similar final |

salaryto civil servant with:
typical Private Sector
company scheme benefits

Armed Forces

Judiciary

(Permanent
Secretary)
24s (25%)

23 (24)

19% (20%)

(General)
39% (41)

(High Court
Judge)

"36 (36)

(Deputy
Secretary)
224 (2244)

21 (21%)

18 (18%)

(Lieutenant
General)
37% (38)

(Circuit
Judge)

36 (36)

(Under
Secrétary)

21%

20°

17

(Major
General)
36%

|

(Metropolitan
“Magistrate)

31

Figuresin brackets are values calculated as if the salary levels recommended by the Review Body
in 1974 had been implemented by 1977.

Table B—vValues for senior posts in Nationalised Industries and in the Private Sector

(Taking into account the salaries in 1977 of the various posis)
(pér cent ofsalary)

| Career leading to retirement as:Category of
Employer Deputy Other Senior

(by net assets in £ million) Chairman |. Chairman Boatd Executive
Member

1. Nationalised Industries:
over 1250 24 23% 21% 21%
over 250 but under 1250 23% 2244 22% 21
over 50 but under 250 21 “20% 20% 20%

2. Private Sector Companies
over 1250 39% 37% 324% 27%,
over 250 but under 1250 30% 29% 2642 21
over 50 but under 250 25 24 20% 18
over 10 but under 50 20% 19% “17% 14%
under 10 18% 18% 17 13%
Financial Companies 29V2 26% 26 21%

Notes to Tables A and B:
1. These percentages apply togross salaries,i.e. before deduction of superannuation contributions.

- 2. The. assumptions made as to career length and age at retirement are describedin the text.
3. The value of superannuation benefits shows the total contribution néeded and includés any
contribution payable by the employee.
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ANNEX IE

‘Pensions Increases in the Private Sector

Average pension
Category of

Employer
Number of Number of increases expressed(by net assets in million) companies | companies giving | as proportion of
covered by information-on . increasé in the

data °

increases cost of living from
in 1974-76 July 1973-iine 1976

per cent1. Board Members
over 1250 3 5 74
over 250 but under 1250 32 28 49
over 50 but under 250 59 46 . 43
over 10 but under 50 52 40 32
under 10 33 21 22
Financial companies 16 12 60

2. Senior Executives .

over 1250
, 4 4 70

over 250 but under 1250 31 28 50
over 50 but under 250 55 44 45
over 10. but undér 50 48 41 29
under 10 32 22 22
Financial companies 22 20 33
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APPENDIX D
LIST OF INDIVIDUALS AND ORGANISATIONS WHO GAVE

EVIDENCE OR ADVISED US OR ASSISTED IN OUR INQUIRIES.
Individuals who gave evidence dradvised us

Hon. Mr. Justice Ackner, High Court Judge
Sir Douglas Allen GCB (now Lord Croham); then Permanent Secretary, Civil

Service Department and Head of the Home Civil Service
Mr. P. L. Avery, Chairman of the Staff Side of the Civil Service National
Whitley Council

Rt. Hon. Sir George Baker OBE, President of the Family Division of the
High Court of Justice

Sir Peter Baldwin KCB, Permanent Secretary, Department of Transport
Mr. R. E. Ball CB, MBE, ChiefMaster of thé

Supreme
Court, Chancery

Division
Sir Ian Bancroft KCB; then Permanent Secretary, Department of the Envi-
ronment, now Permanent Secretary, Civil Service Department and Head of
the Home Civil Service

Sir William Barlow, Chairman, Post Office
Sir Kenneth Barraclough CBE, TD, JP; former Chief Metropolitan Magis-
trate

Mr. R. L. Bayne-Powell, Senior Registrarin thé Family Division of the High
Court of Justice

Mr. B. J. Bennett, Deputy Director, Scottish Courts Administration
Mr. R. D. Berridge, Chairman, South of Scotland Electricity Board
Rt. Hon, Lord Beswick JP, Chairman, British Aerospace
Mr. J. R. Bickford-Smith TD, Master of the Supreme Court, Queen’s Bench
Division

Mr. P. B. Black JP, Chairman, Thames Water Authority
Mr. J. W. Bourne CB, Pernianent Secretary, Lord Chancellor's Department
Mz. D. E. Brandrick, Secretary, National Coal Board
His Honour Judge James A. Brown, County Court Judge
Sir Humphrey Browne CBE, Chairman, British Transport Docks Board
Mr. J. R. Buckenham, Secretary, National Water Council
Mr. F. G. Burrett CB, Deputy Secretary, Civil Service Department
Marshal of the Royal Air Force Sir Neil Cameron GCB, CBE, DSO, DFC,
Chief of the Defence Staff

Sir Peter Carey KCB, Permanent Secretary, Department of Industry
Mr. R. Chamberlain TD, Master of the Supreme Court, Chancery Division
Mr. M. B. Cholmondeley Clarke, Master of the Supreme Court, Chancery
Division

Mr. R. Cook FCA, Chairman, South Wales Electricity Board
Mr. A. Cooke, Secretary, Cable and Wireless Limited

‘

Sir FrankCooper KCB, CMG, Permanent Under Secretary of State,Ministry
of Defence
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Sir David Davies, Chairman, Welsh Development Agency
Mr. F. H. Dean CB, Judge Advocate General
Rt. Hon. Lord Denning, Master of the Rolls
Mr. G. C. Dick, Under Secretary, Department of Trade
Mr. D. G. Dodds CBE, Chairman, Merseyside and North Wales Electricity
Board and Chairman, Association of Members of State Industry Boards

Hon. Mr. Justice Donaldson, High Court Judge
Mr. J. Driscoll, Director, Nationalised Industries Chairmen’s Group
Mr. Michael Edwardes, Chairman, British Leyland Limited
Mr. W. A. Elliott MC, QC, President, Lands Tribunal for Scotland
Mr. N. D. Ellis, General Secretary, Association of First Division Civil, Ser-
vants

Rt. Hon. Lord Elwyn-Jones CH, Lord Chancellor
Miss J. M. Emery, Secretary of the Post Office
Rt. Hon. Lord Emslie, Lord Justice General of Scotland and Lord President
of the Court of Session

Mr. G. England, Chairman, Central Electricity Generating Board
Mr. Michael English, MP for Nottingham (West) and Chairman, General
Sub-Committee of the House of Commons Expenditure Committee

Sir Hywel Evans KCB, Permanent Secretary, Welsh Office
Sir Derek Ezra MBE, Chairman, National Coal Board
Mr. N. G. Foulkes, Chairman, Civil Aviation Authority
Sir Douglas Frank QC, President of the Lands Tribunal
Mr. B. Friend, Board Member for Finance, British Aerospace
“Rt. Hon. Lord Justice Gibson, Lord Justice of Appeal, Northern Ireland
Mr. B. A. Gillman, General Secretary, Society of Civil and Public Servants
Rt. Hon. Lord Glenamara CH, Chairman, Cable and Wireless Limited
Dr. P. W. Glover, Director General of Staff, National Coal Board
Mr. T. R. H. Godden CB, Secretary, Scottish Economic Planning Depart-
ment

Mr. G. J. Graham-Green CB, TD, ChiefTaxing Master of the Supreme Court
Sir William Gray JP, Chairman, Scottish Development Agency
Admiral Sir Anthony Griffin GCB, Chairman, British Shipbuilders
Sir Eric Griffith-Jones KBE, CMG, QC, Chairman, Commonwealth
Development Corporation

Sit Douglas Haddow KCB, Chairman, North of
Scotland Hydro-Electric

Board
Mr. P. J. Harrop, Deputy Secretary, Department of the Environment
Mr. P. B. Henderson, Secretary, Association of Members of State Industry
Boards

Sir James Henry CMG, MC, TD, QC, Chairman, Foreign Compensation
Commission

Sir John Hill, Chairman, United Kingdom Atomic Energy Authority
Mr. M. D. Hobkirk, Under Secretary, Lord Chancellor's Department
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Hon, Mr. Justice Hollings, High Court Judge
Mr. F. T. Horne, Master of the Supreme Court Taxing Office
Sheriff A. C. Horsfall, President of the Sheriffs’ Association
Mr. D. F. Hubback CB, Special Adviser to the

Expenditure
Committee of the

House of Commions
Mr. R. D. Ireland QC, Director, Scottish Courts Administration
Mr. I. H. Jacob QC, Senior Master of the Supreme Court; Queen’s Bench
Division :

Mr. Walter Johnson,MP for Derby South .

His Honour Judge William Johnson, County Court Judge, Northern Ireland
Sheriff Principal C. H. Johnston, Sheriff Principal of South Strathclyde,

Dum-
fries and Galloway

Mr. E. A. Johnston CB, Government Actuary
Mr. P. D. Jones, Secretary, Staff Side of the Civil Service National Whitley
Council

' Lord Kearton OBE, Chairman, British National Oil Corporation .

Sir Kenneth Keith, Chairman, Roils Royce Limited
Mr, W. L.. Kendall, Secretary General of the Staff Side of the Civil Service
NationalWhitley Council

Rt. Hon. Ronald King Murray QC, MP, Lord Advocate
Mr. R. S. Lankester, Clerk of the

Expenditure Committee, House of Com-
mons

Hon. Mr. Justice Latey, High Court Judge
Rt. Hon. Lord Justice Lawton, a Lord Justice of Appeal -
His Honour Judgé Leslie, a Circuit Judge
Rt. Hon. Sir Robert Lowry, Lord. Chief Justice of Northern Ireland:
Mr. W. McCall, General: Secretary, Institution of Professional Civil Servants
Mr. P. A. McCunn, Deputy Chairman, Cable and Wireless Limited
Mr. Ian MacDonald MC, QC, President; Industrial Tribunals for Scotland. .

Mr. E, J. T. Matthews TD, Master of.the Supreme Court Taxing Office
Mr. J. F. Milward, Chairman of the Society of

Stipendiary Magistrates of
England and Wales

Sit Nicholas Morrison KCB, Permanent Under Secretary of State, Scottish
Office

Sir Leslie Murphy, Chairman, National Enterprise Board
Sheriff C. G. B. Nicholson, Secretary, Sheriffs’ Association
Mr.M.P. Nolan QC, Treasurer of the-Senate-.of the Inns of Court and the Bar
Rt. Hon. Lord Nugent of Guildford, Chairman, National Water Council
Sheriff Principal F. W. F.. O’Brien QC, Sheriff Principal ofNorth Strathclyde
The Official Referees for the South Eastern Circuit
Hon. Mr. Justice Oliver, High Court Judge
Mr. R. W. Orson, Member for Finance, Electricity Council
Mr. V. G. Paige, Deputy Chairman, National Freight Corporation

55



Mr. G. M. Parbury, Chief Registrar of the High Court of Justice in Bank-
ruptcy

Hon. Mr. Justice Parker, High Court Judge
Sir Peter Parker MVO, Chairman, British Railways Board
Mr. N. J. Payne CBE, Chairman, British Airports Authority
Sir Daniel Pettit, Chairman, National Freight Corporation
Mr. H. T. H. M. Phélps, Member, British Airways Board
Hon. Mr. Justice Phillips, President, Employment Appeal Tribunal
Sir Leo Pliatzky KCB, Permanent Secretary, Department of Trade
Sir Peter Preston KCB, Permanent Secretary, Ministry of Overseas
Development

Sir Frank Price DL, Chairman, British Waterways Board
Mr. T. E. Radice, Assistant Sectetary, National Enterprise Board
SirJack Rampton: KCB, Permanent Secretary, Department of Energy
Sheriff Principal R. Reid QC, Sheriff Principal, Glasgow and StrathKelvin
Sir Stanley Rees TD, DL, former High Court Judge
Mr. J. RitchieMBE, Master of the Supreme Court, Queen’s BenchDivision
Mr. L. F. Robertson CBE, Deputy Chairman and Chief Executive, Scottish
Development Agency

Sir Denis Rooke CBE, Chairman, British Gas Corporation and then Chair-
man, Nationalised Industries Chairmen’s Group

Mr. C. A. Rose, Member for Personnel, British Railways Board
Mr. E. C. S. Russell, Chief Metropolitan Magistrate
Lord Ryder of Eaton Hastings, then Chairman, National Enterprise Board
Mr. E. A. Seeley, President of Industrial Tribunals (England and Wales)
Mr. A. F. Skinner, Chairnian, Anglian Water Authority
Mr. G. D. Squibb QC, JP, President, Transport Tribunal
His Honour Judge Sunderland, a Circuit Judge
Mr. R. J. A. Temple CBE, QC, Chief Natiénal Insurance Commissioner
Sir Patrick Thomas DSO, TD, then Chairman, Scottish Transport Group
Sir Francis Tombs, Chairman, Electricity Council
His Honour Judge Trapnell, a Circuit Judge
Sir Charles Villiers MC, ‘Chairman, British Steel Cotporation
Mr. A. J. Walmsley, Secretary of the Northern Ireland Resident Magistrates’
Association

Mr. J. R. Watts, Principal Actuary, Government Actuary’s Department
Mr. J. A. Wedgwood, Chairman, Southern Electricity Board
Rt. Hon. Lord Widgery OBE, TD, Lord Chief Justice of England
Sir Frederick Wood, Chairman, National Bus Company
Mr. R. L. Worsfold, Member for Personnel, British Gas Corporation

Government Departments
Civil Service Department
Department of Energy
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Department of the Environment
Department of Industry
Department of Trade
Department of Transport
Lord Chancellors Departmént
Ministry of Defence .

Ministry of Ovérseas Development
Scottish Courts Administration
Scottish Office
Welsh. Office

Organisations
Association of Members of State Industry Boards
British Medical Association
Confederation of British Industry

, Council of Her Majesty’s Circuit Judges
Council of Her Majesty’s County Court Judgesin Northern Ireland
Faculty of Advocates
General Council of the Bar-of Northern Ireland
Hay-MSL Limited
Nationalised Industries Chairmen’s Group
Northern Ireland Resident Magistrates’ Association
Royal Commission on Legal Services
Royal Commission on Legal Servicesin Scotland
Senate of the Inns of Courtand the Bar ~~

Sheriffs’ Association -

Society of Stipendiary Magistrates of England and.Wales
Staff Side of the Civil Service National Whitley Council

Industry
PRIVATE SECTOR

Over 200 companies in the private sector of industry, commerce and
finance co-operated in the ‘salaries survey carried out ‘by the Office of
Manpower Economics.

PUBLIC SECTOR

British Aerospace
British Airports Authority
British Airways Board
British Gas Corporation
British National Oil Corporation
‘British Rail
British Shipbuilders
British Stee! Corporation
British Transpoft Docks. Board |

British Waterways Board
Cable and Wireless Limited
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Central Electricity Generating Board
Civil Aviation Authority
Commonwealth Development Corporation
Electricity Council
National Bus Company
National Coal Board
National Enterprise Board
National Freight Corporation
National Water Council.
North of Scotland Hydro-Electric Board
Post Office
Scottish Development Agency
Scottish Transport Group
South of Scotland Electricity Board

United Kingdom Atomic Enérgy Authority
Welsh Development Agency

Area Electricity.Boards:
Eastern Electricity Board
East Midlands Electricity Board
London Electricity Board
Merseyside and North Wales Electricity Board
Midlands Electricity Board
North Eastern Electricity Board
North Western Electricity Board
South Eastern Electricity Board
Southern Electricity Board
South Wales Electricity Board
South Western Electricity Board
‘Yorkshire Eléctricity Board

Regional Water Authoritiés:
Anglian.Water Authority

. Northumbrian Water Authority
North West Water Authority
Severn-Trent Water Authority
Southern Water Authority
South West Water Authority
Thames Water Authority
Wessex Water Authority
Yorkshire Water Authority
Welsh National Water Development Authority

OFFICE OFMANPOWER ECONOMICS
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APPENDIX E
SURVEY OF TOP SALARIES

(Carried out by the Office ofManpower Economics on
behalfof the Review Body on Top Salaries)
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SURVEY OF TOP SALARIES
Part A: Salaries and total remuneration

Scope, purpose and response
i. On behalf-of the.Review Body on. Top. Salaries, the Office of Man-

power Economics carried out a survey of salaries paid to top management
_ (Chairmen, Deputy Chairmen, main Board members and senior executivés
reporting directly to the mainBoard)in private and nationalised industriesin
September 1977 compared with September 1974. The survey also collected
information on the superannuation arrangements and other bénefits avail~-
able, so as to provide the basis for estimating the total remuneration attached
to the appointments covered. Thisis the third’ survey carried-outby the OME
for this purposé and, on each occasion, the Confederation ofBritish Industry
was consulted about the form of the survey.

2. The sample was again drawn from ‘The Times 1000’ list of largest
éoihpanies, with the addition of a number of finance organisations.

Table 1

shows the coverage and response iri detail; they are comparedin summary
with the equivalent figures from: the 1973 survey in Table A below. The
sample was larger thanin 1973. On that occasion it consisted, in the main, of
the organisations which had responded to thé’ 1971 survey or had indicated
their willingness to take part ina future survey; on this occasion, it consisted
of 328 organisations in the private sector and 49 nationalised industries—
including the 12 Area Electricity Boards and the 9 Regional Water
Authorities. The number that respondedin the private sector in 1977 was
also higher (212 comparéd with 148), but the response rate was 65 per cent
on both. occasions.

3. Because the survey covered a three-year period, and because com-
parative salary information was required only for appointments.whose nature
and: responsibilities had not changed materially during the period, some
organisations in the private sector were able to provide salary information for
1977 orily. The nationalised industries which had been established after Sep-
tember 1974 likewise could provide 1977 information only. Other organisa-
tions. gave information only for appointments in their structure where there
had not beenmaterial change.and-omitted those where a

change
iin the nature

of the: job or responsibilities had occurred. As in the previous surveys, the
total number of appointments for which each organisation was asked to pro-
vide information: was limited to amaximum of 30..

4. The first part of the questionnaire sought information for each
appointment covered on salary (including directors’ fees) at September 1974
and September 1977 and, for the private sector organisations only, on bonus
(including commission and profit-sharing payments) receivedin the preceding
year and, in respéct of September 1977 only, the level of ‘employer and

‘employee’ superannuation contributions. The second part of the question-
ndirécovered separately Board members (including Chairmen and Deputy

'The analysis of the ‘first survey, which did not cover fringe’benefits, was given in Report No. 2,
Interim:Report on Top Salariés (Cmnd.5001, June.1972), ‘Appendix E; and of the secorid survey
was givén.in Report No. 6, Report on Top Salaries (Cmnd. 5846, December 1974), Appendix L.
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Table A
Comparison of the coverage and response to the 1977 and 1973 surveys

1977 survey 1973 survey

‘Ques- | Usable | Percent-}| Number of posts covered [| Ques- | Usable | Percent-] Number of posts covered
tion- replies age Ff

> tion- replies age
naires | received) response} Board | Senior | Total naires | received] response] Board | Senior | Total
des- rate jmembers>} execu- -des- rate |members?| execu-

patched tives | patched* tives

No. No. % No. No. |. No. No. No. % | No. | No. No.
Private sector
Commercial and industrial
with net assets:
£1,250m and over 5 5 100-0 40 77 J17 3 3 100-0 11 32 43
£250m but under
£1,250m 42 32 76-2 220 338 558 18 16 88-9 138 209 347

£50m but under £250m 81 61 75:3 334 573 907 57 45 78-9 334 421 155
£10m but under £50m 99 55 55-6 245 390 635 74 47 63-5 247 367 614
Under £10m 72 34 47-2

|
140 239 379 | 53 23 43-4 111 138 249

Total 299 187 62:5 979 1,617 | 2,596 205 134 65-4 841 1,167 | 2,008
Financial 29 25 86-2 71 146 217 21 14 66-7 85 85 170

Total 328 212 64-6 1,050 1,763 2,813 226 1484 65°5 926 1,252 | 2,178

Nationalised industry*
Net assets: .

£1,250m and over 6 6 100-0 25 94 119 5 5 100-0 30 90 120
£250m but under :

£1,250m 17 16 94-1 | 44 155 199 5 5 100-0 28 85 113
£50m but under £250m | 25 24 96-0 58 179 237 19 19 100-0 46 174 220
£10m but under £50m 1 0 — 3 3 100-0 11 29 40

Total 49 46 93-9 127 428 555 32 32 100-0 |. 115 378 493

@ Excluding those organisations found to be out of the scope of the survey.
b Including Chairmen and Deputy Chairmen.
© Including certain part-time Board member posts.
4 Including 8. organisations not submitting data on pension arrangements.



Chairmen) and senior executives, and asked for details of pension arrange-
ments, of share option or incentive schemes, ofthe provision of company cars,
of loans for housing and other purposes, of general expenses allowances and
of a number of other fringe benefits.

Increase in salaries from 1974 to 1977 (Tables 2 and 3)
5. Table 2 shows the levels of average salaries alone and of average

salaries plus bonus (including commission and profit sharing) in September
1974 and September 1977, and the percentage increases between them for
the 2,419 posts in the private sector and the 468 in nationalised industries for
which data for both dates were provided. In the private sector, the percentage
increases were in general smaller in the larger companies where higher
salaries are paid, and were also smaller for the higher appointments than for
the lower. In the largest companies, where salary plus bonus, commission and
profit sharingin 1974 was some three to four times as high as in the commer-
cial and industrial companies with net assets under £10m, the increases range
(in round figures) from 13 per cent for Chairmen to 25 per cent for Board
members and 39 per cent for senior executives. In the smallest size group of
companies (net assets under £10m), they range from 22 per cent for Chair-
men to 42 per cent for Board members and 44 per cent for senior executives.
The increases for senior executives in the nationalised industries range from
23 per cent to 29 per cent and, by comparison, look modest; those for Board
members, Deputy Chairmen and Chairmen range between 0-2 per cent and
7-4 per cent arid are exceptionally low.

6. The private and nationalised industry organisations are compared in
terms of size (net assets) in this and other tables'. On this basis, the salaries of
Deputy Chairmen and main Board members in the largest size group of
nationalised industries are now lower than salaries plus bonus, commission
and profit sharing for the equivalent appointments in the smallest size group
in private industry, whereas in 1974 they fell nearer to the middle of the range
of mean salaries plus bonus etc in the private sector (Table 2). On the same
basis of comparison, senior executives in nationalised industries have lost
some ground andhave only justmaintained their position above themiddle of
the range of mean salaries plus bonus etc shown in the table for the private
sector,

7. Table 3 is likewise based only on those appointments for which salary
information was given for both 1974 and 1977 and shows the increases over
the period in salary and in salary plus bonus, commission and profit sharing,
by ranges of the level of salary plus bonus etc in 1974. In the private sector,
the percentage increases at the higher salary levels are verymuch smaller than
those at lower levels and differentials have narrowed throughout. The aver-
age percentage increase in salary plus bonus etc in each range, above £20,000
in the private sector is less (sometimes much less) than half of the average
increases in the two ranges below £6,000. The nationalised industry increases
are significantly smaller in every range than in the private sector and, above
£12,500, fall very far short of them.

‘The [imitations of the relevance of size factors are indicatedin Chapter 6 (paragraph 82), and
in our Report No. 6 (Review Body on Top Salaries, Report No. 6: Report on Top Salaries—
Cmnd. 5846, paragraph 116).
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Date of last salary increase (Table 4)
8. The salaries of 35 per cent of the private sector appointments covered

by the survey had been increasedin the September 1977 quarter: this com-
pares with 6 per cent only in the September 1973 quarter in the previous
survey. The present survey therefore includes a substantial number of
increases made under the post-31 July 1977 restraint measures, which pro-
vided a measure of flexibility within a main general ‘overall 10 per cent’ limit
plus provision for self-financing productivity arrangements.

9. Table 4 also shows that the salaries for 61 per cent of the Chairmen
appointments and 67 per cent of the Deputy Chairmen appointments in the
private sector had been increased in the year to September 1977. In practice,
.asmany as 7 per cent of the Chairmen and 5 per cent of the Deputy Chairmen
had had no increase since September 1974 or earlier.

Comparison of salaries in September 1977 (Table 5)
10. Table 5 and later tables are based on all the appointments for which

September 1977 information is provided. In. the comparisons between cor-
responding size groups, the salaries in the nationalised industries exceed those
in the private sector in two areas only: the lowest decile and the lower quartile
for senior executives in the £50m to under £250m size group (£10,800 and
£11,500 respectivelyin the nationalised industries, and £8,500 and £10,200
in the private sector). All other salaries for each level of appointment in the
private sector are higher than the salaries in the nationalised industries in
corresponding size groups; the differences are most marked in the largest net
assets size group. Apart from Chairmen in the £1,250m and over net assets
group and other Board members in the £250m—-£1,250m net assets group, the
mean salaries at.Board level in the nationalised industries are lower than the
mean salaries for the corresponding levels of appointment in the under £10m
net assets group in the private sector.

Ranges of salaries in private and nationalised industry (Tables 6A to D)
11. Tables 6A-D relate respectively to Chairmen, Deputy Chairmen,

main Board members and senior executives and compare the distributions of
salary plus bonus, commission and profit sharing payments in the private
sector with the distributions of salaries in the nationalised industries, by size
group. The tables show that for each level of appointment within each size
group, a very wide range of salary plus bonus etc is paidin the private sector.
Even so, they also show that, except in the case of senior executives in
organisations with net assets between £50m and £1,249m, the nationalised
industry ranges are, in general, very much lower than the ranges for the
equivalent appointments and size groups in the private sector.

Superannuation contributions

12. The ‘total remuneration package’ (Tables 7 and 8) reflects the Gov-
ernment Actuary’s estimates, based on the survey data, of the average total
percentage contributions over a full career necessary to provide the stated
benefits of the pension schemes (Appendix C, Annex I, Table B). The emp-
loyer’s contribution—the benefit to the employee—has been derived by

64



deduction of the‘‘employee’s contributions shownin the salaries.survey. This.
method has been usedin preference to the use. of the émployers’ contribu-
tions recordedby the surveybecause the figures that result from the use of the
Government Actuary’s basis are not affectedby the exceptional deficiency
contributions made by some of the organisations coveredin the survey and
do, therefore, reflect more closely the annual benefit to the employee. The
total percentage contributions calculated by the Government Actuary are
comparedin Table B with the sum of the employers” and employees’

con-
tributions shown by the survey.

Valuation of fringe benefits

13. The methods adopted to assess the benefit of loans, company cars and
other fringe benefits are described in. the Annex to this Appendix. Some of
the assumptions made to enable the value to the recipient ofa company car to
be assessed are inevitably arbitrary: the main assumptionis that 10,000 miles
a year (the normal basis for calculations by the Automobile Association) are
travelled; that one-half of thisis private motoring; and that the ratio of the
benefit to cost is equal to the proportion of private mileage. out of the total.
The Royal Commission on the Distribution of Income and Wealth made an

assessinentof thebenefit to.an individual of the provision of a company car in
its 1975 Report on Higher Incomes from Employment’, but it did not express
a view on the proportion ofmileage that could properly be taken as represent-
ing use other than forbusinéss purposes. Instead, the repOrt.gave two illustra-
tive examples, one basedon 6,667 miles on business and 3,333 miles of
private use, and one based on 10,000 miles of private motoring and no
business use. As the proportion of privateuse will vary widely between indi-
viduals, it seems reasonable to assume a 50:50 ratio at the level of Board
member or senior executive.

Total remuneration

14. Table 7 gives a detailed breakdown of total remuneration for main
Board members (including Chairmen and Deputy. Chairmen) and senior
executives in both the private sector and in nationalised industry. Total
remuneration for main Board members in the private sector-averaged just
over £31,000 at end-September 1977, some 28 per cent higher than salary
plus bonus, commission and profit sharing payments, whereas in pationalised
industry it averaged nearly £20,000, or 24 per cent higher than salary. The
avérage salary of senior executives in nationalised industiy of about £13,900
was at broadly the same level as the average salary plus bonus etc of senior
executives in the private sector covered by the survey, but superannuation
and fringe benefits added 21 per cent in the nationalised industries-compared
with 24 per cent in thé private sector.

15. The percentage addition to salary plus bonus etc from superannua-
tion and fringe benefits for Board members in the private sector has risen
slightly (by 3 percentage points) compared with the position shown.by the
1973

survey, but
the addition for Board membersin thé nationalised indus-

*Royal Commission.on the.Distribution of Income and Wealth, Report
No. 3—Cmnd. 6383,

January 1976.
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Table B

Comparison of total ‘superannuation contributions

‘Chairman: Deputy. Chairman Other main Board members Senior exécutives

Govern-. Actual Govern- Actual. Govern: Actual Govern- Actual
ment \ contri- ment contri- ‘ment contri- ment: contri-

Actuary’s |, butions’in Actuary’s butions in
| Actuary’s butions in Actuary’s butions in:

valuation survey valuation survey valuation survey valuation survey

Private sector % % % % % % % %
Commercial and industrial .

with net assets: .

£1,250m and overa 39% (24-2) 37V2 (28-7) 32% (26-8) 27Ys: (23-7)
£250m — 30% 27-6 2912 ‘40°3 2612 31:8 21 25-6
£50m - 25 37-9 24 34-6 20% 27:6 18 26:6
£10m — 20% 27-1 19% 19-5 17% 18-3 14% 17-9
Under £10m 18%, 17-1 18% 15-7 17 16-5 13% 16-1

Financial 29%. 31-0 26¥2 31-0 26 26- 21% 24:3

Nationalised. industry

Net. assets:
£1,250m and. over> 24 (14-0) 2342 (21-4) 21% (18-6) 21% (18-2)
£250m — 23% 13-9 22% 16-9 224 17°5 21 18-7
£50m.- 21 16-0 20% 16°6 20% 20-0 20% 20-4

8 Three organisations only for:salaries survey contributions column.
b Five organisations only for salaries survey contributions column.



tries has improved ‘by 7 percentage points (mainly from superannuation be-
"

nefits). Consequently, although the salary advantage ofBoard:meimbers in the
private sector has.increased from some 26 per cent in 1973 to 50-per cent in
1977, their average total remuneration advantage has increased. less—from
36 per cent to around 55 per cent.

16. Superannuation arrangements and the provision of cars provide the
main additional elements in total remuneration in both sectors: superannua-
.tion adds between about 14% per cent and 20% per cent and company cars
add around 5 per cent for all except Board members in’ the nationalised
industries where, largély because of the relatively low salaries, the addition is
7¥2 per cent. None of.the other benefits is reported to amount to as much as
one per cent of salary in the private sector although, in total, they average 3
per cent of salary: they are virtually unknown in nationalised industries. Share
option or incentive schemes, housing.and-other loans, medical insurance and
life asstitance (Board members) are themain elements in the 3 per cent total.
Assistance with school fees and other items is negligible. Some- of the
benefits—for example, a housing loan—may be substantial for individuals
but, averaged overall those in the survey, the benefit is small.

17. The total additions to salary plus bonus, commission and profit-
sharing payments in the private sector from fringe benefits are estimated to
amount.to just over 712 per cent for Board. members andnearly 8% per cent
for senior executives. In the nationalised industries, they aré estimated to

. amount to 8 per cent for Board members and 6% per cent for senior execu-
tives. Compared with 1973, the additions for Board méimbers in the private
sector have hardly changed but for senior executives in both sectors and for
nationalised industry Board members-have risen by. between 3 and 3% per-
centage points.

18. Table 8 summarises, within size group, the additions to salary rep-
resented by employers’ superannuation contributions and by fringe benefits.
The final column shows the resultant total remuneration as an index of the
1977 salary (plus bonus, commission andprofit sharing): In the private sector,
both for Board members and senior exécutives, the percentage added by
superannuation and fringe benefits (especially the former) declines as size of
firm-(and salary plus bonus étc) declines: the trend is the same in thenational-
ised industries, except for the £1,250m and ovér net assets sizé group which
covers six organisations only. The percentage addition to salary in finance
organisations is high because of the level of the superannuation provisions
and the more frequent availability of housing and other loans.

_ -19. Comparedwith the picture shownby the 1973 survey (Report No. 6,
Appendix L, Tables 5A and 5B') there are now larger differences between
size groups in the percentages added by superannuation benefits and fringe
benefits in the private sector. Although the additions overall for Board mem-
bers and for senior executives are only 3 percentage points higher, the addi-
tions in the largest size group are 20.and 11 percentage points higher respec-
tively. In the nationalised industries, the overall percentage addition for

'The index figure for senior executives inReport No, 6, Appendix L, Table 5B, in organisa-tions in the private sector with net assets of less than £10m should read 114 (instead of 144):
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Board members is 7 percentage points higher than in 1973 and, for senior
executives, 5 percentage points higher.

Part B: Details ofsuperannuation provisions and fringe benefits

Superannuation contributions (Table 9)
20. Table 9 shows for Chairmen, Deputy Chairmen, other main Board

members and senior executives, the employers’ and employees’ mean
superannuation contributions expressed as a percentage of salary plus bonus,
commission and profit sharing, by ranges of 1977 salary plus bonus etc. Over-
all, in the private sector the average contribution made by employers is much
higher, and the average contribution by ‘employees’ somewhat lower, than in
the nationalised industries. Total superannuation contributions in the private
sector are thus much higher as a percentage of salary plus bonus etc than in
the nationalised industries (Table B above). In the private sector, the emp-
loyee’s percentage contribution tends to decline as salary levels rise, whereas
in the nationalised industries it remains about the same whatever the salary
level: on the other hand, the employer’s contribution in the private sector at
first tends to rise as salary levels increase (to about £15,000 for senior execu-
tives and about £20,000 for main Board members) but levels off, or falls
slightly thereafter. In the nationalised industries, the distributions of emp-
loyers’ contributions are, again, relatively flat, but there are exceptions.

21. Compared with the 1973 survey (Report No. 6, Appendix L, Table
6), the employers’ mean contributions in the private sector have risen sharply
(for example, for main Board members from 17-5 to 22-9 per cent), whereas
the employers’ contributions in the nationalised industries, and the emp-
loyees’ contributionsin both sectors, have remained relatively constant.

Coverage of superannuation schemes (Table 10)
22. Eleven appointments onlyin the private sector did not come within

superannuation arrangements provided by the employer: the numberin the
nationalised industriesis higher, but thisis largely because the superannua-
tion arrangements in one of the ‘new’ nationalised industries’ had not been
settled. Over three-quarters of the nationalised industry appointments are
“within the main company staff scheme only” whereas, in the private sector,
senior executive schemes are much more common and cover over one-half of
the Board members and not far short of one-half of the senior executives: this
is very similar to the position in 1973. Compared with 1973, the proportion of
Board membersin the private sector covered by individual arrangements has
halved, from about one-sixth of the total to around one-twelfth, and the
corresponding proportion of senior executives has also fallen: in the national-
ised industries, as in 1973, the proportions’are much lower. In the private
sector, the proportion of late entrants with less than twenty years’ service
before retirement has fallen slightly since 1973, to around 11 per cent of
Board members and 6% per cént of senior executives and, in nationalised
industry, more senior executives and fewer Board members are late entrants
than in 1973. Rather less than half of the late. entrants in the private sector

‘British Aerospace.
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benefit froin discretionary arrangements to enhance pensions, arid less than a

quarter do.so-in. the nationalised industries: the overall proportién that be-
nefitsin this way is

small
i
in both sectors.

Basis and size.of pension (Tables. 11-13)

23. The greatmajority of those coveredby a senior executive scheme or a
main staff scliemein both sectors have a pension based: on pay at or near
retirement (Table 11), Nearly two-thirds of Board memibers and nearly 40
per cent of senior executives in the nationalised industries are in schemes
which provide for pay to be brought up to date to the time of retirement by
the movement in thecost of living index, whereas under 10 per cent of those
in the private sector.are.in such schemes. The most common basisin private
industry

i
is “final pay or final year’s pay”-——which is also the next most com-

mon in the nationalised industries—with the average of the best 3 years’ or 5
years’ pay out of the 10 or 13 years.preceding retirement running it a. close
second.

24. On the assuription of full pensionable service, Table 12 shows that
nearly everyone at these levels in the private sector will receive a 66%4 per
cent pension with no lump sum (except by commutation). In the nationalised:

. industries, néarly three-quarters of Board members and about 60 per cerit-of
senior executives will qualifyfor a 50 percent pension and-a lump sum of 150
per cent of annual pensionable pay, whichis broadly equivalent to two-thirds,
of salary” as pension. This is the same position as in the 1973 survey. The
remaining Board: members and the majority of the|remaining

senior execu-
tives are entitléd to a 66%. per cent pension.

25. The ‘normal tetirement age’ found most frequently iin private sector
pension schemesis 65 (over 55percent of Board members and nearly 70 per
cent of senior executives), andin the nationalised industries still higher prop-.
ortions (over'75 per cent and nearly 80 per cent) normally retire at age 65
(Table 13). In most other nationalised industry schemes, the normal retire-
tnent ageis 60; the nornial retirement age-of about half of those in the private
sector whose normal retirement age is not age 65 is age 60. A lower propor-
tion of Board niembers if the private sector than in 1973 (Report No. 6,
Appendix L, Table 9) have a.normal retirement age of 65 andhigher propor-
tionswill normally retire either at age 60 or betweén the ages.of 61 arid 64: in
nationalised industries, the proportion with-anormal

retirement age of 65 -has

hardly changed since 1973. : :

Pensions increases (Tablés 14 and 15A to E)
26. Table 14 shows that the pensions attached to all the appointments

covered by a senior executive or main staff scheme in the nationalised indus-
trieswill qualify forincreases after retirement—for about 90 per cent.of them,
on the basis of a firm commitment with different limits and, for the great
majority of these, eitherin line with the provisions of the Pensions. (Increase)
Act 1971, or by full reflection of the movement of the retail prices index. The .

picture is.less favourablein the private sector, where the pensions of.about 90
per cent will be increased after retirement. Just over one-half will be
increased on an.ex-gratia basis only, about one-quarter on the basis of a firm
commitinent, and the rest by a firm commitment supplemented by ex-gratia
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payments. Only one private sector organisation in the survey currently
guarantees full protection against rising prices but 5 organisations with 26
Board members and 64 senior executives have given full protection against
inflation on an ex-gratia basis. Eleven other organisations with 59 Board
members and 7 organisations with 64 senior executives either give a guaran-
teed fixed percentage increase of 5 per cent or more or reflect the movement
in the retail prices index up to a maximum increase of 5 per cent.

27. Tables 15A—D show respectively for Board members in the private
sector, Board members in the nationalised industries, senior executives in the.
private sector and senior executives in the nationalised industries, the dis-
tributions of the annual average increase in pensions provided in the three-
year period 1974~76, analysed on the current basis of pension increase’. But
the current basis of increase may not have been in operation during any part
of the three-year period: moreover, since the period relates to thepayment of
increases, it may reflect different time-periods for different organisations. In
the nationalised industries, with the exception of one senior executive who, if
he had been retired, would have had his pension increased by 8-8 per cent, the
increases averaged between 16 per cent and 18% per cent, irrespective of the
basis of the increase. The average annual increase was 18-4 per cent both for
Board members and for-senior executives in the nationalised industries, com-
pared with 8-2 per cent for Board members (8-9 per cent if those forwhom no
provision was made for any form ofincrease are excluded) and 7-7 per cent
(8-5 per cent) for senior executives in the private sector. The degree of
protection against inflationin the private-sector (excluding those for whom no
provision was made for any form of increase) ranged, in total over the three
years, from nil to more than 100 per cent (that is, the five Boardmembers and
four senior executives who would have received, had they been retired,
increases of over 224% per cent a year? which is higher than the rate of
inflation of up to 19 per cent a year over the period).

28. In the nationalised industries, with the one exception referred to, the
individual average annual increases in pensions ranged from 15 per cent to
19-9 per cent. In the private sector, 107 Board members (12-8 per cent of
those for whom data were given) and 168 senior executives (11-5 per cent)
would have received pensions increases in this range if they had been retired,
and a further 231 Board members (27-5 per cent) and 379 senior executives
(26-1 per cent) would have received an annual average increase of between
10 per cent and 14-9 per cent in the same circumstances.

29, Table 15E shows a summary of the pensions increases made in each
of the three years from 1974 to 1976. It excludes those employees for whom
no provision existed for increases in pensions. In'1974, the increases. for the
nationalised industries were about twice the size of those in the private sector
and in 1975, when the highest percentage increases. were given in both sec-
tors, the nationalised industry increases were over two and a. half times as
large. In 1976, when the increases were at the same general level as in 1974,
those for

the nationalised industries were rather less than twice the size of

"The report by the Government Actuary (Appendix C) shows.an estimate of the degreeof
protection provided by size of organisation,
*This very highincrease may have included an amount to cover previous years in which no

increase had been paid.
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those given in the private sector. The ability of private sector superannuation
schemes to match increases in the cost of living must partly depend on thé rate
of inflation. But there is evidence from the survey of some improvement in
pension increase provisions in the private sector since 1974.

Death in service benefits and life assurance (Table 16)
30. In the private sector, the most common lump sum payable in the

event of death in service is between 400 and 499 per cent of annual pension-
able pay; between 300 and 399 per cent is also common, and the remainder
are spread from nil to over'600 per cent: the payments for Board members
tend to be higher on average than those for senior executives. In the national-
ised industries, between 100 and 199 per cent is most common; for almost all
of the remainder the lump sum is between 200 and 299 per cent.

31. In the private sector, no pension provision is made for widows in the
case of 27 per cent of Board members and 24 per cent of senior executives in
the event of death in service: in the nationalised industries this would be true
of one senior executive only. Over three-quarters of Board members and just
under three-quarters of senior executives in the nationalised industries are in
superannuation schemes in which the widow’s pension is based on 50 per cent
of accrued pension’, and a further 84 per cent and 6% per cent respectively
are in schemes providing two-thirds of that amount. Only 5 per cent of Board
members and 15 per cent of senior executives in the nationalised industries
are in schemes which base the widow’s pension on the employee’s prospective
years of service to the date of normal retirement, compared with about 55 per
cent of private sector Board members and senior executives: in the majority
of these cases, the percentage of pension payable would be 50 per cent.

32. Very few people in the nationalised industries are covered by life
assurance arrangements provided outside the pension scheme: 10 per cent of
senior executives only, for whom the average contribution was £529. This is
much the same as the level of employer's contribution (£519) made for the 14
per cent of senior executives covered in the private sector, and just over half
of the average company contribution made for the 15% per cent of private
sector Board members covered.

Company cars and other travel benefits (Table 17)
33. Compared with 1973 (Report No. 6, Appendix L, Table. 12), the

proportion with chauffeur driven company cars has fallen in both sectors: the
change is most marked for Board members in the private sector (from 20 per
cent to 8-5 per cent). On the other hand, in the private sector the proportion
with an individually assigned (not chauffeur driven) company car has risen,
from 70 per cent to 88 per cent for Board members, and from 78 per cent to
89 per cent for senior executives: in nationalised industry the proportion has
nearly doubled to just under 60 per cent. The provision of ‘pool’ cars and car
allowances remains low. A higher proportion of people in the nationalised
industries now have chauffeur driven cars than in the private sector, but there

?That ‘is, service to date of death; in cases of short service, actual service may or may not be
enhanced. .
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is a higher proportion of individually assigned company cars in the private
sector.

,

34. Inevitably, the average values of company cars provided are higher
than in 1973. For Boardmembers in the private sector, the average minimum
and maximum values have doubled and, for Board members in nationalised
industries and for senior executives in both groups, they have increased rather
more. As in 1973, the average minimum values are about the same for Board
members (at around £5,500) and for senior executives (nearly £4,000) in
each sector, and the average maximum values are much the same for senior
executives; but the average maximum for Board members in the private
sector is some 40 per cent higher (£10,400) than in the nationalised industries
(£7,400).

35. Innearly all cases in both sectors,the maintenance of company cars is
carried out by the employer—an increase for each group over the 1973 posi-
tion. In between 46 per cent and 64 per cent of cases, petrol and oil is
provided for at least some private motoring—substantial reductions com-
pared with between 58 per cent and 83 per cent in 1973. The percentage of
those who are required to make a payment to the company in respect of
private motoring has also fallen substantially compared with 1973: in the
private sector from 6812 per cent of Board members and 75 per cent of senior
executives to 19 per cent in each category, and in the nationalised industries
to a lesser extent from 69 per cent to 49 per cent for Board members and
from 71 per cent to 50 per cent for senior executives.

36. One senior executive only in the private sector received assistancé for
travel by public transport between home and office. In the nationalised indus-
tries, 9 Boardmembers and 26 senior executives received assistance, ofwhom
4 and 15 respectively were in British Rail and for whom no details of cost
were provided but for whom an estimated benefit has been included in Tables
7 and 8.

Loans (Table 18)
37. The proportion who receive loans for housing has risen slightly in the

private sector compared with 1973, and a few in the nationalised industries
have also received such loans since 1973. The average amounts of loan out-
standing in the private sector have each fallen by about £4,700 to £15,713 for
Board members and to £11,310 for senior executives. The mean rate of
interest has fallen slightly from 4 per cent to 3-7 per cent for senior execu-
tives.

38. The average amount of ‘other purposes’ loans outstanding for Board
members in the private sector has fallen by more than one-half since 1973 to
£13,276, and the mean rate of interest has also dropped slightly. The average
loan outstanding for senior executives, however, has fallen by about £1,800
only, to £7,415, and is now at a mean rate of interest of 2-3 per cent instead of
1-3 per cent. The proportion of those who receive such loans has also fallen
slightly. The average amount of loan outstanding in the nationalised indus-
tries has about trebled to £2,071, and the proportion in receipt of loans has
increased slightly, but the benefit is small because the mean rate of interest is
10-7 per cent.
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Other benefits (Table 19)
39. Apart from free medical insurance for those in the private sector (61

per cent of Board members and 58 per cent of senior executives), none of the
-other fringe benefits listed in the questionnaire is common, particularly in the
nationalised. industries. The cost to. the company of providing medical insur-
ance for those covered is.about £100:a year. .

40. The provision of a general expenses allowancé for Board members is
much less common in both sectors thanin 1973: it has fallen from 17 per cent
to 9% per cént in the private séctor and from 14. per cent to 5 per cent in
nationalised industry. It remains exceptional among senior executives. The
mean annual allowances received by Board members (£843 in the private
sector and £572 in nationalised industry) were higher by 36 per cent and 7 per
‘cent respectively than in 1973, but were lower in real termsafter allowing for
inflation.

41. In the private sector, 21 per cent of Board members and.18 per cent
of seriior executives were entitled to take up shares—very similar proportions
to those indicated in the 1973 survey—and the excess value of shares taken
up by Board members was. about 30 per cent lower at £907 than the 1973
amount of £1,299. The excess.valué for senior executives tose from £146 to
£645.

42. The percentagé of private sector organisations which allows directors
to-retain fees from outside has risen slightly compared with. 19'73, from just
under one-third to just over one-third; about one quarter of these organisa-
tions put’a limit on the amount that can be: retained.

43. A number of other miscellaneous benefits were also- mentioned,
mainly by organisations in the private sector, in response to a final ‘catch all’
question on the questionnaire: the most common were schemes for salary
continuation. in the event of permanent ill health; accident insurances; pay-
ment of professional subscriptions; and provision of a telephone. The average
benefits from them were not substantial and are not shown

separately.
They

have been includedin total remuneration (Tables 7 and 8).
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TABLE 1

Response to survey
Numbers:

Ques- | Usable . Posts covered .

tion- repliés |Chairmen| Deputy | Other | Senior | Total
naires | received Chairmen| main execu-

\despatch- . Board tives
ed members

Private sector
Commercial and
industrial with net
assets:
£1,250m and.over- 5 5 4 7 TT 117
£250m but under
£1,250m 42 » 32 22 21 =| 177 338 558

£50m but under.
£250m 81 61 33 44 257 573 907

£10m but under .

£50m 99 55 7; 26 43 176 390 635
Under£10m 72 34 20 17 103 239 379

Total 299 187 105 132 742 1,617 | 2,596
Financial

} 29 25 8 13 50 146 217

Total 328° 212 113 145 792 1,763 | 2,813>

Nationalised industry
(Full-time posts)

~

Net assets: :

£1,250m and-over 6 6 5 4 13 94. 116
£250m but under . |

£1,250m . 47s 16 8 8 19 155 190
£50m but undér
£250m ‘ 25° | 24 12 17 14 179 222

£10m but under
£50m 1 0 0 0 0 0 0

Total 49 46 25 29 46 428. 5289

(Part-time posts®)
Net assets: :

£1,250m and over - L 1 1 3
£250m but under
£1,250m 8 1 0 9

£50m but under
£250m 11 1 3 15

£10m but under’
£50m . 0 0 0 "0

Total 20 3 4 274

@ Excluding 35 companies out of the scope of the survey because they had been taken over or
were part of a larger group, in receivership, or undergoing major reorganisation.
> Including 130

posts
for which details of superannuation contributionswere not given and 394

for which 1977 data only were given. Three additional Board members and one additional senior
executive are coveréd in the-analyses of pension-schemes and fringe benefits.
¢ Including 12 Area Electricity Boards and 9 Regional Water Authoritiés.
4 Including 39 posts for which details of superannuation contributions were not given and 87 for
which 1977 data only were given. :

:

¢Excluding posts with nominal salary of£1,000 a yéar, or with salary for 1 day or less a week.
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TABLE 2

Percentage increase in mean salaries, and mean salaries plus bonus, commission and profit sharing between September 1974 and. September 1977, by typeof post and by type and size of organisation

Respondents providing data for both years .
Private sector Nationalisetl industry

‘ Number of Mean salary Mean salary plus bonus etc Number of Mean salary
posts - posts

1974 1977 Percentage 1974 1977 Percentage 1974 1977 Percentage
increase increase :

increase

No, £000 £000 % £000 £000 % No: £000 £000 %
Chairmen

‘

Net assets: £1,250m and-over 4 66-1 74-8 13-2 66-1 74-8 13-2 6 22-6 22-9 1-4
£250m — 18 37-9 45-9 20-9 41-1 48-4 17-8 14 17-0 17-1 0-6
£50m — 28 26-7 32-7 22-2 27:4 33-1 20-7 20 15-0 15-0 0-2
£10m — 18 20-0 25:8 28-9 21-9 27-3 24-6
Under £10m 19 15:3 18-8 22:8 17-9 21-9 22-2
Financial 7 31-4 38-4 22:3 31-4 38-4 22-3 '

Total 94 27-3 33-3 22-0 29-0 34-8 20-1 40 16-8 16-9 0-6

Deputy Chairmen
et assets: £1,250m and over 7 50-7 59-5 17-4 50-7 59-5 17-4 4 19-9 20-2 1-4

£250m — 16 32-1 38-8 20-8 34-5 40-2 16-2 8 15-5 15-8 2-2
£50m — 35 21-4 27-6 29-0 22-8 29-0 27-4 14 11-8 12-4 5-1
£10m — 35 15-4 19-3 25:4 17-6 21-4 21-7
Under £10m 16 12-1 16-6 36-9 15-6 21-7 38-6
Financial 11 22:7 27-6 21-4 22:7 27-6 21-4

|

Total 120 21:7 27-1 24-9 23-5 28-9 23-1 26 14-2 14-7 3-3

Other main Board members
Net assets: £1,250m and over 29 31-9 40-0 25-4 31-9 40-0 25-4 12 14-0 15-0 7-4

£250m — 151 21-0 26-9 28-0 21-9 27:8 26-9 10 14-7 15-4 4-6
£50m — 217 14-0 18-3 30-0 14-8 18-9 27-5 il 10-9 11-6 6-2
£10m — 139 10-0 14-1 40-8 11-9 16-4 37-4
Under £10m 103 9-3 13-3 43-0 11-4 16-2 42-1
Financial 48 18-3 22-5 23-2 18-3 22-7 23-8

Total 687 15-1 19-8 31-1 16-2 21-1 29-9 33 13-2 14-0 6:2
i

Senior executives
Net assets: £1,250m and over 77 18-4 25-9 40-8 19-1 26-5 38-9 92 12-0 14-7 22-7

£250m — 300 12-2 16-3 34-3 12-9 17-1 32-8 118 11-2 14-2 26-4
£50m — 467 8-9 “12-5 40-6 9-4 13-2 40-7 159 9-7 12-5 28-6
£10m — 312 6-6 9-2 39-4 7-0 9-7 39-1
Under £10m 226 5-5 8-2 48-4 9-2 52-1
Financial 136 13-2 16-5 25-4 13-3 16-7 25-8

Total 1,518 9-4 13-0 37-6 9-9 13-7 37-5 369 10-8 13-6 - 26-2

All posts
Net assets: £1,250m and over 117 25:3 33-1 30-7 25:8 33-5 29:9 114 13-0 . 15-3 17-9

£250m —
| 485 16:5 21-5 29-8 17-5 22-4 28-1 150: 12-2 14-6 19-7

£50m — 747 11-7 15-7
|

34-3 12-3 16-3 33-2 204 10-4 12-7 21-5
£10m — 504 8-6 11-9 37:2 9-6 13-0 35-1
Under £10m 364 74 10-6 42-9 8-6 12-4 44-0
Financial 202 15-5 19-3 24-3 15-6 19-5 24-6

Total 2,419 12-4 16-4 » 32-9 13-1 17-3 32-1 468 11-6 13-9 19-9
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TABLE 3.

‘Percentage changes from Septeber 1974 to September 1977in mean salaries and mean salariesplus bonus, commission and
profit sharing

by ranges of
1974 salary plus'bonus etc

Respondents providing data for both years

po

Private
‘sector : .f. Nationalised industry.

Range of 1974 salary-plus bonus:etc |

Number
‘Mean salary

|

Mean salary plus:‘bonus etc
|

Number Medii salary
: 0 ———

posts { 1974 | 1977 |Percent-| 1974 |: 1977 | Percent-| posts 1974‘ 1977 |. Percent-
. age in- : age in- age in-

crease crease
|

crease

No.
|

£000 ; £000
;

%
{|

£000
{|

£000
|

% | No. | £000 | £000 | %

£50,000 - .
13° | 53-8 63-0 | 17-0 61-1 |, 66:8 9-3 — _ _ —

£40,000 - 24 43-7 50-3 | 15-1 44-7 |, 51-2 14-5 —_ —_ —_
_

£35,000 - 34 35:3 42:9 21-4 366 |, 44:3 21-2 _ =
£303000 — 37 28-4 35-5 |) 24-7 31:9 39-1

|

22-7 _ —
£25;000 - 79. 25-0 |. 308

|
22-9 | 269 ||

32-2 ") 19-7 \ 8 23-8 341 1-2»
£22,500 - "59 1. 22:2 28-1 | 26-5 23:7

|

296 25:0
£20;000 — 108 19-2 24-4

|

26-6 20-9 25°7 23-0 6 20-6 22:0 6°8
£17,500 — }

153 17-2 22:5 31-1 | 185
|.

241 30-0 15 18-9 | 19-0 0-8
£15;000 ~ . .

» 192: 14-7 | 194
| 31-5 16-0 20-8

|° 29-7 32 15:7 16-0 2:0
£12,500 ~ 273 12-8

|} 16-9 31-8
|,

13-5 17-9 32-7 63 |. 13-6 15-4 | 13-7
£10;000 - 386 106 14-7: 39-4 11-1 15-5 39-9 204 11-0 13-5 231
£ 93000 - 149 9-0 12:7 39-9 9-4 13-0 38-4 + 87 95 12:7 33-6
£ 8,000 - 197 Bi-| 116 | 43:3 84 12-1 43-9: 34 8-6; 15 | 33-6
£ 7;000 - 177 7-0 10-0 42-0 7-4 10-5 42-5 6 75 f+ 10:3 37-7
£ 6,000 — 192 6-2 9:0 45-5 6-4 9-5 47-9 8 66° 90 35-6
£ 5,000 - .

|
167 53 8-0 51-2 355 85 54-4 5 5:5 8:0 45-9

Under £5,000 } 159 4-1 6-4 56-2 4-2 67 59-7 -
|

= | + —

Total | 2,419 | 124 16-4 32-9 13-1 17:3 32-1 468 11:6 13-9 19-9
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TABLE 4

Date of last increase in salary for each type of post, by type of organisation

Respondents providing data for both years

. Number and percentage of posts with salary increase

"In quarter ended In year ended

September June March’ December | September | September | September| September Total
1977 1977 1977 1976 1977 1976 1975 1974 or

. earlier

No. | % | No. | % | No. | % | No. | % | No. | % | No. |% | No. | % | No. |% | No. | %
Chairmen |
Private 28 | 30 10 | 11 8] 9 11 | 12 57 | 61 8

|}
9 22 | 23 7 7 94 | 100

Nationalised: full-time 2 9 2 9 18 { 82) O 0 22 | 100 0 0 0 0 22 |100
part-time 0 0 0 0 18 | 100 0 0} 18/1100 0 |. 0 0 0 0 0 18 | 100

Deputy Chairmen |-
Private. 23 | 19 24 | 20 17 | 14] 16 4 13 80] 67 7 | 6 27 | 22 6 5 120 1100
Nationalised: full-time 1 4 3 | 12 20 | 83 0 0 24 | 100 010 0 0 0 0 24 |100

part-time 0 0 0 0 2 1 100 0 «24100 0 | 0 0 0 0 0 2 |100

Other main Board members
Private 212 | 31 | 125 | 18 | 115 17). 97 | 14 549 | 801 49 | 7 82 | 12 7 1 687 | 100
Nationalised: full-time 2 7 4 | 14 23. | 79 0 0 29 | 100 0 | 0 0 0 0 0 29 |100

part-time 0 oy; oO 0, 3
|

75 0 0 3| 75 0 | 0 0 0 1 | 25 41100
Senior executives
Private 581 | 38 | 348 | 23 | 260 | 17] 221.) 15 1,410] 93 64 | 4 40 3 4 0 /1,518 |100
Nationalised 133 | 36 | 109 | 30 75 | 20) 47 | 13 364 | 99 0 +0 5 1 0 0 369 |100

All posts
‘ ,

Private * 844 «| 35 | 507 | 21 | 400; 17} 345 | 14 |2,096| 87 |-128 | 5 171 7 | 24 1 |2,419 [100

Nationalised 138 | 29 | 118 | 25 | 159 | 34] 47 | 10 462 | 99 0 | 0 5 1 1 0 468
|
100



TABLES

Mean, median,.
quartile

and decile salaries including bonus,.commission-andprofit sharingin
September

19778

All respondents ,

:
Private sector

|

Nationalised
industry?

“Gommercial and industrial
7

Net.assets (£m)

'. Net.assets (£m)
,

. :
1,250| 250 | 50 ‘| 10 |UnderlFinan-|Total|1,250} 250 | 50
and but under 10 | cial and | but under |Total

over }1,250) 250 | 50: over 1,250] 250

‘£000 |£000 | £000'| £000| £000 |.£000 |£000
|

£000] £000] £000
| £000

Chairmen
Highest decile _ 455-5 |

475 143-9 53-3]
|

-}| 19-1 | 23-5

Upper quartile
53%8.| 41-0 |33-3| 23-6 | 45-0) |

23°5.| 17-6 | 20-0
Median 76-2| 48-1 |33-0 |26-0 |.20-2 | 40-0 |33-0| 23-5 | 16-3 |

14-0
|16-0

Lower quartile 42-8 |29-0} 16-8 | 18-0 22-2: | 14-9 | 13-0 | 13:0
Lowest decile 35-0| 206 | 15-3. 17-0 . 11-6 | 12-8
Mean 74:8 |46-4| 34-4 | 26-9 |21-7 | 38-6 134-5 |22-9 |

18:4). 15-2 | 17-4

Deputy Chairmen ,

Highest decile
[ 50-2 | 43-0 | 31-4 : 43-1 19-5

Upper quartile 1 42-5 | 35-1 |.25-7] 23-5 | 360/368] |

|

[13-0] 18-8

Median 74:3 | 40-0 |28-0 |22-0 | 20-0 | 24-2 126-2 | 19-5 | 16-0 |
12-0

| 13-3
Lower quartile 35-0 |21-7 | 17-0 | 17-5 | 17-5 |.19-7 11-7 | 12-0
Lowest decile: 33-0.|.17*7 | 15-1 |. 16-6| 11-5
Mean 59-5| 41-0 | 29-8 | 22-6 | 22-0) 27-5

|
29-6 | 20-9 | 17-3 | 12-9 15-4

Other main Board membérs .

Highest decile 59-6| 37-7 | 27-7 | 27-5 | 25-4 | 30-4 [32-2 | 214
Upper-quartile | 56-5 } 32-0 |'24:0 |-23-0 }.18-5 | 27-1.

| 26-0
|
16-5

| 19-8}. 13-0
|
16-8

Median 32-2 | 25-5 | 20-0 | 16-4-| 14-7 | 21-8 | 20-5 | 15-4
| 16-3 [712-2 | 15-0

Lower quartile | 28-6 | 22-0 | 15-5 |
12-5

|
127

|
17-6 |15-0 |

15-0
|
15-0

|
11-5 13-0

Lowest decile 23-3. |20-2|12-2 |.10-7 | 9-1 | 15-2 | 11-7 11-4
Mean 40-0 | 27-7 | 19°8 {18-3 | 16-2 |22-8 | 21-7| 15-5 7

17-77) 12-7 15-4
Senior executivés

1 ‘

Highest decile- | 37:4 | 21-2 [19-8 | 15-1 | 12-8 | 294 | 20-7| 16-9 |°18-6 | 14-7
|
17-1

Upper quartile | 33-2 |19-0 | 16-7 | 12-1 | 10-7| 19-8 |
16-9

| 15-3 [16-5
|
14-2 |-15-1

Median 27-2 | 16-6 |.13-1.| 10-0 |. 9-1 |.14-0 [12-8 | 14-3 | 14-5 |-12-5 | 13-5
Lower quartile 18-8 | 14-7 ]10-2} 8-O| 7-2 | 11-7 | 9-5 113-2 | 13-1 }.11-5 | 12-3.
Lowest decile 16-4 113-2 | 85] 65 | 63 | 9-5 | 7-3 [12-5 12-3 -}:10-8 |11-3
Mean +

| 26-5 £17-1 | 13-9 | 10-4 | 9-3 |
16-8

| 13-9 |
14-6

|,
15-1

| 12-6 |13-9

*Deciles omitted if 20.
pes
osts or less; quartilesomitted if 10 posts or'less.

a =
Including part-time Chairmen, “Deputy Chairmen and’Boardmembers on full-time
equivalent salaries.

:
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Chairmen: Distribution in ranges of September 1977 salaries plus bonus, commission and profit sharing, by size and type of organisation

TABLE 6A

All respondents
Net assets! £1,250m and over £250m but under £50m but under

{|
£10m but Under Financial Total

£1,250m £250m under£50m) £10m
Range of

-

1977 salary Private | National-.| Private | National-} Private | National-} Private Private Private Private | National-
.plus bonus etc ised . ised ised . ised

No. | % | No.| % |No.| % |No.| % | No.| %]No.| % | No.| % | No.| % |No.| % | No.] %|No.| %
£50,000 — 4 |100 11 |}

50 9 1 4 19 | 17
£40,000 — | 6 | 27 8 | 24 4 | 15 1 5 | 6 | 75 | 25 | 22
£35,000 — 3 | 14 5 | 15 1 4 : 9 8
£30,000 ~ 1 5 | 1 6) 7 |.21 2 8 1 5 {| 1 ;12 | 12] 11 1 2
£25,000 1 | 17 5 | 15 6 | 23 | 10 | 1 | 12°] 14] 12 1 2
£22,500 3 | 50 4 } 25 1 4 3 | 15 4 4 | 16
£20,000 — 1 | 17 1 6 | 2 6} 2 9) 2 8 4 | 20 8 7 4 9
£17,500 — 1 5 .

1 3] 4 | 17) 2 8 5 | 25 9 8 4 9
£15,000 — 1 | 17 6 |

38} 1 3; 5 | 22; 5 119 3 | 15 9 8} 12 | 27
£12,500 - 4 | 25} 1 3] 9 | 39 1 1 | 13 | 29
£10,000 — 3 | 13) 2 8 2 2
£9,000 — 1 5 1 1
£8,000 - .

£7,000 —

£6,000 -
£5,000 -
Under £5,000 .

Total 4 |100] 6 | 100] 22 |100 | 16 | 100] 33 | 100} 23.) 100.) 26 | 100 20
|]

100; 8 |100 {113 100) 45 | 100

Mean salary plus
bonus etc £000 75 23 . 46 18 34 15 27 22 39 34 .17
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TABLE 6B
Deputy Chairmen: Distribution in ranges of September 1977 salaries plus bonus, commission and profit sharing, by size.and type of organisation

All respondents
Net assets £1,250m and.over £250m but under , £50m but under £10m but Under | Financial Total

.
‘

£1,250m |
£250m under£50m| =£10m

Range of.
-

- :
= —~

1977 salary Private | National-| Private | National-| Private | National-| Private Private Private Private |

‘National-
plus bonus.etc ised . ised ised |; po. ised’

No. | % |No.| % |No. | % |‘No.| % |No.| % |No.| % | No.|] %1No.| % |No. |% |[No. | % |No. | %
£50,000 — 4 | 57 4 | 19 P27) 5 8 | 11 8
£40,000 - 2 | 29 8 | 38 Sf it 13 7{ 1 6 19 | 13
£35,000 - 1 } 14 | 4 J} 19 S| ii 1 2) 1. ] 6 | 4 |B | 16 |11
£30,000 — 3 | 14 7 | 16; 3 7. 1 8 ;14 | 10
£25,000 — . 11 5

{| 1 |}
11 | 11 | 25 8 | 19) fF 1 6 ' 21 |.14 1 3-

£22,500 = 2 {40 } 1 5
“ 2) 5 4 9} 4 | 24 | 1 8 1}12

|

8 2 6
£20,000 —

‘
:

| 4) 9 |

6 | 14) 2 | 12 | 1 8 |13 1 9
£17,500 — 3

|}
60 3 | 33 3 7/41 6] 6 | 14] 4 | 24 {3 |23 1/16 | 11 7 | 22

£15,000 —
i

| 1, 2 | 22 5 | 11 2,411] 8 | 19] 1 6 ;1
|
8 715 ]10 | 4 | 12

£12,500 - , 1 | 11 4 | 22 2°712 41 8 3] 2] 5
J

16
£10000 —

i ' 2 | 22 11
|,
61 | 4 9/ 1] 6 3S 3 1/13 | 41

£9,000 — yo. |

‘

£8,000 — ' |

£7,000,— :
1 ; 4

£6,000.— i

£5,000 - |

|
4

|
'

Under £5,000 dod
gy

Total 7 {100.) 5 100|} 21 200 9 |100 | 44 1100) 18 | 100 | 43 [100] 17 |700 }13 100 145 [200 32 4 100

Mean.salary |

0

. ‘
, ,

plus bonus-etc £0001 60 21 41 17 13 230 22 27 «630 15
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Other main Board members: Distribution in ranges of September 1977 salaries plus bonus, commission and profit sharing,
by size and type of organisation

TABLE 6C

All respondents
Net assets | £1,250mandover {| £250m but under £50m but under £10m but Under | Financial Total

. 1 £1,250m £250m under£50m|- £10m
Range of
1977 salary Private | National- | Private

|

National-| Private | National-| Private Private Private Private
| National-

plus bonus etc ised ised ised ised

No. |% |No. | % |No. |% |No. |% |No. |% |No. | % | No.| %|No.}] % INo. |% |No. | % |No. | %
£50,000 - ‘41 138 1 1 12) 2
£40,000 - . 1 3 13 7 2 1 3 2 1 1 20 | 3
£35,000 — 14 8 2 1 5 3 2 25] 3
£30,000 — 4 | 14 38 | 21 9 4 5 3 2 2 4 8 | 621 8
£25,000 — 7 |.24 47 |27 | 1 5 142 |16 17 | 10 9 9 113 126 |135 | 17 1 2
£22,500 - 19 }11 | 2 [411 137 |14 14 8 5 5 5 |10 | 82] 10 2 4
£20,000 — 24 7

/

12 | 7 130 317 $2 {411 138 |} 15 9 5 5 5 9 {18 | 93 | 12 3 6
£17,500 — 11 6 | 3 16 |30 |12 | 2 j12 1 24 | 14 8 8 8 }16 | 81 [110 5 10
£15,000 — 12 | 86 4 2 7 #37 «137 | 14 25 | 14] 21 | 20 4 8 91 )11 }19 38
£12,500 - 1 1 | 4 |2r |30 [12 | 5 129 | 29 | 16] 28 } 27 4 8 | 92 | 12 9 18
£10,000 — 16 6 | 9 |53 | 36 | 20 8 8 1 2 | 61] 8 9 18
£9,000 — 6 2 6 3 7 7 19 | 2
£8,000 - 3 1 2 1 3 3 8) 1
£7,000 - 4 2 {41 6 6 6 10] 1 1 2°
£6,000 — 1 7 1 0 41 0 1 2
£5,000 —_
Under £5,000

Total 29 {100 |14 |100 |177 {100 {29 [100 |257 100 | 17 {100 | 176 |100/ 103 }100 |50 {100 /792 {100 |50 | 100

Mean salary
plus bonus etc £000 40 16 28 18 20 13 18 16 23 22° 15



All respondents

Senior executives: Distribution in ranges of Sepember 1977 salaries plus bonus, commission and.
profit sharing, by size and type of organisation

TABLE 6D

£1,250m and over ‘£250mbut underNet assets £50m but under =|}£10m but Under | Financial Total
. \ £1,250m £250m under£50mj £10m

Range of - - —
_
1977 salary Private |} National- | Private | National-| Private | National-| Private Private ‘| Private Private | National-
plus ‘bonus.etc ised ised ised ised

£50,000
‘No.| % | No.| % | No.| % | No.| % | No.| % | No.| % | No.| %] No.| % |No. |% |No.| % |No.|] %

£40,000 6 8 4 3 7

10] 1,
£35,000 ~ 11 | 14 3/ 1 3) 24 17] 1
£30;000 ~ 15 | 19 1| 0

‘

S| 1 : 6 4 | 27} 2
£25,000 ~ to | 13 5| i 1 1) 8] 1 2) 1 8 5§ | 33; 2 1 0
£22,500 — 4 S|} 1 1 | 18) .5 3 2| 19] 3 1} 0 1 0 7 5} 50; 3 4 1
£20,000 ~ 6 |. 8 3 3 1 40] 12 5 3} 21) 4 | 6) 2]. 8 5 } 81] 5 8 2
£17,500 — 12 | 16 4 41) 71| 21) 21 | 14} 63) 11 1 1} 14] 4 37 41 6 | 4 {169 10 | 26}. 6
£15,000 — 71 9 | 26 | 28 (107; 32 | 36 | 23 | 84/ 15} 10 6; 19; 5 2 1,18 | 12 {2377113 | 72] 17
£12,500 — 3 4 | 52 | 55 | 82) 24) 69 | 45 | 111].19] 78] 44] 50/13] 21], 9 | 39

|

27 [306] 17 ]199] 46
£10,000 - 2 3 8] 9 |; 14] 4} 20 | 13 }139] 24] 79 | 44

| 104] .27] 54] 23
|

25 117 1338} 19 |107] 25
£9;000 — 1 1 48] 8 3) 2) 45] 42] 48] 20 |

13 9 4155] 9 3 1
£8,000 — 33| 6] 6] 3 49] 13] 30; 13 2 1,114) 6 6 1
£7,000 — 10} 2 1 1 41; 11) 34] 14 4 3.1 89] 5 it oO

£6,000 — 12} 2) 1 1 36). 9} 297) 12 3 2 | 80) 5 1 0
£5,000 — 1s; 3 21; 5S) 9 4 45{ 3}.
Under £5,000 2] 0° 2) 1 8 3 12; 1°

Total 77 1100} 94 | 100°} 338 |-100-| 155| 100|573 |100] 179] 100 390 f' 100) 239] 100 |.146 |100 [1,763] 100
|
428 ; 100

Mean salary
:

plus bonus etc £000 27 15 17 15 14 13 10 “9 17 14 14





l respondents

Composition of mean total remuneration, by type of post and type of organisation
TABLE 7

Superannuation Benefit from provision of Benefit from provision of
1977 Excess | General Employ- | Benefit Total Total re-
salary Total | Employ- | Employ- from expenses |Company | Chauf- | Mainte- Petrol ee’s from benefit | Hous- | Other | Assist- Free Life Other | muneration
plus contri- ee’s ers share allow- car feur nance & oilb pay- car from ing loan ance private assur- | items | (i+4+5+6
bonus | bution? | contri- contri- option ance ments allow- provi- loan ' with medical ance 413414415
etc bution bution or towards ance sion '

school insur- +164+17+18
(2-3) incent- |

private of car fees ance +19)
ive motor- (74+8+9 :

scheme ing +10-11 ‘

+12)

1 2 3 4 5 6 7 8 9 10 12 13 14 US 16 17 18 19 20

ivate sector '

Main Board members

Average amount £ | 24,167! 5,708 694 5,014 192 80 697 150 203 108 42 12 1,128 87 118 14 63 145 30 31,037
Per cent of salary . !

plus bonus % 100 23-6 2-9 20-7 0-8 0-3 2-9 0-6 0-8 0-4 0-2 0-0 4-7 0-4 0-5 |
+ 0-1 0-3 0-6 0-1 128-4

Senior executives

Average amount £ {13,895 | 2,630 438 2,192 116 13 446 12 160 80 33 23 688 102 84 13 57 70 21 17,252
Per cent of salary |

plus bonus % 100 18-9 3-2 15-8 0-8 0-1 3-2 0-1 1-2 0-6 0-2 0-2 5-0 0-7
0-6

0-1 0-4 0-5 0-2 124-2

ationalised industry
4

Main Board members
|Average amount £ | 16,097 | 3,516 941 2,575 _ 29 519 490 -176 113 86 _ 1,212 _— —_ — 16 —

|. 33 19,961
Per cent of salary

|

plus bonus %
.

100 21:8 3-8 16:0 _ 0-2 3-2 3-0 1-1 0-7 0:5 _ 75) — — _— 0-1 _ 0-2 124-0

Senior executives |

Average amount £ | 13,941] 2,896 898 1,998 15 337 233 130 71 65 37 743 38 1 15 48 24 16,824
Per cent of salary
plus bonus % 100 20-8 6-4 14-3 _ 0-1 24 1:7 0-9, 0-5 0-5 0-3 53 0-3 0:0 0-1 0-3 0-2 120-7

The total percentage contributions were estimated from the provisions of the individual pension schemes by the Government Actuary (Appendix C)
For private motoring.
{ncludes: provision of telephones; salary continuation in the event of permanent ill-health schemes; accident insurance; professional subscriptions.
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Summary of mean total remuneration, by type of post and size and.type of organisation
TABLE 8

All respondents
Number 1977 Employer's _

Benefit from Total-remuneration
‘of salary supers,

=

posts plus annuation Company Other Amount Index (1977‘ bonus ete
|
contribution cars? items salary plus°

bonus = 100)

Private sector £ £ £ £ , £
Main Board members
Commercial and industrial

£1250m and over 40 46,869 15,307 1,175 189 63,539 136
£250m — 221 30,864 7,769 1,342 1,499 41,474 134
£ 50m- 336 22,575 4,190 1,115 627. 28,506 126
£ 10m- 245 193,954 2,963 1,066 291 24,273 122
Under £10m 140 17,693 2,517 1,074 239 21,523 122

Financial ‘ 71 25,416 6,550 811 1,470 34,247 135

Total 1,053 24,167 5,014 1,127 729 31,037 | 128

Senior executives .

Commercialand industrial 4). .

£1250m and over WW 26,535. 6,955 860 949 35,299 133
£250m — 339 17,076 3,137 793. 882 21,887 128
£ 50m - 573 13,864 1,976 701 406 16,947 122
£ 10m- 390. 10,446 1,102 627 130 12,305 : 118
Under £10m 239 9,265 867 644 141 10,917

‘ 118
Financial 146 16,774 3,417 544 1,106 21,841 130

Total 1,764 13;895 2,192 688 477 17,252 124

Nationalised industry
Main Board members

£1250m-and over 22 18,382 3,028 1,454 0 22,864 |
124

£250m — 35 17,869 3,073: 1,715 169 22,825 128
£ 50m - 43 13,768 23002 682 43 16,495 120

Total 100 16,097 2,575 1,212 78 19,961 124

Senior executives :

£1250m and over 94 14,641 2,195 930 10 17,776 121
£250m — 455 15,071 2,208 981 266 18,527 . 123
£ 50m - 179 12,594 1,714 439 115 14,862 118

Total 428 13,941 1,998 743 141 16,824 121

4 The total percentage contributions were estimated by the Government Actuary (Appendix C) and the estimated employers’ contributions were derived from these bysubtracting
the employees’ contributions shown by:the salaries survey.
b Including car allowances.
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Percentage superannuation contributions for each type of post by type of organisation, by ranges of 1977 salary plus bonus, commission and profit sharing
All respondents (providing superannuation data)

:

TABLE 9

Chairmen Deputy Chairmen Main Board members i Senior executives

Private Nationalised Private Nationalised Private Nationalised
( Private Nationalised

Range of 1977 Employ- | Employ- | Employ- |Employ- |Employ- | Employ- | Employ- | Employ- | Employ- | Employ- |Employ- |Employ- | Employ- |Employ- | Employ- | Employ-
salary plus er’s ee’s er’s ee’s ers ee’s ers ee’s er’s ee’s ers ee’s er’s ee’s er’s ee’s
bonus etc contri- contri- contri- contri- contri- contri- contri- contri- contri- contri- contri- contri- contri- contri- contri- contri-

bution ‘bution bution bution bution bution bution bution bution bution bution
bution

bution bution bution bution

% % % % % % % % + % % % % % % % %
£50,000 — 23-2 11 45-2 1:5 20-4 0-3 :

£40,000 25-2 2-4 26-2 2-9 25-6 2-5 26-4 2-5
£35,000 — 53-0 2-2 30-0 1-7 22-8 2-2 i 24-5 2-5
£30,000 — 27-7 3-4 13-0 3-0 36°8 3-5 25-7 2-7 23-8 1-4
£25,000 — 32-2 4-4 . 23-0 3-3 25-7 2-5 19-1 1-4 12-0 8-0
£22,500 — 13-7 2-1 79 4-4 14-7 4-3 17-0 85 28-9 2-9 22:5 3-1 15-5 70
£20,000 - 25-4 3-1 8-3 4-7 18-9 4-4 27-5 2-2 18-0 9-0 21-8 3-3 16-8 8-1
£17,500 — 12-7 3-8 8-4 3-0 17-7 3-6 10-8 6-4 17:3 3-7 7-2 43. 24-0 2-9 13-1 5-9
£15,000 - 17:5 4:8 9-8 5-2 17-7 3-9 9-8 5-4 15-5 4-1 12-1 6-4 25-1 2-9 13-2 6-7
£12,500 — 14-1 5-0 12-0 6-3 9-1 4-0 9-0 5-2 14-8 3-9 12-6 6-8 20-4 3-3 12-6 6-4
£10,000 — 13-0 6-0 10-8 6:0 14-7 2-4 12-1 6:3 15-6 4-9 13-2 7-2 16-9 3-5 12-5 6-4
£ 9,000 - 8-2 5-0 15-0 4-0 ' 15-7 3-6 11-9 6:8
£ 8,000 - 15-2 5:0 14-7 4-4 12-5 5-7
£ 7,000 — 7-3 4-6 15:0 7-5 13-1 4-9 11-8 6-0
£ 6,000 - 8-8 4-4 16-0 8-0 11-6 4-7 11-8 6-0
£ 5,000 - 9-7 5-0
Under £5,000 } 7A 5-9

Mean contribution 26-9 2:6 9-9 5-0 27-0 3-0 11-5 6-3 22-9 3-0 12-2 66 20-4 3-2 12-8 6:5

Number (103) (42) (132) (31) (763) (42) (1,685) (401)
y

|
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Age on retirement
TABLE 13

Private sector Nationalised industry

Board members Senior executives Board members Senior executives

Organ- Posts Orgari-” | Posts Organ- | Posts Organ-
“| Posts

. isations isations jsations isations

Total covered by a senior: executive or Number 182 957 189 1,713 32 82 45 398
main company staff scheme % 100-0 100-0

.
100-0 100-0

Normal retirement age for those in:

i) a senior executive scheme only
or in addition to a main company
staff scheme)
(ii) a main company Staff scheme only

Under 60 years @) Number | 1
6 ‘5

— — — =_ _— _
: .

(ii) Number —
_—

_ — _ _—
— _

. %
60 years @ Number 28 175 12 104 2 6 2 25

. % 18-3 6-1 73 6:3
(ii) Number 15 81 17 123 2 3 5 37

lo 85 7: 3:7 14-3

61-64 years @ Number 21 135 23 231 _— —_ _
4 14-1 13-5

(ii) Number 6 30 5 69 3 10 —
% 3-1 4.0 12-2

65 years (i) Number | 49 235 52 441 “4 2 2 8
-% 24-6 25-7 2-4 . 2-0

(ii) ‘Number 70 294 99 745 24 61 38 308 .

. % 30-7 : 43-5 . 74-4 71-4
~ Over 65 years (i) Number 1 t 1

_ —_—— — — —
- .

op

Gi) - ‘Number = = =_ wa
%
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‘Proportion ofpensionable pay given as pension and additional lump sum

TABLE 12

Privaté sector ‘Nationalised industry
,

Board members Senior executives Board members Senior executives

. Organ- Posts Organ- Posts Organ- Posts Organ- Posts
isations isations isations isations

Total covered by a senior executive or Number 182 957 189 1,713. 32) 82 45 398
main company staff scheme % 100-0 100-0 100-0 100-0

Proportion of pensionable pay received
as pension (before allowing for !

commutation), assuming full pensionable
service 4: .

Under 50 per cent Number — — 1 5. — _ — —
% 0:3

50 per cent Number; — 2 13 23 59 25 236
% 0-8 72-0 59:3

51-65 per-cent Number 8 40 8 78 _ _ 11 67
%

|,

4-2 4-6 16:8

66% per cent Number 171 901 173 1,583 9 23 9 95
% 94-1 92-4 28-0 23-9

Over 66% per cent Number /

1 8 2 21 — —_ —_ _
% 0:8 1:2

Proportion of annual pensionable pay
given as lump sum in addition to pension,
assuming full pensionable service 4:

Nil Number
|,

180 949 186 1,700 9 23 135
% 99-2 99-2 28-0 33-9

150 per cent or more Number} — —
_—

_ 23 59 34 263
% 72-0 66-1

4 Excluding those organisations in which pensions are not based on pay at or near retirement.
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Basis of pension

TABLE 11

Private sector Nationalised industry

Board members. Senior executives Board members Senior executives

Organ- Posts Organ- Posts Organ- Posts Organ- Posts
isations isations . isations isations :

Total covered by a senior executive or Number 182 957 189 1,713 32 82 45 | 398
main company staff scheme % 100-0 100-0 100-0 100-0

Pension based on pay at or near retirement Number- 15 78 19 159 20 53 19 156
and updated to the time of retirement by the % 8-2 93 64-6 ‘39-2
movement in the cost of living
Pension based on pay at or near retirement
but not updated to time of retirement: .
Final pay or final year’s pay” Number 60 323 54 467 4 9 13 100

% 33-8 27:3 11-0 25-1
Best year’s pay out of final 3 or 5 years’ Number 15 89 . 15 146 3 8 7 57
pay % 93 «|

8-5 9-8 14-3

Average of final 3 or 5 years’ pay Number 21 95 29 267 1 4 — —
% 9-9 15-6 4.9

Average of best 3 or 5 years’ pay out of Number 39 196 43 388 _— — —_
. last 10 or 13 years’ pay

~

% 20:5 22:7
‘Other Number 17 92° 15 144 1 4 2

% 9-6 8-4 4-9 9-8
Choice of’ the more beneficial of two of Number 13 76 11 129 3 “4 4 “46
the above bases % 79 735 4.9 11-6
Pension based on another method Number 2 8 3 13 _— —_ —

% \ 0-8 0-8

aIncluding, in private industry, 12 organisations with 69 Board members and 10 organisations with 93 senior executives for which the detail of the basis was
not specified.
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Superannuation and life assurance schemes TABLE 10

Private sector : Nationalised industry
' "Board members Senior executives Board mémbers Senior exécutives

Organ- Posts Organ- Posts Organ- Posts Organ- Posts
isations isations isations isations

Total covered'by the questionnaire Number 197 1,053 192 1,764 34 100 46 428
% 100-0: 100-0 100-0 100-0

Covered by individual arrangements "Number| 50 89 18 47 1 2 3 4
(whether or not in addition to a senior % ' 8-5 2-7 2-0 0-9
executivé:or main.company staff scheme)

.

Covered by continuation of a previous Number 5 _ _ _ . _ 3 | 3 _ _
scheme % .

‘ 3-0

Total Number | 50 89 18 47 4 5 3 4
% 85 | 2:7 5-0 0-9

of which,~ qualifying formaximum pen- Number |- 30 57 : 5 16 2 2 1 1

sion-plus lump sum benefits 34 0-9 20 0-2
under Inland Revenue rules

‘
Within a senior éxecutive schemé (whether Number

{|
100 552 87 =| «6776 3 8 4 33

or not in addition to the main company % 52-4 44.0 8-0 TT
staff scheme) |

Within- the main company: staff scheme Number , 91 405 121 937 29 74 43 365
only % 4. 38-5, 53-1, 74:0 85:3

No: pension cover provided by the Number | 7 3 4 3 13 2 26
employer :

. . % 07 ° 0-2 13-0 6-1

Late entrants with less than 20 years’ Number , 78. 118 69
|

119 8. 11 19. | 40
service before normal retirement age %

|
112: OF, 11-0 : 9.3

of which — benefiting from discre- Number
|

44 21 4 4 5
tionary ‘arrangements to % 6-0 2-0 4-0 1-2
enhance pensions '

~ not benefiting because of Number 3 4 , 3 4 _ = 2
retained . benefits. from % ' OR. fe O5-
previous employment- not benefiting for other Number 35 51 49 80 5 7 15 33 .

reasons % 4:8 4:5 70 77
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Basis of pension increases
TABLE 14

Private sector Nationalised industry

Board members Senior executives Board members Senior executives

‘Organ- Posts Organ- Posts | Organ- Posts Organ- Posts
isations

| isations isations isations

Total covered by a senior executive or Number| 182 957 189 1,713 32 82 45 398
main company staff scheme % 100-0 100-0 100-0 100-0

Pension increased after retirement Number 166 887 170 1,568 32 82 45 398
% 92-7 . 91-5 100-0 100-0

Basis of increase for those with peision
increase
Firm commitment to increase pensions:
By reflecting movements. in the retail
price: index
(i) in full Number 1 4 1 2 4 9 4 44

% 0-4; 0-1 11-0 11-1

(ii) in part, with a 5 per cent limit Number 5 30 3 26° — — —
% 3-1 15

(iii) in part, with a 2% or 3 per Number 3 7 5 ‘32 _
cent limit % 0:7 1:9

(iv) in part, with another limit Number 2 16 3 18 1 7 1 25
. . % 1-7 1-1 8-5 6:3

In line with the provisions of the Number _ _ _— _ 24 56 36 275
Pensions (Increase) Act 1971 % - 68-3 69-1

By a fixed percentage of:
5 per cent or more Number 6 29 4 38 _— = — —

% 3-0 2:2

(ii) Between 3 per cent and 5 Number 2 14 2 11 — — —
‘per cent % | 15 0-6

(iii) 24% per cent or 3 per cent Number 25 113 26 227 _— — _— —
% 11-8 . 13:3

On another basis Number 5 30 4 33 1 1 10
% 3-1 1:9 1-2 2:5

Ex gratia increases in pensions which
have resulted in pension increases: in:
the past:
Reflecting movements in the retail
price index .

G) in full Number 5 26 5 64
|

— —
% 2:7 3-7

(ii) in part up to a fixed limit Number 3 16 3 19
—_— =_ _—

—
% 1-7 1-1.

(iii) in part up to a given Number 6 18 6 54 — _ — —
proportion % 1-9 3-2

(iv) in part, other Number | 34 209 34 318 1 4 1 18
% 21:8 18-6 . 4-9 AS

In line with movements in salaries at Number 3 12 5 42 — —_ _— _
corresponding levels within the % , 1-3 2:5
company .

Reflecting other factors Number 37 192 42° 408 1 5 1 25
% 20-1 23-8 6-1 6:3

Mixture of firm commitment and’
ex
fratia payments .

|

-

irm commitment to part of the move- Number 12 67 14 132 — 1 1
ment in the retail price ‘index % 7-0 VT 0-3
Firm commitment to a fixed per- Number 14 88 10 110 _— _— _ —
centage % 9-2 6-4
Other Number |

3 16. 3 34 _
_— — —

% 1-7 2-0
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Taare 1SA
Board members in private sector: Distribution ofannual average percentage increases in pensions after retirementmade in 1974-1976", by.basis of increase

Numberofposts

Organ-
|

Posts Ranges of annual average percentage increases in pensions
Over-"sisa~ :

_ tions: With. |. . . -
| atime:

Current basis of increase ;

stat~ ‘in-
|, O-1-; 2-5-{ 3-O-| 4-0-| 5-0~) 7-5-)10-0- i2's- 15:O-| 17-5~{20-0-| ‘22-5| ual

|} ing jTotaljcrea-| 0 2-4 |. 2:9 | 3-9 | 49 | 7-4 | 99 112-4 114-9 [i74 199
22-4] or |.aver-

in- ses :

. ‘
4 over | ages

crea- | stated '

ses
:

. ' %
No increase payable’

16 ‘| 70 | 70 {70 .
:

. 0-0

Firm commitment to:
oy.

Retail price indexin full 1 4; 4 ‘17:8
Retail’ price index.in part 7.1 53] 42 | 3 30 T 43
Pensions.increase act 0}; 0 0. =
Fixéd percentage 25° | 182 1133 29 | 79 9 4 | 10 2 3°7
Other - Ti o4f 4 Hoots 4 8-7

Ex. gratiapayments which:thave |

‘

reflected:
‘

Retail price: iridexin full 5 26
|

26
:

:

. 5 12 9 . 15-6
Retail price indexin part 39 | 243 1229 4 4 3 9 1 34 119 98 719 }15 | 18 5 4,109
Salaries:in the company -1 j 12 6

|

' 6
|

8-7
Other 33

|

192/173 |20 410 |] 6 7 1 24 {26 33 126 } 11 9 8-7
Mixture offirm commitment and iex gratia increases

_
24 [171 4151 8 | 6 | 30 130 14

134 18 i 10-7

Total
,

Number | 152 |. 957/838 |94 | 14 | 47 /|106 | 17 122 95 |152" |
79 56.)s1 | f

% . 100-0 11-2} 1:7
|
5-6} 12-6) 2-0

|) 14-6)/-11-3] 18-1) 94) 6-7) 6-1 06 | = *

@ The precise period towhich theiincreages relate willvary between one organisation aind another,been the current basis shown.
b 8:9 per cent if those to whom “noincrease payable” are excluded.

and the basis of any increases ‘in‘that period may not Have
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TABLE 15B
Board membersin natioalised industry: Distribution of annual average percentage increases in pensions after retirement madein

1974-1976" by basis ofincrease
Number of posts

Organ; "Posts "| . _ Ranges of annual averagé’ percentage increases in pensions 1Over=
isa- = =

7 + all~
. tions. |, With . mo . : ann-

Current basis of increase ‘stat-., in- O-1— | 2:5-} 3-0- | 4-0- 5.0: /75- | 10-0-|12-5-1 15-0-] 17-5— |20-0- |22-5| ual
- ing |Total|.crea- | 0 | 2-4 | 2:9 {3-9 [4-9 | 7-4 |9-9 [12-4 [14-9 117-4 [19-9 122-4 | or | in-

“tot ~ in- | ses : over | crea-
crea-i stated ses
ses

‘
, %

Noiicrease payable / 0 “0 70° i
: _—

Firm commitment to:
‘

Retail price index‘in full” 3 9 8 8 18:5
‘Retail price indexin part 1] 7 7 | 7 16-1
‘Pensionsincrease act 23, 56 | 55

: 55 18-7
Fixedpercentage 0 1 0 _
ther . 0 0 0 _

Ex gratia payments
which have ‘

reflected: .

Retail price index iin full 01 0 0

Retail price indexin part 1 4 4 4 17-8
Salariesin the company 0 0 0 —
Other 1] 5 5

|
5° 18-7

Mixture of firm commitment and .

ex gratia increases 0 0 |. 0 :

Total Number |- 29 | 82 |' 79 Pap a 2 fgg% |:

100-0 soy 1 89 1.911

4 The precise period to which theiincreases relatewill vary between-one organisation and another,and
the basis of any

increases in that periodmay not have
been t e

current basis shown.
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TABLE 15C
Seniorexecutives.in private sector: Distribution. of annual averagepercentage. increases in pensions.after retirementmadein

1974-1976" by basis ofincrease
Number of posts

: Organ}
" Fosts

. Ranges.of aunual average percentage increases in pensions | Over-
Pd gge che

, tions
‘

With | -
7

ann-
Current basis of increase -

| -stat- ine
_
O-1— | 2-5 |.3-0- | 4-0-1) 5-O- | 7-5= | 10-0- |12-5—115-0- ]17-S— |20-0-

|

22:5 | ual
ing |Total} crea-} O | 2:4

29 3-9 149 | 7-4-19-9 112-4 }14-9 j17-4 |19-9 ]22-4 | or javer-
in- | ses : .

| over | age
| crea- stated

ses
,

%,
No: increase payable

~ 19 | 145) 145 | 145 0-0
Firm commitment to: .

“‘Rétail-price index’in full 1 2) 2 |. 2 17:8
Retail price indexin part 6 761 44 . 12 9 22 1

|.

4-0
Pensionsiricrease act 1 0 0; 0 _
Fixed percentage - 24 | 305] 208 : 49 4133 | 26 3-8
Other y

1 4| °4 : 4 | 8-7
Ex gratiapayments which. have ‘

reflected:
‘ ,

. : :

Retail-jprice indéx
i
in full i 5 64} 64 4 13 5 22 29 16:0

Retail price indexin part 40 | 391} 366 | 13 4 )17 | 7 63 | 58 |114 | 41 1/26 |19 |} 4 |10:2
Salariesin the company~

{ 4) 421 38. ti
‘

~ 6 { 31 1 . 8-2
Other 37) 408/356 | 44 | 13 9 126 |10 | 59 | 47

[|

63 | 47 | 21 317 8-1
Mixture of firm commitment and

.
|

ex gratia increases
|

(22
276 226 -

18
|

14 | 40 7 48 [ 53 |,21 114 |18 9-5

Total |159 L713 4;453 202 | 35 487 4182 417 1190 4189 269 ‘110.|.83. [8s .| —
| 4. Bq

+ "100: 0} 13-“of 2-4) 6-0} 12-5] 1:2] 13-1} 13-0) 185) 7-6/ 5-7
|

5-8 |. 0-3

aThe precise period to which: the iincreases:
relate

willvary
between one

¢ organisation and'another, and
the basis:of.anyincreases.in-that

period
may nothave

been‘the current-basis‘shown.~ ~ - : . .

8-5 per cent if those to whom “‘no increase payable” are excluded.
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Senior executives in nationalised industry: Distribution of annual average percentage increases in pensions after retirement

made in 1974-1976" by basis of increase

TABLE 15D

Number of posts

‘{Organ-) Posts Ranges of annual average’ percentage increases in pensions :

Over-isa~ —
- a

| tions With . ann-
Current basis of increase stat- in- O-1- | 2-5— |3-0- |4-0- | 5-O— | 7-5- 110-0-]12-5—|15-0- }17-5- {20-0-| 22-5 | ual

, ing {Total |crea- 2-4 12-9 |3:9 149 (7-4 19-9 ]12-4 ]14-9 {17-4 ]19-9 [22-4 | or j|aver-
ine ses over | age
crea- stated
ses

%
No increase payable 0 0 0
Firm commitment to:
Retail price indéx in full’ 3 44 | 35 35 18-5
Rétail price index in part 1 25°) 25° |. 25 16-1
Pensions. increase act 34° | 275 1265 3 |262 18°7
Fixed percentage 0 10 0
Other |

0 0 0 —
Ex gratia payments which have
reflected:Retail price index in full 0 0; 0 _
Retail price index in part 1 18 | 18 18 17:8
Salaries in the company 0 0 0
Other 1 25 | 25 25 18-7

Mixture of firm commitment and ‘

ex gratia increases 1 1 1 1 8:8

Total Number | 41 | 398 |369
— | — {28 [340 |}

— | —
|aga% 100-0 0-3 7-6 | 92-1

® The precise period to which the inc
been the current basis shown. ’

reases relate will vary between one organisation and another,andthe basis of any increases in that period may not have



TABLE 15E
Mean

percentage
increases?in pensions after retirement, made iin 1974, 1975 and 1976, by

typeorganisation and type of post

Yearin whichincrease made

1974 1975 1976

Number of Number of Number of
|

‘posts for
‘|

posts for posts for
which. Mean which Mean which Mean
infor- increase} infor- increase| infor- |increase
mation. mation mation .

given | given given

% % %
Board members

.

Private sector: 768 8-3 791 9-9 820
| 89

Nationalised industry 79 ‘15-7 80 24-8 |. 80 15-0

Senior executives :

Private sector 1,308 | 7:7 1,402 94 1,453 8-5
Nationalised industry 369 15-7 378 25-0 378 14:8

4 Excluding those for whom there is no provision for pension increases.
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Death in service benefits and life.assurance provision

TABLE 16

Private sector Nationalised industry

Board members Senior executives Board members Senior executives

Organ- Posts.
| Organ- Posts |, Organ- Posts Organ- | Posts

isations isations isations isations

Total covered by a senior executive Number |
182 957 189 1,713 32 82 45 398

or main company staff scheme - %
|:

¥ 100-0 100-0 100-0 100-0

Lump sum payable as a percentage of annual
‘

pay in the event of death in servicea
None payable Number | 5 21 7 65 _ _

_—
% 2:2 3-8 ,

Under 100-per cent Number 3 26 9 83 1 2 =
. "0

2-7 4:8 24
100-199 per cent Number

|

16 83 17 162 17 45 25 231
0 8-7

‘ 9.5. 54:9 58-0
200-299 per cent Number 27 120 39 306 13 31 17 142

0 12-5 17-9 . 37-8 35-7
300-399 per cent Number 27 145 37

_

352 1 74 3 25
. % 15-2 20-5 4-9 6:3

400-499 per cent Number | 83 443. 69 ' 600: —_ _— _—
_

46-3 35-0’
500-599 per cent Number . 9 64 88 — _

0 6-7 5-1
600 per cent or more Number 9 49. 4 57 — _ _ ~

% 5-1 3-3

Widow’s pension in the event of death
in. service

None payable: ‘Number
|

49° 260 44 415 _—
> 1 1

'% 27-2 24-2 0-3

Based on a proportion of accrued
pension: .

Under 50 per cent ‘Number 3 9 3 310 _
_— 1 ‘6.

% 0:9 18 1:5.
50 per cent ‘Number 16 60 16 132 27 - 67 34 294

fo 6:3 V7 81-7 73-9
‘ 66% per cent Number |, 2. 9 3 24 1 7 1 25

% 0-9 1:4 8-5 6:3
Based on a proportion of prospective

‘

pension:
: Under 50 per cent Number | 7 49 8 102 1 1 1 12

: % ’ 5-4 . 6:0 1:2 3-0
50 per cent Number 65 374 73 658 2 3 6 46

% 39-1 38-4 3-7 11-6
Over 50 per cent. but Number 3 19 3 27 _ — —_
under 66% per cent

% 2:0. 1-6
66% per cent Number 18 94 17 166 -

_—
— _— —

% 9-8 9-7
Purchase of an annuity Number 5 32 5 2 — _ —_ _

%o: 3-3 . <7

Percentage of salary ‘Number 13 45 14 117 _—
_ — _

. 47 6-8
Other methods Number 1 6 3 12 1 4 1 14

% 0-6 0-7 4-9 3-5

Life assurance arrangements. outside the
Pension scheme

Number covered Number 26. 147 24 238 —
_— 3 39

% 15-4 13-9. 9-8

Mean‘cost to company for those covered £. 14,0426 519¢ 5294
Number making contributions Number 3 38 . _—
towards cost % 0-5 2-2
Mean contribution by those making a ‘

‘

contribution _&£ 308 373 _
4 One organisation in the private sector with 6 Board-members did not answer the question.
b Based on 132 posts only.
¢ Based on 225 posts only.
4 Based on 24 posts only.





LABLE L/

' - Provision of company cars and other travel benefits

Private sector
‘

Nationalised. industry

Board members Senior executives Board members Senior executives

Organ- Posts Organ- Posts Organ- Posts Organ- Posts
isations isations isations isations

’ Total covered by questionnaire Number 197 1,053 192 1,764 34 100 46 428

y . % 100-0 100-0 100-0 © 100-0

Assistance withpublic transportcostsin respect’ :

of travel between home and office Number _ _ 1 1 3
‘

9 ] 3 26
: % 0-1 9-0 6-1

Mean payment to those in receipt £ —_— 627 155 69b

Provided with: .
|

(i) a-company. car with full-time Number 50. 90 4° 7 12 8 28 1 6 57
chauffeiir % 85

|

0-7 280
|

13-3
(ii) a company-car Number 181 927 182 4,576 25 | 58 37 243

% 88-0 1 89-3 | 580 56-8
- © (i) ‘a ‘pool’ car for travel Number 14 42 | 2 4 4: 8

|

3 11_ between home and office % 4-0 ! 0-2 80; 26
(iv) a car allowance Number ‘' 7 27 6. 68 —

$
—

|
12 34

%
|

26 1 3-9 i

‘ 79
Mean payment to those in :

receipt £° 462 603 — ;
468

Total of (i).and (ii).above: Number | 1,017
|

|

1,588.
} 86: 300

‘
%o | 100-0.

|
400-0

| }
1000

: 100-0

Average values of company cars provided: ' : ‘ I i
:

Minimum £ 5,427 3,963 5,598 ' 3,877
‘Mean: £ i 7,903 5,213 6,484 5,051

| Maximum £}- 10,379 6,463 7,370
|

6,226

Provision of maintenance Number
;

186 | 971 174 1,495 31
1 86 39

| 299
:

95°5 ; 94-1 . 100-0- -
) 99-7

Provision of petrol’ Number} 101
| 518

|

86 . 737
.

19. 55 18 163
. %

|

50-9 46-4 | 640 | 54:3
Normally making a payment to the

| . .
: I .

‘company in respect ofprivate Number | ‘44
|}

199 42 299 18 24 150
motoring %

||.
19-6 I 18-8 48:8 50-0

4 Based on 5 posts only,
b Based on 8 posts only.
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Loans for house purchase or other purposes

TABLE 18

Private sector Nationalised industry

Board members Senior executives Board members Senior executives

Organ- Posts Organ- Posts Organ-
|

Posts
|

Organ- Posts
|

isations isations isations isations

Total covered by the questionnaire Number 197 1,053 192 1,764 34 100 46 428
% 100-0 100-0 100-0 |: 100-0

Receiving financial assistance for house
purchase (other than on appointment or
relocation by the company) Number 22 74 42 198 6 20

% 7:0 11-2 4-7
Mean loan £ 15,713a 11,310¢ 16,263
Mean rate of interest charged % 3°78 3-54 — 6:6

Receiving financial assistance for other
purposes Number 18 71 26 167 _ — 2 7

% 6:7 9-5 1-6
Mean loan -£ 13,276» 7,415 =_ 2,071
Mean rate of interest charged % 1-28 2-3 10-7

4 Based on data for 72 posts only.
b Based on data for 66 posts only.
¢ Based on data for 180 posts only.
d Based on data for 179 posts only.



TABLE 19
Other benefits

Private sector. Nationalised industry

. , Board members ‘Senior executives Board members Senior executives

Organ- Posts Organ-
|'

Posts Organ- | Posts . Organ- Posts
isations | isations isations isatioris

Total covered by the questionnaire Number
|

197 1,053 192 1,764 34 ~

100 46 428
% 100-0 100-0 100-0

|
100-0

Receiving a general-expenses allowance Numbér
[|

27 100 ‘ 6 45
7

2 5
‘ 3) 15

%- 95: 26 5-0" 3-5
Mean annual allowance for those in receipt £5 8434 522 572 - 437

= =

Entitled to acquire shares under a share .

option or share incentive scheme Number
' 45 223° | 40 317 .

% | 21-2 18-0 not applicable

Mean excess of:open:market value over
‘

‘the price paid of shares taken up in the :
yéar to Septeniber 1977 £ | 907%

|
645¢

2 Entitlement of full-time directors to
: :

retain.fees from outside:
Yés, without limit Number |} 53

| 26-9 . :

Yes, with limit Number |
17

‘

% 86 not-applicable
. not applicable

No Number
©

46
% . 23-4

Not applicable
‘

Number |
81

% } 41-1

Receiving assistance with the.education of
of children Number |, 4 : 13 7 30 — —

mn —
% |: 1-2 1-7

Mean amount paid. to-those in receipt £4, 1,120 787 —

Receiving frée medical insurance Number 119
|

643
_ 112° | 1,026 5 "94 6 14‘ % |: . ‘611 98:2) |: . 21:0: 17:3

Mean cost to the company:per
, ,

person covered’ * -£} 1034 98° 78 ‘
_ 84

aBased on data:for 99 posts only.
bBased on data for 216 posts only.
Based on data for 304 posts only.
dBased on-data for 628 posts only.
°Based on data for 996 posts only.

:



ANNEX

CALCULATION OF VALUE OF BENEFITS PROVIDED

Housing loans

The average benefit is calculated as the difference between the mean rate of
interest shown in the survey and the average mortgage rate over the year from
1 October 1976 to 30 September 1977, applied to the mean loan outstanding
and then averaged over all respondents.

Other loans

As for housing loans but the rate of interest used for comparison was the
London Clearing Banks Base Rate plus 3 per cent.

Company cars

Costs and benefits were calculated on the following assumptions:

(a) Standing charges:
(i) Depreciation’ at 15 per cent a year of the mean value of cars
provided
(ii) Road Fund Licence at £50
(iii) Insurance? as a percentage of the mean value of the cars provided,
ranging from 2-45 per cent to 3-15 per cent depending upon the aver-
age mean value of the car provided but also taking account of the
average minimum and maximum values. A full no claims bonus (60
per cent) has been assumed on a gross premium for a company car’
garaged within the Metropolitan Police Area but not within a London
Postal district.

(b) Maintenance
Mainteriance was calculated, on the assumption of 10,000 miles running a
year, as a percentage of themean values of the cars provided, ranging from
5-05 per cent to 8-20 per cent and based on the Automobile Association’s
April 1977 “Schedule of Estimated Running Costs’.

(c) Petrol and oil
Consumption was calculated as for-maintenance: the percentages range
from 5-05 per cent to 8-75 per cent of the value of the car.

(d) Chauffeur
The cost of employing a chauffeur is estimated as £3,500 a year.

(ec). Employee payments
It was assumed that, where employees were reported to be making pay-
ments for private motoring, the extent of these payments was sufficient to
cover the cost of petrol and oil (this assumption was based on information
from other surveys).

‘As assumedby the Royal Commission on the Distribution of Income and Wealth: Report No.
3, Higher Incomes from Employment, page 211 (Cmnd. 6383).
*Quotations for a range of cars spanning the values givén by respondents were obtained from a

leading motor insurer,
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- The benefits to the employee have been calculated as half the above costs on
.the assumption that for those provided with company cars 5,000 miles a year
are run on: business and 5,000 miles on private motoring." The results are
averaged over all respondénts.

Other items

For all other items, the benefits are taken as the costs reported by: the respon-
dents for those receiving the benefit, averaged over all (relevant) employees
covered.

'

OFFICE OF MANPOWER ECONOMICS

The Royal Commission on the.Distribution of Income andWealth: Report No.3,
illustrated

the
effects of one-third and of 100 per cent private motoring (Table H3).
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EARNINGS AT THE BAR IN ENGLAND AND WALES

1. A summaryof the results of a survey of the earnings of barristers,
conducted on behalf of the Senate of the Inns of Court and the Bar and
designed primarily to provide evidence for submission to the Royal Commis-
sion on Legal Services, is given below. The survey had certain limitations for
the present purposes, which are indicated.

_
2. It is difficult to make comparisons with the results of the survey of

earnings at the Bar carried out by the Office ofManpower Economics in 1972
(Report No. 6, Appendix K): the latest year for which information was col-
lected in that survey related to 1970-71, and the earliest year covered in the
present survey is 1972-73. Moreover, the coverage is different, in that the
1972 survey covered barristers of 15 to 44 years’ standing only.

Response to survey
3. The questionnaire was designed by the Senate and its consultants, and

was despatched in May 1976 to all members of the Bar at 1 October 1975.
Detailed data collected related to the 1974—75 tax year, that is the accounting
year ending during the 12 months to 5 April 1975, but summary data was
obtained for the two earlier years and for 1975-76, although this was often
estimated: the accounting year-end for just over half of the respondents was 5
April, and the average period covered corresponded broadly to the calendar
year 1974. By the closing date of 25 August 1976, 2,375 completed question-
naires had béen received of which 2,087 were usable, including 207 from
Queen’s Counsel: this represented about 65 per cent of some 3,200 barristers
practising in October 1974 (Table 1, footnote (a)). A total of 288 returns was
rejected: most of these were from barristers who were not in full-time prac-
tice, in particular from barristers who were too junior to provide information
for 1974-75; the others included returns from law reporters, university lec-
turers and “very elderly part-time” barristers. When classified by seniority,
the. response rates for Queen’s Counsel were fairly close to the overall aver-
age, but those for Junior Counsel were more variable. The response rate for
Junior Counselwith at least 15 full years in practice was just over 50 per cent.

Seniority
4. Junior Counsel with at least 15 full years in practice and established

Queen’s Counsel are of greatest interest, because these two groups provide
the main recruitment ground for appointments to the judiciary: The survey,
however, was designed to provide information for all barristers and, both
because of the time lag between the carrying out of a brief and the.receipt of
payment for it—typically 1-14 years—and the time that it takes for a
Queen’s Counsel to become established, the results for the recently appointed
Queen’s Counsel have been aggregated, where possible, with those for the
most senior Junior Counsel.

Gross aud net earnings
5. Table 2 shows the make-up of barristers’ earnings; gross income

(excluding VAT) received in 1974-75 has been divided between practice
earnings and judicial fees, and net income has been derived by deducting
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professional expenses, personal pension premiums and sickness benefit insur-
ance premiums. The last two items could be left within net income, but some
of the information shown in later tables is available only after they have been
excluded: the average amounts for these items are shown separately, and are
not substantial in relative terms—they account for just over 4 per cent of
gross fees or 6 per cent of net income. The average gross income received by
Junior Counsel of at least 15 years’ standing and by recently appointed
Queen’s Counsel was £15,377 for England and Wales as a whole (6 per cent
higher in London and 9 per cent lower elsewhere), of which about 4 per cent
was attributable to judicial fees. Expenses and pension and sickness benefit
premiums accounted for nearly one-third of the gross income, so that average
net income was £11,174 in London, £9,142 outside London and £10,327
overall.

6. Average gross income for Queen’s Counsel appointed before 1972
was £26,565, some 73 per cent above the average for the group considered
above, and the differential is larger between those practising in London and
those outside at nearly 20 per cent compared with 16 per cent for Junior
Counsel. Judicial fees again contributed a small proportion of the total
income, and the proportion of gross fees accounted for by expenses and by
pension and sickness benefit premiums was also nearly a third, as for the
combined figures for the most senior Junior Counsel and Queen’s Counsel
appointed in or after 1972. Average net income was £18,250 for England and
Wales as a whole, some 77 per cent higher than the net income of the most
senior Junior Counsel and the recently appointed Queen’s Counsel, and just
under £19,000 in London.

7. Table 3 shows average gross andnet incomes of all barristers by senior-
ity. The earnings of Junior Counsel with between 9 and 15 full years in
practice were broadly similar to the earnings of those with longer experience,
and those with 4-8 years’ experience reported net incomes of about two-
thirds as much on average. Those more recently called to the Bar, however,
earned much less: average net income of barristers with up to 3 years’ experi-
ence was £2,609 and expenses accounted for a higher proportion of gross fees
(39 per cent).

.

The spread of earnings
8. Quantiles of gross earnings and net income respectively for 1974-75

are in Tables 4 and 5 for Junior Counsel with at least 15 years’ standing and
for recent and established Queen’s Counsel. Results for London practitioners
are shown for two groups of court work only, and it is not possible to provide
aggregates either for all London practitioners or for all Queen’s Counsel and
senior barristers combined because of the limitations of the survey analysis.
For Junior Counsel with at least 15 years’ standing, the upper quartile net
income was £11,354 (gross fees £16,596); for recently appointed Queen’s
Counsel, £20,282 (£28,453); and for established Queen’s Counsel £22,372
(£30,625). The very highest net earnings are in the Chancery and Specialist
Divisions in London, where highest decile earnings for established Queen’s
Counsel were (in round figures) £45,000 (£59,000).

9, Information on the distribution of earnings by rangés is available only
for the net income of all Junior Counsel (including those recently called to the
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Bar) and of all Queen’s Counsel. Table 6 shows that 184 barristers, some 9
per cent, had net incomes of at least £15,000in 1974-75; andthat nearly

half
of these earned in excess of £20,000,

Movements in earnings
10. Trends in gross and net income between 1972-73 and 1975-76 are in,

Table 7. The sample sizes are different for each year, and the net income
analysis excludes loss makers. With this exception, the samples include all
Junior Counsel and Queen’s Counsel respectively, so that trends in the higher
quantiles only are relevant in considering recruitment to the judiciary. Net
income has tended to increase at a slightly lower rate than gross income over
the three-year period considered: for example, upper quartile earnings
increased for Junior Counsel by 40-2 per cent in gross.terms and 35-8 per cent
in net terms. Increases between 1972-73 and 1973-74 were generally around
10 pér cent, although Queen’s Counsel upper quartile earnings moved ahead
faster. Thereafter, the increases for Junior Counsel were fairly modest in
1974-75 but more substantial (around 20 per cent) in 1975-76; Queen’s.
Counselon theother hand had largerincreases (approaching20’per cent)in1974-75 and smailer.increases in 1975-76. The rises in earnings may be
slightly ovétstated because the data:all come from a single survey and-do not,
therefore, fully reflect the effect of barristers

leaving
the proféssion..

Numbersin the judiciary by age and seniority at 1 May 1978
11. The Annex provides an analysis of themain groups of the judiciaryin

England and Wales by age (Table A), age on first appointment (Table B),
seniority from first call (Table C) and, for Lords Justices of Appeal, years of
sérvice as a High Court Judge (Table D) and brings up to date the informa-
tion in Report No. 6, Appendix K, Annex. Averages from the previous
analysis are shown for comparison except in Table B, where the analysis is by
ranges of age on first appointment to any judicial post, instead ofby rangesof
age on appointment to the post held currently.

12. Compared with the September 1971 position, the average age of
Circuit Judges has fallen from 60 to 58 years arid numbers have risen
sharplyby some 66 per cent. The age ofMetropolitan Magistrates has also
fallen by one year and numbers have risen by 24 per cent.
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Resporisé to the survey

TABLE 1

Status and seniority of barristers Total at the Bar Total coveréd by Percentage
in October 1974? the survey covered

No. No. %
Junior Counsel :

With full years.in practice: .

3 and under 850 726 85
48° . 950 479 ‘50
9-15 - 625 367 59
Over 15 600 "308 51

All 3,025 - 1,880 62

Queen’s Counsel
:

Appointed during or since 1972 125 716 61°
Appointed before 1972 220 131 60

All 345 207 60

All barristers, 3,370 2,087 62

8 If an allowance of about 5 per cent of the total is made for those who are unrepresentative of

general
practice, the total would be reduced'to 3,200, giving a response rate of.65 per cent.

After exclusion of 288 completed forms (31 anonymous; 12 from Law Reporters; 10 from
university lecturers; 198 from those too junior to be able, to provide 1974-75 details; and 37
others including from the “very elderly” and from other part-timers). A further 36 forms were
excluded, as they were received too late.
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Make-up of fees (excluding VAT) received in 1974-75" : .

TABLE 2

Personal pension TotalStatus and location Survey Gross Judicial Total Expensés?.
of barristers number practice fees gross and-sickness net

income fees benefit insurance income
premiums®

No. £ £ £ £ £. £
Junior Counsel with over 15 full years:in practice as at to
April 1974, and ‘Queen’s Counsel appointed

during
or since 1972 : : |

England and Wales 14,826 = 551 15,377 5,050. '

625 10,327
In London 224 15,984 328 16,312 5,138 ° 669 11,174
Outside London 160 13,205 862° 14,067 4,925: 564 9,142 .

Queen’s Counsel appointed before 1972
England and Wales 131 25,654 911 26,565 8,315 1,155 18,250

In London 105 26,778 672 27,450 8,492- 1,179 18,958:
Outside London: 26 21,114 1,876 22,990 7,601. 1,060 15,389

Total
, .

England and Wales 515 17,580 642 18,222 5,880: 760 12,342
In London 329 19,429 438 19,867 6,209 832 13,658
Outside London 186 14,310 1,004 15,314 5,299 633 10,015

8 Accounting year. ending in the 12 months to.5 April 1975, Just over half of all barristers in the survey had.5 April as their accounting year end.» Professional expenses, personal pension premiums and sickness benefit insurance premiums. :©These items.are also included in the ‘expenses’ column. Personal: pension premiums account for about 95 per cent of the amounts shown.



Average gross fees (excluding VAT) and net income received in
TABLE 3

1974-75, by seniority

Status and seniority of barristers Survey | Total gross |Expenses* | Total net
number fees income

No. £ £ £
Junior Counsel
With full years in practice: :

3 and under 726 4,284 1,675 2,60948 479 8,733 3,082 5,651
9-15 367 13,122 4,539 - 8,583
Over 15 308 12,958 4,430 8,528

Queen’s Counsel
Appointed during or since 1972 76 25,178 7,560 17,618
Appointed before 1972 131 26,565 8,315 18,250

All barristers 2,087 10,299 3,539 6,760
* Professional expenses, personal pension premiums and sickness benefit insurance premiums.
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_ Quantiles of gross fees (excluding VAT) received in 1974-75
TABLE 4

Status and location of barristers Gross fees. receivedSurvey .

number Average Lowest Lower Median Upper Highest
decile quartile quartile

decile

No. £ £ £ £ £ £
Junior Counselwith over 15 full years in
practice as at April 1974
England and ‘Wales 308 12,958 4,925 8,009: 11,662 16,596 21,943

In London: Chancery/Specialist 68 13,113 3,508 7,444 12,540 17,371 22.568
Family/Common ‘Law/Criminal 112 13,336 4,915 7,784 11,662 16,470 23,756.

Outside London 128 12,545 5,643 8,762 445151 14,647 20;003

Queen’s Counsel appointed’ during or since 1972 :

England and Wales 76 25,178 15,543 18,227 23,712 28,453 37,833
In London: Chancery/Specialist 27 31,815 19,397 24,874 30,534 36,048 47,637

: Family/Coommon Law/Criminal 17 24,091 _ 18,366 21,839 26,262 —

Outside London
32 20,155 14,877 16,

419 20, 163 24,989 26,974

Queen’s Counsel appointed before 1972 :

England and Wales 131 26,565 13,971 17,689 24,213 30,625 42,005
In. London: Chancery/Specialist. 54 32,326 9,978 18,710 29,948 41,711 58,941

Family/Common Law/Criminal 51 22,287 15,083 16,660 21,103 27,008 30,650
‘26 16,128 18,074 28,329 31,521Outside London 22,990 21,193 |
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Quantiles of net income received in 1974-75

TABLE 5

Status and location of barristers Survey Net income received
number

Average Lowest Lower Median Upper Highest
decile quartile quartile decile

No. £ £ £ £ £ £
Junior Counsel with over 15 full years in
practice as at April 1974
England and Wales 3058 8,612 2,615 5,000 7,377 11,354: 14,938

In London: Chancery/Specialist 66 9,099 1,862 4,889 8,531 12,079 16,621
Family/Common Law/Criminal 1118 8,883 2,264 5,170 7,887 11,499 16,425

‘Outside London 128 8,126 3,698 5,031 7,117 9,574 13,441

Queen’s Counsel appointed during or since 1972
England and Wales 76 17,618 9,432 12,147 16,423 20,282 28,876

In London: Chancery/Specialist 27 23,250 13,742 18,793 21,652 26,767 33,941
Family/Common Law/Criminal 17 16,978 _— 11,905 16,284 18,455 _

Outside London 32 13,206 7,652 9,632 13,482 16,561 18,723

Queen’s Counsel appointed before 1972
England and Wales 131 18,250 7,856 11,185 16,054 22,372 29,490
“In London: Chancery/Specialist 54 22,870 7,312 14,155 20,779 29,450 45,296

Family/Common Law/Criminal 51 14,816 7,673 10,404 13,873 19,198 22,524
Outside London 26 15,389 9,675 11,485 15,019 19,762 21,855

@ Survey numbers exclude 3 Junior Counsel in London (2 Chancery/Specialist; 1 Family/Common Law/Criminal) who had-nil (or negative) net income. The
quantiles for Junior Counsel are therefore strictly inaccurate to the extent that these barristers should have been taken-into account.

No
further information

is, however, available.



Distribution of net income received in 1974-75
TABLE 6

Net income : All Junior |All Queen’s All battisters
. Counsel. ‘|

. Counsel
‘

No. No. No. .
%

£25,000 or over 12 36 48 2-3
£20,000 but urider £25,000: 11. 30. _ 41 +

2.0
£15,000 but under £20,000. 46 49 95
£10,000 but under £15,000 191 52 243 11-6
£ 5,000 but under £10,000: 611 29 640 30-7 *

Under £5,000 1,009. 11 1,020 48-9

Total 1,880. 207, 2,087
|

100-0
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Trendsin gross fees (excluding VAT) and net income received between
1972-73 and 1975-76 for all barristers

TABLE 7

Year Percentage changes

1972-73 1973-74 1974-75 1975~76 1972-73 1973-74 1974-75
(estimated) | to 1973-74 | to 1974-75 | to 1975-76

£ £ £ £ % % %
Junior Counsel
Gross fees (excl. VAT) received*:

upper quartile. 9,700 10,600 11,400 13,600 9-3 VS 19-3
highest decile 13,200 14,700 16,400 19,800 11-4 11:6 20-7
survey number No. (1,376) (1,583) (1,880) (1,776)

‘Net income received*:
upper quartile 6,700 7,300 7,600 9,100 9-0 41 19-7
highest decile 9,200 10,200 11,200 13,500 10-9 9-8 20-5
survey number? No. (1,343) (1,540) (1,836) (1,759)

Queen’s Counsel
Gross fees (excl. VAT) received":

median 18,000 20,000 24,000 26,000 11-1 20-0 8-3
upper quartile 23,000 26,200 30,200 35,400 13-9 15-3 17-2
highest decile 30,100 35,000 40,600 45,800 16-3 16:0 12-8
Survey number No. (198) (201) (207) (202) .

Net income received*:
median 12,400 13,700 16,300 18,000 10-5 19-0 10-4
upper quartile 16,300 18,600 21,900 25,000 14-1 17:7 14-2
highest decile 22,700 24,800 29,600 33,000 9-3 19-4 11-5
survey number No. (198) (201) (207) (202)

4 Rounded to the nearest£100.
b Excludes loss makers.



ANALYSES OF AGE AND LENGTH.OF SERVICE OF THE JUDICIARY®: 1 MAY 1978
ANNEX

TABLEA
All judges: Percentage distribution in ranges of age

:
Age Average age

i Under 45 45-49 50-54 55-59 60-64 65-69 70 andiover | All ranges May
—

Sept
(100%) 1978 1971

% % % % % % % Number Years Years
Lords Justices of Appeal i — — — 6 13 50 31 16 67 66
High Court Judges — 4 14 27 26 14 16 74 61 61
Circuit Judges? _ 5 24 23 22 18 8

_

291 58 . 60

Metropolitan Magistrates — 17 29 10: 24 15 5 41 57 58

| TABLE B
All judges: Percentage distribution

in-ranges
of age on first

appointment
to
judicial

Office
,

“Age on first
appointment to

judicial
Office

Average age

Under 45 | 45-49 50-54 55=59 60-64 65-69 |70nd over |All ranges May 1978°

400%)
% Jo % % % % % Number Years

Lords Justices ofAppeal _ 13 62 25 _ => = 16 53
High Court Judges 1 14 43 32 9 74 S4
Circuit Judgesb 2 32 38 20 9 0 = 291 52

Metropolitan Magistrates 200 39 22 17 _— 2 — 41 49

TABLE C
. All judges: Percentage distribution‘in.

in.ranges
of years from first call to the Bar qd.|-to-appointment to various levels of the Judiciary

Years.from first call
to appointment

to various levels of the Judiciary | Average time

Under 17 17-19 20-24 25-29 30-34 35-39 40-46 All ranges May Sept
| (100%) 1978 1971

% % % % % % % “Number Years Years
Lords Justices of Appeal —

_— _— 13 6 31 350 16 38 38
High Court, Judges i = _— 19 36 23 20 1 ‘74 29 30 .
Circuit Judgesb 1 4 41 26 14 12 1 291 27 28
Metropolitan Magistrates 10 17 37 17 15 2 2. 41 24 24

TABLE D

Lords Justices of Appeal: Percentage distribution in ranges of years of service as a High Court Judge
Years of service as a High Court Judge Average time

1-30 46 19 10-12 13 andover {| All ranges May Sept
(100%) 1978 1971

% % % % % ‘Namber Years”
|

Years
Lords Justices of Appeal _ 13 62 25 —_ 16_ 9 . 9

a England and Wales excluding the Lord Chief Justice and the Master of the Rolls.
b Including City of London.
¢ Figures for September 1971 are not comparable.
4 Date of admission for solicitors appointed to the Circuit or Metropolitan Bench.
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APPENDIX G

TERMS OF REFERENCE OF A SECOND NATIONALISED
INDUSTRY JOB EVALUATION STUDY

Terms of Reference
1. To-seléct, in consultation with the Office of Manpower Economics, a

representative sample of Board appointments in the nationalised industries’
(including Chairmen; Deputy Chairmen and Members) from:

(a) specified industries coveredin the job evaluation study commissioned
by the Office of Manpower Economics in 1972, (Report No..6 of the
Review Body on Top Salaries);
(b) industries which have come into being since the end of 1974; and
(c) the water supply industry.
2. To analyse and evaluate this sample.
‘3. To provide advice on the range of salaries paid in industrial, commer-

cial and financial organisations. outside the State sector, for jobs of compar-
able weight.

ANNEX

SIZE OFNATIONALISED INDUSTRIES

Net Number of Annual
Industry ‘assets

|

eémployees | turnover
: £m 000’s £m

British National Oil Corporation _ 369-0 04 23-5,
National Enterprise Board? 1,165-2 276-3 2,750:3
British Steel Corporation 3,067-1 207-9. 3,059-4
Post:Office 6,181-0 |.

407-4 3,806-0
British Railways Board 1,473-2 243+5 1,439-7
British: Gas Corporation 2,194-0 99-9 1,957-5
British Shipbuilders 180-0 - 86-6 643-0
National Coal Board 1,147-6 307:0 2,426-6
British Airways Board 655-8 59-4 1,247-9
British Aerospace . 320-0 68-8 860-0
Electricity Council and Area ,

Electricity‘Boards | 2,389-1 100-2 1,041-6
Central Electricity Generating Board

|

3,855-1 60-7 . 3,101-4
United Kingdom Atomic Energy Authority 136-6 13-3 179-4
Scottish Development Agency 71:7 0-6 50-0
National Bus Company 165-0 67-9 358-4
National Freight Corporation 139-1 43:0 326-0
Civil Aviation Authority 51-7 78 65:3
British Airports ‘Authority 304-3 5:4 103-2
Cable and Wireless Limited 139-0 9-5 98-1
Commonwealth Development Corporation 259-4 0-4 30-5
North of Scotland Hydro-Electric Board 447-0. 3-8 1273
South of Scotland Electricity Board 720-8 13-7 355-9
Welsh Development Agency 60-0 0-5 33-0
British Transport Docks Board 161-1 115 ‘98-0
Scottish Transport Group 58-1 14-7 89:2
National Water Council End Regional
Water Authorities 3,326-0 61-5 937-6

British Waterways Board _ 12-3 3:2 9-9

* Includes all organisations in which there is a holding.

OFFICE OF MANPOWER ECONOMICS

114



APPENDIX H

NATIONALISED INDUSTRY SALARY COMPRESSION SURVEY

(Carried out by the Office ofManpower Economics on behalfof the Review
Body on Top Salaries)

. Organisation of survey
1. Inquiry forms were sent in August 1977 to the 49 nationalised industry

organisations within the Review Body’s terms of reference: all except two’
replied. Each organisation was asked to show, within thousand pound ranges,
the distribution of the salaries! of the following three groups in July* of each
of the years 1974 to 1977:

(i) Board members (full-time only, excluding the Chairman);
(ii) Senior executives 1 (defined as those senior staff reporting direct to

Board members);
(iii) Senior executives 2 (defined as those senior staff whose level of

responsibilityis next to that of the senior executives 1).

Overlap in pay between Board members and senior executives

2. For reasons of confidentiality, the detailed relationships between the
salaries of Boardmembers and senior executives in individual industries is not
shown. Table A shows these in summary form for the fourteen industries in

Table A
Industriesin which senior executives 1 and 2 were paid more, the same or lessiiin 1974 and

1977 compared with Board members®

"Number of industries

Relationship 1974
|

1977

Highest paid senior executive 1 in:

higher range than lowest paid Board member
same range as lowest paid Board member
lower range than lowest paid Board member

W
AR

Nhigher range than highest paid Board member
same range as highest paid Board member
lower range than highest paid Board member 1

Highest paid senior executive 2 in:

higher range than lowest paid Board member
same range as lowest paid Board member
lower range than lowest paid Board member 1

higher range than highest paid Board member
same range as highest paid Board member
lower range than highest paid Board-‘member 1 Re

p

W
or
m

a Excluding Chairmen and Deputy Chairmen.

‘Defined as salaries usedin published accounts for directors and employees receiving emolu-
ments of more than £10,000—thatis, emolumentsin cash and kind excluding employers’ con-
tributions to superannuation schemes.

*If preferred, information for the end of the financial year could be given: 10 industries
provided information on this basis, all for end-March.
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which there were full-time Board mémbers (other than the Chairman and
Deputy Chairman) and whichgave information for both 1974 and 1977: The
table compares the salaries of the highest paid seniorexecutive 1, and of the. -

highest paid senior executive 2, with the salaries of the lowest and highest
paid Board members. It shows the numbér of industriesin which thé senior
executive was remuneratedin a higher, the samé or a lower thousand pound
range compared with the highest and lowest paid Board members in the
industry.

3. . Measured by any of the relationships in Table A, the degree of com=-

pression or overlap between Board members and senior executives increased
‘between 1974 and 1977. In 1977, the highest paid second tier senior execu-
tive received:more than the highest paid Board member in two industries and,
in a third, was paid within the same thousand pound range. Three
qualifications need to be made about thé comparisons between thetwo years,
but they do not affect the broad conclusions to ‘be drawn from the changes.
First, the differences have been- measured only in-térms of the thousand-
pound ranges in which the remuneration falls so that a small increase in
salary, suchas the £208 cash supplementin 1977, can take one group just
over the boundary between two adjacent thousand pound ranges’ and leave
another group which hadpreviously been in thé same range just below a
boundary: conversely, an increase of £900 could leave a salatyin the samé
thousand pound range as before. Second, a temporary vacancy in a post at thedate of thecount iri one year can affect:the position. Third, and most impor-
tant, salary restructuring at a time ofmajor organisational change can affect
the picture, particularly when it has resulted in moves between the. three
groups for whom data were requested, in the introduction.of ‘new’ senior
exectitives 2 into the analysis, or the omission of ‘existing’ senior executives 2:
one major nationalised industry was reorganised twice in this way between
1974 and 1977.

:

Numbers affected by overlap in pay between Board members and senior
executives

4, TableB shows within ranges of numbers of senior executives (1 or 2)
whose salaries overlap the salaries of the lowest paid and highest paid Board
member respectively; the number of industriesin which overlaps-occurredin
1977, out of the seventeen industriesin that yearwith full-time Board mem-
bers other than a Chairman or DeputyChairman. In some industries, substan-
tial numbers of senior executives (in one case,.as many as 47) were paid more
than the lowest paid Board member, and overlaps or payment in the same
thousand pound range occurredin all but two industiies. Moreover,in séveii
industries, more than one senior execitive received more than the highest
paid Board member, including two industries in which between: ten and
fifteen senior executivés were in this position.
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TABLE B
Nomber of industries in-which senior executives are remunerated more highly

than Board members

Number of industries in which the number of senior executives
shown by ranges in the first column were remunerated in a higher

Number of senior
thousand pound range than the

executives (1 or 2) Lowest paid Board Highest paid Board
member member

Number Number
Over 25 1 0
20-25 1 0
10-15 1 2
5-9 2 0
4 2 1
3 1 1
2 1 3
1 2 0
0 «6a _ 1ob

a Includes 4 industries in which 29 executives are remunerated in the same thousand pound range
as the lowest paid Board member.
b Includes 5 industries in which 20 executives are remunerated in the same thousand pound range
as the highest paid Board member.

Extent of overlap in remuneration between Board members and senior

executives
‘

5. Table C shows the number of thousand pound ranges by: which the
salaries of the highest and lowest paid Board members exceeded (+).or were
less than (—) the salaries of the highest paid senior executives in 1977.

Table C
Extent of differential between the salaries of the highest or lowest paid Board member and the

highest paid senior executive

Number of industries in which the salary of the highest or lowest
paid Board member exceeded (+) or was less than (—) the salary
of the highest paid executive by the number of £000 ranges shown | Total

number -

Board Number of £000 ranges 1 ofmember | industries
+40r{/ +3 [+2741 / 0] 1 2 3 4, °5 6
more

Highest paid 3 0 1 1 5 3 2 1 1 0 0 17
Lowest paid | 1 1 0 0 4 2 5 1 1 1 1 17

6. Table C shows that the extent by which the salary of the highest paid
senior executive overlapped the salary of the highest paid Board member,
tanged up to 4 thousand pound ranges, and the salary of the lowest paid
Board member by up to 6 thousand pound ranges.

7. In all the industries (other than the Area Electricity Boards) for which
recommendations were made in Report No. 6, some senior executives 1 are
paid within the current ranges of salary for Board members, and a number of
.senior executives 2 are also paid within these ranges. In many of these indus-
tries, senior executives are now paid salaries within or even above the ranges
recommended in Report No. 6 for Board members, but which have not been
implemented.
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Area Electricity Boards
8. In all except one of the twelve Area Electricity Boards (which do not

have full-time Board members), the remuneration of at least’ one senior
_ executive 1 exceeds the current salary of the Deputy ‘Chairman -arid, in all
except four, the most highly paid senior executive 2 is eitherin or above the
thousand pound range in which the Deputy Chairman falls. In half .of the -

areas, top senior executives I are now paidmore than the minimum of the
salary range for Deputy Chairmen recommended in Report No. 6for
implementation from 1 J

anuary 1975:

‘New’ industries
9. Some senior executives in the‘new nationalised industries are also

paid within the present rariges fot Board members and these industries, like:
the ‘old? industries, also face compression or

overlap problems.

Repercussions at lower levels
10. In commenting on their.returns, a number of the industries. drew

attention to the fact that, in addition to créating compression or overlap at the
levels for which detailed information, was requested, the effect. of the restric-
tion of Board salaries was being felt still lower down the senior executive

structure.

OFFICE
OF

MANPOWER EConomics,
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APPENDIX J

RELATIVITIES WITHIN THE JUDICIAL STRUCTURE: A REPORT
BY A SUB-COMMITTEE ON THE JUDICIARYUNDER SIR GEORGE

COLDSTREAM’S CHAIRMANSHIP

Introduction.
1. The Sub-Committee on the Judiciary was appointed by the Review

Body on Top Salaries to re-examine the relativities within the judicial struc-
ture that resulted from the Report No. 6 recommendations in .1974, to
recommend on any changes considered appropriate in the relativities between
the appointments within that structure, and to include certain appointments
that were not within the Review Body’s terms of reference on the occasion of
the last review. Sir George Coldstream was appointed Chairman of the Sub-
Committee and Lord Hirshfield and Sir Stanley Rees were members. Three
special members were appointed to advise the Sub-Committee on matters
relating to the individual judicial structures within England and Wales, Scot-
land and Northern Ireland: we had the advantage for this purpose of the
advice of the Lord Chief Justice of England, the Lord President of thé Court
of Session and the Lord Chief Justice of Northern Ireland.

Approach
2. Our terms of reference require us to examine and recommend on the

relativities between the judicial appointments that fall within the Review
Body’s own terms of reference. In appointing us, the Review Bodymade clear
that our task was to assess the content and ‘weight’ of the jobs, and that we
were not concerned with levels of salary. Our recommendations are thus put
forward in ‘job ranking’ terms, and take no account of external factors—such
as particular recruitment difficulties, or differences in cost of living or in levels
of Bar earnings between the three countries—thatmay need to be recognised
in assessing the salary levels appropriate to the structure of relativities. These
are matters for the Review Body itself. However, it was made clear to us that
we would be free to draw the Review Body’s attention to problems or difficul-
ties that we consider merit special attention. We have done this where we
consider it necessary.

3. Our task has been broadly the same as the task of the Advisory Groupwhich the Review Body appointedin the course of its 1972-74 reviewof the
field then within its terms of reference whose report to the Review Body was
published as an Appendix to the Review Body’s own report’. In reaching our
conclusions, we have taken account of the extensive evidence that has been
submitted to the Review Body itself by individuals and groups within the
judiciary in all three countries. For reasons of confidentiality, anonymity and
practicality in view of the great weight of material, a full summary of all the
eviderice—both written and oral—-put to the Review Body has been made
available to us. We are satisfied that we have been able to take full account of
all the evidence put forward in this review.

di "Review
Body on Top Salaries, Report No. 6: Report on Top Salaries—Cmnd. 5846

(Appen-1X
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4. We decided to examine first the individual structures in each of the
three countries, with the advice of the special member directly concerned.
Subsequently, we have reconciled the results of thése separate deliberations
to provide a cohesive structure of relativities.in ‘absolute’ judicial terms which
we.show in our recommendations. In our deliberations on the judicial ‘weight’
of the individual levels of appointment, we have given due corisideration to
the factors that thé 1972 Advisory Group also took into account': these
include qualifying experience and ability required to: undertake particular
work, the magiiitude and quality of thé workload and the general pressures
that are inséparable from judicial work. We have followed the practice of the
Advisory Group in presenting the relativities recommended as a scale based
_on a ‘points’ rating of 100: in order to indicate clearly the changes. that we
consider appropriate, we show on this basis the relativities established by the
salaries recommended in Report No. 6, our adjustments to that structure, and
the results re-converted. to a riew 100 base. We répeat a point that the 1972

Advisory Group madein its report: notwithstanding the weight of evidericeand opinion available to us, the assessment of relativities between oné
appointment. and another—in spite of thé seeming precision with which: our
recommendations are presented—remains largely a mattér of subjective
judgment. In a field such.as the judiciary, we believe thisto be inevitable. The

_evidencé submitted to the Review Body by some individual groups in the
judicial hierarchy indicated varying degrees of dissatisfaction with the points
rating allocated to them respectively in the pay structure adopted in Report
No. 6, This was particularly so in the case of the Masters and Registrars, the
Chairmen of the Industrial Tribunals, the Metropolitan Magistrates and the
Circuit Judges. in England and Wales: and in the casé of the Sheriffs in
Scotland and the.County Court Judges in Northern Ireland. In sdnie cases, it
was argued thatthe Review Body had been-under amisapprehension as to the
‘basic nature and extent of the work: in others, the case for promotion now
rests upon an increase in jurisdiction and résponsibility since 1975. To all of
these arguments we have given the most careful consideration with the aid of
our Special members.°

The structure

5. In reaching our conclusions, we have made a number of changes and
taken a number of points into account in our assessments. We make the
following obsérvations on certain of the appointments.

A. England and Wales

Masters and Registrars of the Supreme ‘Court

6. Although the different groups of Masters and Registrars cover a wide
rangeof judicial work, we consider it appropriate to continue to assess thein
as a single group. But we have concluded that their ‘position in the 1975
structure calls for adjustment. Theirworkis differentin nature from the work
of the Metropolitan Magistrates (and the circumstances under which it is

' Review Body on Top Salaries, Report No. 6: ‘Report onTop Salaries—Cnind, 5846 (Appen-dix E, paragraph 9).
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carried out are also different), but we consider, on a balance of all the relev-
ant factors, that the appointments should rank together (see also paragraph
7). Thus, while Masters and Registrars will continue to form part of the group
that provides the base for the new structure, we have substantially improved
their 1975 position vis-a-vis the appointments that were then judged to rank
immediately‘above them (Table 1, columns B and C).

Metropolitan Magistrates and Chairmen of Industrial Tribunals
7. We are satisfied that these appointments should continue to be

grouped together, and that theMasters and Registrars should form part of the
same group. The enlarged group provides the new base of the structure with
which we are concerned, and we are persuaded that it is right.on this occasion
to reduce the overall differential between the base and the apex of the struc-
ture. The Advisory Group in 1972 regarded its assessment of the Chairmen of
Industrial Tribunals relative to other judicial appointments as provisional
(Report No. 6, Appendix E, paragraph 16) and there is some evidence to
suggest that they may have been slightly overvalued in the Report No. 6
recommendations compared with Masters and Registrars. The complexity
and burden of their work has. undoubtedly: increased since then, but we are
satisfied that they are now properly rated alongside MetropolitanMagistrates
and Masters and Registrars.

Provincial Stipendiary Magistrates
8. These appointments have been brought within the Review Body’s

terms of reference for the first time. On the evidence available to us, we see
no significant difference- between the ‘weight’ of their job and that of the
Metropolitan Magistrate. We have assessed them at the same level in the
structure.

Vice-Judge Advocate General

9. This appointment, too, is included in the Review Body’s remit for the
first time. We consider it appropriate to rank it at the same level as the
Masters and Registrars, Metropolitan Magistrates and the Chairmen of
Industrial Tribunals.

Senior and ChiefMasters and Registrars
10. We consider it appropriate to adjust the structure by a slight upward

movement of these appointments as part of the group that includes the Regis-
trar ofthe Court ofCriminalAppeal, Regional Chairmen ofIndustrial Tribun-
als and the Chairman of the Foreign Compensation Commission. Neverthe-
less, thére will be a slight narrowing of the differential between the Senior and
Chief Masters and Registrars and the Masters and Registrars, but we regard -

this as acceptable in the light of our reassessment of the appropriate position
of the Masters and Registrars within the overall structure. We have re-
examined the position of the Master of the Court of Protection and we now
think that the appointment should be included in this group.
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Circuit Judge
11. In terms of the overall structure, the relationship between the Circuit

Judge and the High Court Judge remains the key. In 1972, the Advisory
Group concluded that the ratio between the two levels of appointment should
be maintained at the existing 3:5 level (Report No. 6, Appendix E, paragraph
10): in practice, the Report No. 6 salary recommendations narrowed the
relativity slightly (to just over 3:4-8). Much of the evidence put forward on
this occasion suggests that the work of the Circuit Bench—which was still at
an early stage of development when the Advisory Group examined the posi-
tion in 1972—has developed to such an extent as to justify a closer relation-
ship to the High Court Judge. We have examined this evidence carefully and
it is clear to us that a greater share of Crown Court and High Court civilwork
has devolved to the Circuit Bench as a whole since the last review. Notwith-
standing the wide range ofwork of the Circuit Bench, we regard it as approp-
riate, at least for the present, to continue to assess Circuit Judges as a whole at
one level (with the exception of certain specific appointments that we deal
with in paragraph 12 below). We have concluded that the Circuit Judge
should be moved nearer to the High Court Judge, but that a clear and

significant differential must remain between them having regard to the great
weight and importance of the High Court Judge’s function. In the light of
both these requirements, we have given especially careful consideration to all
the relevant factors, and we have concluded that a ratio of 2:3 is the right
differential in current circumstances. We have grouped the Circuit Judge with
the Members of the Lands Tribunal, the National Insurance Commissioners
and the Judge Advocate General, ail of whom yemain at their Report No. 6
level. We would emphasise that the regrouping means a promotion for the
Circuit Judge, not a demotion for the other members of the group whose
relativities with the High Court Judge remain the same. We also consider it
appropriate that the ChiefMetropolitan Magistrate, who was equated with the
Circuit Judge in 1975, should be included in this group.

Other Circuit Bench appoiniments
12. The Recorders of Liverpool and Manchester and the Senior Circuit

Judge at Newington Causeway retained an existing lead over other Circuit
Judges on a personal basis (Report No. 6, Appendix E, paragraph 19(i)). The
Advisory Group commented at the time that the appointments had been
relieved of much of the administrative burden that had previously disting-
uished them from County Court Judges, and that, as a result, the lead should
be retained on a personal basis only, to recognise the important general
influence exercised by the individual office holders. More recently, the
Review Body has accepted on a provisional basis pending the outcome of this
review that there is now justification for transferring the lead to the offices.
We are satisfied that the administrative burden of the appointments con-
tinues, and that the primus inter pares role in a large Courts complex’ poses a
significant additional burden on the senior judge. We therefore consider that
they should be ranked slightly above the Circuit Judge in the structure. We

‘Usually 9 judges sit at any one time in Liverpool, 11 or 12 atManchester and 15 at Newington
Causeway.
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believe that two other appointments need to be distinguished in the same
way: Official Referees and the Vice-Chancellor of the County Palatine ofLancaster were deliberately equated with other Circuit Judges in the Advis-
ory Group’s 1972 recommendations (Report No. 6, Appendix E, paragraphs
19(i)}-(iii)). Official Referees’ work can now be designated to any Circuit
Judge, but we consider that the work of the London Official Referees is of anature and quality that justifies distinguishing it from the general level of the
Circuit Bench work; we are also satisfied that, although the Vice-Chancellor
of Lancaster may be less heavily loaded than Circuit Judges in general, the
work is more consistently of a High Court standard and should be disting-
uished from the main level. We have included both appointments in the
higher group.

President of the Industrial Tribunals
13. The workload and jurisdiction of the Industrial Tribunals as a whole

has expanded significantly since the last review. While we are satisfied that the
relativities which we recommend for the Regional Chairmen and Chairmen
adequately recognise the extent to which the burden falls in practice on
individuals (and has not been reduced through an increase in the number of
appointments), we consider that the burden of administrative responsibilities
on the President, and the status of the appointment have increased
significantly. We have therefore assessed the appointment at a higher level in
the structure than previously.

President of the Transport Tribunal
14. The appointment of President.of the Transport Tribunal came withinthe Review Body's terms of reference for the last review, but the Advisory

Group was unable to reach a conclusion on it on the evidence that was
available. We have considered the appointment in detail on this occasion, and
have concluded that it should rank alongside the Chief National Insurance
Commissioner and the President of the Industrial Tribunals. This appoint-
ment and the appointment of President ofthe Lands Tribunal (which we have
left in its Report No. 6 position within the structure) both raise a general issue
to which we return in paragraph 34 below.

4

The Higher Judiciary
15. We have weighed the evidence. carefully, and we have concluded that,with two exceptions, the appointments at High Court Judge level and above

should remain in their existing relativities within the overall structure. But we
consider that the roleof the Vice-Chancellor has now developed to a point at
which, as de facto President of the Chancery Division, the functions and
responsibilities attached to the appointment justify a higher ranking. We have
assessed the Vice-Chancellor between the High Court Judge and the Lord
Justice of Appeal. We also conclude that the 1972-74 ranking of the Presi-
dent ofthe Family Division alongside the Lords Justices of Appeal underrates
the appointment, which involves a substantial administrative burden: our
view is that aposition between the Lords Justices of Appeal and the Lords of
Appeal andMaster of the Rolls is justified. Our recommendations reflect this.
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B. Scotland

SheriffsA
16. The Report No. 6 salary recommendations equated the. Sheriff A

with the Circuit Judge iri England and Wales, on the basis recommended by
the Advisory Group. We have indicated our viéw that the Circuit Judge
should move up relatively within the overall structure (paragraph 11) and we
discuss below the implications for the County Court Judge in Northern Ire-
land (paragraph 26). We have examined the appointment of Sheriff A in
Scotland in the light of the changed position of the Circuit Judge and,
although the civil jurisdiction of the appointment remains wide, we do not
consider that the work has changed in scope and quality to the same. extent as
has the work of the Circuit Judge. But the appoiitments remain very broadly
comparable and we consider that, on balance, the advantage lies with main-
taining the existing relationship between the Circuit Judges, Sheriffs A and

County Court Judges in Northern Ireland.

17. We have alsoconsidered the position of the Sheriffs B and Sheriffs C,
both of which have featured in the evidence to the Review Body. Neither
appointment is formally within the Review Body’s terms of reference at pres-
ent, and both have in the past beén treated as ‘consequentials’ of Review
Body recommendations. Both are currently paid lower salaries than the’
Sheriff A—a situation'which implies lesser job weight. It has been suggested
that. the few remaining Sheriffs C (Sheriff appointments in the more remote

areas) are residual appointments from a time when many Sheriff appoint=
ments wére part-time, and we do not consider that they give rise to the same
order of problem as the Sheriffs B whose work is closer to that of the Sheriffs
A. Indeed, the main remaining difference between the two appointments
seems to be the additional. burdens associated with the work of the Sheriffs’
Courts in Glasgow—the only Courts in which Sheriffs A preside. We share
this view and we consider that the placé of the Sheriffs B in the judicial
structure should be just below the level that we recommend for the Sheriff A.
We have included the Sheriffs B in our structure to assist theReview Body in
deciding whether to agree that they should be included within its. terms of
reference and, if-so, to put forward salary recommendations for them.

Sheriffs Principal
18. Since the 1972-74 review, the structure of Sheriffdoms has changed

and 6 full-time Sheriff Principal appointments have replaced the two full-time
and ten part-time appointments which then existed. The Review Body has
received a substantial amount of evidence on the effects of these changes and
on the additional administrative work and‘work related to other functions not

. directly connectéd with thé judicial operation of the Sheriffdom that Sheriffs
Principal undertake. One of the purposes of the restructuring was ‘nore
neatly to equalise the workload between ‘Sheriffdoms: we are satisfied this
had been achieved to the extent that all Sheriff Principal appointments should
now bé grouped at a single level within the structure.
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Chairman of the Scottish Lands Court

19. The appointment was ranked with the lower of the two full-time
Sheriff Principal appointments in the Report No. 6 structure. We regard
equality with the new single level of Sheriff Principal as appropriate now.

Industrial Tribunals (Scotland) and Lands Tribunal for Scotland
20. The two Tribunals have been brought directly within the Review

Body’s terms of reference for the first time in the current review. The Indus-
trial Tribunal system is the same-as the system in England and Wales, and is
governed by the same legislation. Chairmen and Regional Chairmen perform
the-same broad range of function in both countries, and the appointments in
Scotland ought clearly to be assessed at the same level as those in England
and Wales: the Regional Chairman appointment is currently paid as an ‘ordi-
nary Chairman but, in our view, the additional responsibilities attached to
the post should be recognised, However, although the function of the Presi-
dent of the Industrial Tribunals in Scotland is identical to the function of the
equivalent appointment in England and Wales, the scale of operation in each
country is very different, and this imparts a significant difference to the gen-
eral directing and administrative responsibilities of the top appointment in
each case, On this account, we have assessed the President in Scotland at a
slightly lower level in the overall structure than the President in Engiand and
Wales.

21. We have followed the same approach for the Lands Tribunal for
Scotland. We see no reason to differentiate between appointments as Mem-
bers in Scotland and in England and Wales, but we consider that the
appointment of President should be

equated
with that of the President of the

Industrial Tribunals (Scotland).

Judge of the Court of Session
22. In1972, the Advisory Group was satisfied that the Judge of the Courtof Session should be equated with the High Court Judge in England and

Wales on the basis of judicial ‘weight’. The differencein the salaries recom-
mended by the Review Body in 1974 for the two appointments took account
of factors (differences in the costs of living and in Bar earnings) that are
outside our terms of reference. For our part, we confirm that, in judicial terms
alone, there continue to be no grounds for distinguishing between the two
appointments. Our assessments reflect this.

Lord Justice Clerk
23. The 1974 assessments equated the Lord Justice Clerk with the Lords

Justices ofAppeal in terms of jurisdiction and weight of job. This continues to
be appropriate.
Lord President of the Court of Session

24. We consider that the present position of the Lord President of the
Court of Session in the overall structure continues to be appropriate. We are
satisfied that the differential with the Lord Justice Clerk and the relationship
with the top of the judicial structures in England and Wales and in Northern
Ireland remain broadly satisfactory.
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€. Northern-Ireland

ResidentMagistrates
25. . These appointments have been brought within the Review Body’s

termsof reference for the first time in the current review. Previously, in terms
of pay, they have been equated with the MetropolitanMagistrates arid: the
Provincial Stipendiary Magistrates in England and Wales. We have already
assessed theProvincial Stipendiary Magistrates at the same level as the Met-
ropolitan. Magistrates in terms of overall jobweight (paragraph 8). We see né -

reason to distinguish between thein and the ResidentMagistrates iri Northern
Ireland, and we have therefore assessed them at the same ‘level in the struc-
ture as a whole. ,

.

. County Court Judges
.

26. The relationship of the County Court Judge to the Puisne Judge is as
important in the Northern Ireland judicial structure as.is the Circuit Judge
relationship to the High Court Judge in England and Wales. The structure
recommended in Report No. 6 put the Circuit Judge and the County Court
Judge on the same level, in the light of the Advisory Group’s 1972 assessment
that the responsibilities and jutisdiction 6f the appointments were compar-
able (Report No. 6, Appendix'E, paragraph 36). Oni this Occasion, we have .

found that a narrowing of the differential between the Circuit Judge and the
High Court Judge is justified.in order to recognise the full.developmentof the
Circuit Judge role (paragraph 11). We are aware that it is the intention to
create in Northern Ireland an équivalent to the Circuit Bench in the near
future, and that this may affect the level of the work of the County Coiirt
Judge. Nevertheless, we are satisfied that the present responsibilities and
jurisdiction of the appointment (including the trial of the scheduled ctiminal
offences without a jury) remain sufficiently close overall to the Circuit Judgeto regard the appointments as broadly comparable, and to maintain equality
between them in tle new structure, This conclusion assumes that the rating of
the Puisne Judge in Northern Ireland’ will be the same as that of the High
Court Judge in England and Wales (paragraph 28).

Recorder ofBelfast
27. The primus inter pares nature of the appointment and the fact. that

the Recorder is the chairman of the CountyCourt Rules Committee continue
to justify an assessment above the level of the County Court Judge.

Puisne Judges |

28. The Advisory Group recommended in 1972 that, on- the basis of
judicial ‘weight’ .and jurisdiction, the Puisne Judge should rank at the same
level.as the High Court Judge in England andWales (ReportNo. 6; Appendix
E, paragraph 38). But, in attaching salaries to the Advisory Group’s recom-
mendations, the Review Body itself took account of differences in: costs of
living and in Bar earnings between the two countries,. and recommendedalower salary for the Puisne Judge than for.the High Court Judge. These
‘external’ factors are again a matter for the Review Body and not for us. For
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our part, we agree with the 1972 conclusion that, in judicial terms, the two
appointments warrant the same points rating, and we reflect this view in the
structure that we put forward.

Lords Justices ofAppeal
29. Because of the extent of the interchangeability between the Puisne

Judge and the Lord Justice of Appeal in Northern Ireland, the Advisory
Group in 1972 did not follow the pattern that it set in England and Wales in
creating a differential between the High Court Judge and the Appeal Court
Judge. We have examined this matter afresh, and we are convinced that,
while interchangeability is still an important factor, and is necessary to the
efficient functioning of a small higher judiciary (see the table in paragraph 30
below), it should not be allowed to override the fact that the move to the
Appeal Court is a promotion and that it is now established practice (so we
have been told) to appoint to the Appeal Court exclusively from the High
Court. We consider that a differential is appropriate and that it should be the
same as we have indicated for England and Wales.

Lord Chief Justice
30. In the light of our recommendations for the Puisne Judge and the

Lord Justice of Appeal (paragraphs 28-29 above), we consider it right to
adjust the position of the Lord Chief Justice in the overall judicial structure,
and we have improved it slightly. We have considered whether we would be
justifiedin ranking the appointment alongside that of the Lord President of
the Court of Sessionin Scotland. But we have concluded that, in terms of the
overall weight of responsibility at the head of the judiciary, we cannot simply
ignore the relative sizes of the judiciaries (particularly the higher judiciaries
below the top appointment) and of the populations served.The position is as
follows:

Population Higher Judiciary
England and Wales 49-2 million 99 (1:497,000)
Scotland 5-2 million 20 (1:260,000)
Northern Ireland 1-5 million 7 (1:215,000)

In the light of this, we have assessed the Lord Chief Justice of Northern
Ireland immediately below the Lord President, and at the same level as the
President of the Family Divisionin England and Wales. But we draw atten-
tion to the fact that the changes envisagedin the Northern Ireland (udica-
ture) Billmay in the future affect the responsibilities

of the Lord Chief Justice
and the position will need to be examined again in a future review in the light
of developments.

Recommendations

31. We show below the overall structure that results from our conclu-
sions, and we commend these relativities to the Review Body as a basis for
considering its salary recommendations.
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TABLE1
A BOUCC

Lord Chief Justice 223 245
Master of the Rolls_Lord of Appeal 203 223 223
Lord President of the Court of Session (Séotland):
Lord Chief Justice (Northern Ireland). 197 217 214
President-of the Family. Division 217 205 -

Lord Justice of Appeal
,

205 205
Lord Justice Clerk (Scotiand) . »

186 205 205
Lord Justice of Appeal (Northern treland) _

205 173°

Vice-Chancellor 182 200 19%

High Court:-Judgé \ 191 191
Judge of the Court-of Session (Scotland) >

. °174 191 173
Puisne Judge (Northern Ireland) . . J 191 9.173

President, Lands Tribunal (England and Wales) 132. 145 145
President, Transport. Tribunal. | 141 118*
Chief-National Insurance Commissioner 128 141 141
President, Industrial Tribunals (England and Wales) J 141 127

President, Industrial Tribunals (Scotland) ' 37. = ..
Sheriff Principal (Scotland) 125 137 127/145
Chairman, Scottish Lands Court . 137 127
President, Lands Tribunal (Scotland)° 137 —

+
Official.Referee: (London) 132° 118
Vice-Chancellor of the County Palatine of Lancaster 132 118
Recorder of Liverpool 120 132 125
Recorderof Manchester

.
132 125

Senior Circuit Judge, Newington Causeway - ~ 132 125
Recorder of Belfast (Northern

Treland)
. 2 132 127

Circuit Judge 127 118°
Chief Metropolitan Magistrate . 127 Tig
Members, Lands Tribunal (England.and Wales and.Scotlaiid)*

. 127 127
National Insurance Commissioner ye 115 127 127
JudgeAdvocate General . 127 127
Sheriff.A (Scotland). 127 118
County Court Judge: (Northern Ireland) J - 127 118
Master of the Court of Protection - 120 118
Senidr and Chief Masters and Régistrars 120. 114
Regional‘ Chairmen, Industrial Tribunals (England and Wales |,

and Scotland) 109 120. 114
Chairman, Foreign Compensation Commissior. : - 120 114-
Registrar of the Court of Criminal Appeals . 120: 114
‘Sheriff B (Scotland) J 120, =
Masters and Registrars

) 110-100
Metropolitan Magistrate

©

'
~ + 110 107

Chairmen, Industrial Tribunals (England and Wales-and
Scotland) 100 110 107:

Vice-Judge Advocate General 110 107
Provincial Stipendidry Magistrate 110 ' 107
Resident Magistrate (Northern Ireland)

*1 January 1974 salary

Note: Column A shows the relativities commended by the Sub-Committee as an independent
structure, Columns B and C show, respectively, the changesmade by the Sub-Committeeto the structure recommendedin Report No. 6 and that structure.
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General points
32. Our task has been to recommend the relativities between appoint-

ments that we see as appropriate to reflect only their judicial ‘weight’. We
have not been concerned with ‘external’ factors that may affect salaries for
the appointments. These are for the Review Body to consider. But we regard
it as part of our task to focus attention on certain general points that have
already been put to the Review Body in evidence.

33. First, the question of London weighting: we are aware of a certain
amount of pressure within some parts of the lower judiciary that fall within
the Review Body’s terms of reference for the payment of London weighting
in relation to London appointments. It is not for us to express a view on this
and we do not know whether the Review Body itselfwill see it as appropriate
to put forward a recommendation. But we want to make clear that our own
recommendations (as our assessment for the Metropolitan Magistrates and
the Provincial Stipendiary Magistrates in England and Wales shows) take no .

account of the particular location in which a job is carried out.

34. Certain of our individual recommendations give rise to specific prob-
lems. We consider it right to recognise the development of the role of the
Vice-Chancellor and we have assessed it at a higher level than the High Court
Judge (paragraph 15). But we understand that, when the appointment was
created, an undertaking was given to Parliament by the Lord Chancellor of
the day that it would not be remunerated by a higher salary than the High
Court Judge. Our assessment has implications for this undertaking. A more
immediate problem arises in relation to the appointments of President of the
Lands Tribunal and President of the Transport Tribunal. The workload of
both appointments has now declined to the point where they take up only part
of the office-holders’ working time: the rest of their time is spent on other
judicial work of equivalent level of responsibility. Nevertheless, the work of
the appointment on a part-time basis has to be carried out to exactly the same
standard as if it were a full-time job. It is the workload and not the quality of
the work that has changed. We have not taken account of the other work
carried out in either case. We have assessed the appointments at the level that
we regard as appropriate in the light of the quality of the work: on this basis, it
will be possible to judge the appropriate level of salary for a full-time
appointment.

35. Finally, we make an important point in relation to our assessments of
the appointments in the Northern Ireland judicial structure. We have consi-
dered very seriously whether we should take into account at least some of the
stress and strain inevitably associated with the emergency situation in North-
erm Ireland. We are intensely aware of the extent to which that situation
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affects the security and private lives of mémbers of the Northern Ireland

judiciary and of their families. But we have concluded that it would be wrong
in principle to recognise the situation in our recommendations. In reaching
this conclusion, we have been impressed by the forthright view of the Lord
Chief Justice of Northern Ireland that it would be totally inappropriate to
adjust our assessment of the weight of the jobs to recognise the danger and
difficulty associated with the work of the judiciary in present circumstances.
and we understand that his view is widely. sharedin the Northern Ireland
judiciary.

OFFICE OFMANPOWER ECONOMICS
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