
EAST AYRSHIRE COUNCIL 

CABINET – 24 APRIL 2013 

EQUAL PAY POLICY STATEMENT AND PAY GAP AUDIT 

Report by Executive Director of Finance and Corporate Support  

 
 

1. PURPOSE 
 

1.1 The purpose of this report is to submit to Cabinet for approval and publication the key 
findings of the Equal Pay Gap Audit 2012/13 and a revised Equal Pay Policy 
Statement.  

  
2. BACKGROUND 
 
2.1 The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 place two specific 

duties on employers employing more than 150 employees.  These specific duties are 
to:- 
 

a. publish gender pay gap information; and 
 

b. publish statements on equal pay. 
 

2.1.1 To meet the duty identified at 2.1 a. above, the Council must publish information on the 
percentage difference among its employees between men’s average hourly rate 
(excluding overtime) and women’s average hourly rate (excluding overtime).  This 
information must be published no later than 30 April 2013 and each second year after 
that. 

 
2.1.2 Further, under the same Regulations, the Council is required to publish by 30 April 

2013 and each fourth year after that, a statement containing the following information:- 
 
 The Council’s policy on equal pay among its employees between:- 
 

a. men and women 
b. persons who are disabled and persons who are not 
c. persons who fall into a minority racial group and persons who do not. 
 
Further the statement must specify occupational segregation among its employees, 
being the concentration of: 
 
d. men and women 
e. persons who are disabled and persons who are not; and 
f. persons who fall into a minority racial group and persons who do not. 
 



2.1.3 The Regulations set out that the information sought in respect of the elements listed at 
2.1.2 b. and c., apply only in relation to the second and subsequent statements 
published by the Council.  Accordingly, the information relating to pay gap and 
occupational segregation set out in Appendix 1 relates only to men and women and not 
to disabled persons or persons who fall into a minority racial group.   

 
2.1.4 The information relating to the other categories referred to at 2.1.3 above will be 

reported on in 2017. 
 
3. METHODOLGY 
 
3.1 As set out in the Regulations referred to at para 2.1 above, an examination has been 

carried out of the difference between men’s and women’s average hourly rates, 
excluding overtime for the financial year 2011/2012.   

3.2 In carrying out the Equal Pay Gap Audit, account has been taken of Guidance issued 
by Close the Gap in its publication “Guidance for publishing information on gender and 
employment, equal pay and occupational segregation”.  Close the Gap is a 
partnership which works across Scotland with employers and employees, to encourage 
and enable action to address the gender pay gap.  Project partners include the 
Scottish Government, Scottish Enterprise, Highlands and Islands Enterprise, Skills 
Development Scotland, Equality and Human Rights Commission, and the Scottish 
Trades Union Congress. 

3.3 The exercise assessed the difference across the Council’s total workforce and also by 
specific employee groups.  The gender breakdown across the Council and by specific 
employee groups is as follows:- 

 
Employee 
Group 

Male % Female  % Total 

All employees 1723 28% 4399 72% 6122 
LGE 1409 29.6% 3328 70.4% 4737 
Teachers 299 21.8% 1067 78.2% 1366 
Chief Officers 15 79% 4 21% 19 

 
3.4 The Council’s Pay and Grading Scheme for Local Government Employees and Craft 

Operatives is based on 16 grades with four incremental points in each grade.  Prior to 
its implementation in 2007 it was subject to an Equality Impact Assessment carried out 
by an independent analyst and was assessed as being compliant with the Equality and 
Human Rights Commission’s guidelines. 

 
3.5 Posts which are paid on the Council’s Pay and Grading Scheme have been subject to 

the Council’s Job Evaluation process which follows the Scottish Council’s Job 
Evaluation Scheme.   

 

http://www.closethegap.org.uk/partners.html�


3.6 The Scottish Negotiating Committee for Teachers sets the pay scales and salaries 
applicable to all Teachers within Scotland. The Council cannot introduce any local 
amendments to these national pay scales. 

 
4. AUDIT RESULTS 

 
4.1 The detailed results of the Pay Gap Audit are contained in the full audit which is 

attached as Appendix 1.  The audit shows that the Council’s pay gap is 9.16% across 
all employee groups; 14.08% for Local Government Employees and 5.83% for 
teachers.   

 
4.2 The Pay Gap Audit provides pay gap information across all Local Government 

Employee and Teacher grades and also occupational segregation in respect of the 
same categories.  In terms of occupational segregation the audit shows that 
occupational segregation remains in those areas where it has traditionally been 
present.  Any significant change in this profile is likely to be achieved only in the long-
term. 

 
4.3 In November 2012 the Office of National Statistics reported that the UK gender mean 

pay gap was 18.6% as at April 2012.  The provisional pay gap for Scotland produced 
by the Scottish Government is 17.8% for 2012.   

 
5. EQUALITIES MAINSTREAMING REPORT AND EQUALITIES OUTCOMES 
 
5.1 The Council is obliged to publish separately employment information other than that 

relating to the pay gap.  This information is contained in the Council’s Equalities 
Mainstreaming Report and Equalities Outcomes which will be considered separately by 
Cabinet on 24 April 2013. 

  
6. FINANCIAL IMPLICATIONS 
 
6.1     There are no financial implications arising from this report.  

7. POLICY/LEGAL IMPLICATIONS 
 
7.1    The production of the Equal Pay Policy Statement and Pay Gap Audit ensures that the 

Council continues to meets its legislative requirements as a public authority under the 
Equality Act 2010 and related legislation.  

 
8. RISK MANAGEMENT IMPLICATIONS  

 
8.1      Having in place equality assessed pay arrangements ensures that challenges on the 

grounds of equal pay can be minimised. 
 



9. COMMUNITY PLANNING IMPLICATIONS 
 

9.1    The Pay Gap Audit meets the pursuit of continuous improvement and Best Value and 
the guiding principles of the Community Plan. 

 
10. TRADE UNIONS 
 
11.1 A copy of the Equal Pay Policy Statement and Pay Gap Audit will be forwarded to the 

Trade Unions for their information.  
 
12.     RECOMMENDATIONS 
 
12.1 Cabinet is recommended to:- 

 
i.      note the results of the Pay Gap Audit set out in Appendix 1;  

 
ii. agree the Equal Pay Policy Statement set out in Appendix 2; and 
 
iii. otherwise note the content of the report.   

 
 
 
 
 
 
 
 
Alexander McPhee      
Executive Director of  
Finance and Corporate Support    
9 April 2013 
 

LIST OF BACKGROUND PAPERS 
Nil 

 
Any person wishing further information should contact Martin Rose, Head of Human Resources 
(Telephone 01563 576092) 
 
Implementation Officer – Martin Rose, Head of Human Resources   



         APPENDIX 1 

EAST AYRSHIRE COUNCIL 

EQUAL PAY POLICY STATEMENT AND PAY GAP AUDIT 2012-2013 

1. INTRODUCTION 

1.1 This Equal Pay Policy Statement has been developed and the Equal Pay Gap 
Audit carried out in accordance with the requirements of the Equality Act 2010 
(Specific Duties) (Scotland) Regulations 2012 which are that certain named 
public authorities including the Council are required to:- 

 i. publish gender pay gap information; and 

 ii. publish statements on equal pay.  

2. EQUAL PAY POLICY STATEMENT 

2.1 As required under the Regulations referred to at 1.1 an Equal Pay Policy 
Statement has been developed and is set out in Appendix 2. 

2.2 The Equal Pay Policy statement sets out the Council’s approach to pursuing 
equality in pay across all its employee groups. 

3. PAY GAP AUDIT 

1.2 To meet the requirements as set out in the Regulations referred to at para 1.1 
above, this Pay Gap Audit provides:- 

• gender pay gap information showing the percentage difference 
between men’s hourly rates (excluding overtime) and women’s average 
hourly rate (excluding overtime) for both full-time and part-time 
employees 

• gender pay gap information showing the difference between total 
earnings for men and women in full-time posts 

• gender pay gap information showing the difference between total 
earnings for men and women in part-time posts 

• occupational segregation by gender 

1.3 The audit has been carried out to allow it to be published no later than 30 April 
2013.  Further audits will be carried out and their results published each 
second year hereafter. 

1.4 Further, in respect of the statutory requirements contained in the Regulations 
referred to at para 1.1 above the Council will publish by 30 April 2013 and 
each fourth year hereafter, a statement containing the following information:- 

 The Council’s policy on equal pay among its employees between:- 
 

a. men and women 
b. persons who are disabled and persons who are not 
c. persons who fall into a minority racial group and persons who do not. 
 
Further the statement must specify occupational segregation among its 
employees, being the concentration of: 
 



d. men and women 
e. persons who are disabled and persons who are not; and 
f. persons who fall into a minority racial group and persons who do not. 

 
1.5 The Regulations state that in respect of the elements listed at 1.4.b., c., d. and 

f. above, these require to be collected and published only under the second 
and subsequent statements published by the Council.  Accordingly, this 
information will be published in April 2017. 

2. SCOPE AND METHODOLOGYOF THE AUDIT 

2.1 The audit, the results of which are contained in Sections 1 to 8 attached, 
covers all Council employees i.e. Local Government Employees, Craft 
Operatives, Teachers and Chief Officers.  The audit was carried out in relation 
to 6,122 employees who were paid on 31 March 2012 and provides 
information in relation to the categories set out at para 1.2 above.  Using the 
methodology set out at 2.3 below, the audit shows that the Council’s pay gap 
is 9.16% across all employee groups; 14.08% for Local Government 
Employees and 5.83% for teachers.    

 The eight sections cover the following areas: 

Section 1 –  Summary of pay gap across all employee groups 

 Section 2 –  Pay gap within Teachers workgroup shown by category  

 Section 3 –  Pay gap by grade within the Local Government Employee  
  workgroup 

Section 4 –  Pay gap with selected occupationally segregated jobs within the 
Local Government Employee workgroup 

Section 5 - Pay gap between full-time male and full-time female employees 
in all workgroups 

Section 6 - Pay gap between full-time male employees and part-time female 
employees in all workgroups 

Section 7 - Pay gap between full-time female employees and part-time male 
employees 

Section 8 -  Pay gap between part-time male employees and part-time 
female employees 

2.2 In carrying out the audit, account was taken of the guidance set out by The 
Close the Gap partnership in their publication “Guidance for publishing 
information on gender and employment, equal pay and occupational 
segregation”. Close the Gap is a partnership which works across Scotland 
with employers and employees, to encourage and enable action to address 
the gender pay gap.Project partners include the Scottish Government, 
Scottish Enterprise, Highlands and Islands Enterprise, Skills Development 
Scotland, Equality and Human Rights Commission and the Scottish Trades 
Union Congress. 

2.3 The methodology for determining the pay gap as set out by Close the Gap is 
as follows:- 

http://www.closethegap.org.uk/partners.html�


Step 1 Determine the basic (excluding overtime) hourly rate of pay for 
each employee. 

Step 2 Calculate the average hourly rate of pay for male employees 
and female employees.  Find out the mean average by adding 
together all of the individual hourly rates of pay and then divide 
this by the total number of employees.  Do this separately for 
male employees and female employees. 

Step 3 Work out percentage gap in pay by using the following 
calculation:- 

 (A ÷ B) × 100 = Total 

 100 – Total = Pay Gap 

 A = Female and B = Male   

2.4 Generally, the three main reasons for a gender pay gap within organisations 
are:- 

• Occupational segregation 
• Lack of flexible working  
• Discrimination 

2.5 Occupational segregation can be described in two ways.  Firstly, horizontal 
segregation describes the position where men and women are concentrated 
in particular types of occupation and secondly, vertical segregation which 
describes the concentration of men and women into different levels of work for 
example at the top or bottom pay grades in an organisation. 

2.6 In respect of horizontal segregation it can be seen from Section 3 of the audit 
that there are grades and jobs within the Council’s workforce which have a 
gender imbalance.These gender imbalances are in areas where this has 
historically been the case, for example, the predominance of females in the 
Personal Carer role and the predominance of males in Roadworker and Craft 
Operative roles.  Similarly, there is an imbalance in favour of women within 
the teaching workgroup. 

2.7 In relation to vertical segregation, Section 3 shows that in Grade 10 and 
above within the Local Government Employee workgroup the gender balance 
is split 42.13% men and 57.8% women.  Grade 10 is the Council’s basic 
professional grade.  It should be noted, having regard to the horizontal 
segregation referred to at 2.6 above, that 60.9% of the Local Government 
Employee workgroup’s female employees are concentrated in the bottom four 
grades – Grades 1 to 4.  In the top four grades – Grade 13 to 16, the gender 
balance split is 61.3% men and 38.6% women. 

2.8 With regard to flexible working, the Council has in place a range of flexible 
working arrangements and policies such as flexible working hours, 
compressed hours, job sharing, career breaks as well as statutory provisions 
relating to maternity and parental leave. 

2.9 In respect of discrimination, this can arise with pay systems where women 
may be paid less for work that is the same or similar, or of the same value as 



male colleagues’ work.  This position does not apply within the Council as the 
Council’s pay and grading scheme for the Local Government Employee 
workgroup are covered by a pay and grading scheme which uses a formal job 
evaluation scheme which has been agreed at national level.The Council’s pay 
and grading scheme which was developed using the agreed job evaluation 
scheme was subject to an independent Equality Impact Assessment. Further, 
where a new post is established or where there are changes to an existing 
post’s duties and responsibilities then the grade for such a post is set by using 
the agreed job evaluation scheme.  The pay system for teachers is as set out 
in the Handbook of Conditions of Service as agreed by the Scottish 
Negotiating Committee for Teachers. 

3. FUTURE ACTIONS 

3.1 Taking account of the findings of the Pay Gap Audit and to ensure that the 
Council’s current pay and grading arrangements remain fit for purpose and 
free from potential discriminatory elements the following actions will be taken:- 

 Occupational Segregation 

• Where recruitment is carried out for posts in which there is an historical 
gender imbalance then the wording of advertisements will refer to the 
Council’s desire to attract applications from the under-represented 
gender. 
 

• Where methods other than advertisements are used e.g. job fairs then 
there will be particular focus on targeting job opportunities to 
individuals from the under-represented gender. 

 
• Working with established school based and partner agency initiatives 

including Science, Technical, Engineering and Mathematics (STEM) to 
promote positive role models in occupations which have historically 
been dominated by one particular gender. 

 Flexible Working 

• Existing flexible working policies and procedures will be kept under 
review to ensure that they continue to meet the Council and 
employees’ needs. 
 

• Uptake of existing flexible working policies will monitor and reported on 
through the current employee statistics reporting arrangements. 

 
 

Pay and Grading Arrangements 

• The Council will continue to use approved job evaluation arrangements 
when reviewing the grade of existing posts or when establishing grades 
for new posts within the Local Government Employee workgroup 
including Craft Operatives. 
 



• The Council will continue to use the approved Job Sizing arrangements 
when sizing teaching posts.  

4. MONITORING 

4.1 In addition to the statutory monitoring requirements set out in the Equality Act 
20101 (Specific Duties) (Scotland) Regulations 2012 progress in relation to 
the actions set out at 3 above will be reported to the Corporate Management 
Team and Cabinet by the Head of Human Resources through the current 
employee statistics reporting arrangements. 

 

 

 

 

 

 

 

Human Resources 
April 2013 



            Appendix 2 
EAST AYRSHIRE COUNCIL 

 
EQUAL PAY POLICY STATEMENT 2013 

 
1. INTRODUCTION 
 
1.1 This Equal Pay Policy Statement sets out how the Council will comply with the legal 

duties set out in the Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012. 
 
1.2 In developing this Policy Statement account has been taken of the Guidance published 

by the Equality and Human Rights Commission.  
 
1.3 The Council’s commitment to ensuring equal pay is underpinned by its understanding of 

the legislative requirements applying to this area of activity and by a further commitment 
to ensure that it contributes as appropriate through the relevant national negotiating 
bodies to the pursuit of equal pay in the nationally agreed pay arrangements. 

 
2. OBJECTIVES 
 
2.1 The Council’s equal pay objectives are to:- 
 

• ensure that any unfair, unjust or unlawful practices that impact on pay are eliminated 
• ensure that its pay arrangements remain free from bias 
• take appropriate remedial action to address any elements of the pay arrangements 

that may be unfair, unjust or unlawful.  
 
3. SCOPE OF THE EQUAL PAY POLICY STATEMENT 
 
3.1 The four key areas covered by the Policy Statement are:- 
 
3.1.1 Pay Arrangements  
 
3.1.2 The Council’s workforce comprises four employee groups whose pay and conditions of 

service are set in different ways and under different national negotiating arrangements.   
 
 These are as follows:- 
 

• Scottish Joint Council for Local Government Employees 
 

• Scottish Negotiating Committee for Teachers 
 

• Scottish Joint Council for Craft Operatives 
 

• Scottish Joint Negotiating Committee for Local Authorities Services (Chief Officials) 
 
3.1.3 These national negotiating bodies reach various agreements which are binding on 

employing authorities but are augmented by local agreements in respect of a range of 
matters principally but not solely conditions of service. 

 
3.1.4 The Local Government Employee and Craft Operative workgroups are covered by a pay 

and grading scheme which uses a formal job evaluation scheme which has been 
agreed at national level and the results of which were subject to an equality impact 
assessment at local level.   The pay system for teachers is as set out in the Handbook 
of Conditions of Service as agreed by the Scottish Negotiating Committee for Teachers. 

 
3.2 Occupational Segregation 



 
3.2.1 In certain areas the Council’s workforce displays elements of occupational segregation.  

Equal Pay Audits will report on the extent of occupational segregation and actions will 
be identified with the intention of reducing the level of occupational segregationwhere it 
occurs. 

 
3.3 Barriers to Career Progression 
 
3.3.1 The Council has in place learning and development arrangements which amongst other 

things contribute to the career development and progression of employees. 
 
3.3.2 The Council will ensure that its various learning and development arrangements 

continue to assist employees to develop their careers and it will do this by ensuring that 
account is taken of any barriers that employees may face in this regard.  Specifically the 
EAGER process for Local Government Employees and the Performance Review and 
Development arrangements for Teachers will be audited and monitored to ensure it 
remains effective and contributes positively to career development and progression. 

 
3.4 Caring Responsibilities 
 
3.4.1 The Council recognises the impact that caring responsibilities can have for individuals 

particularly women and has in place a well-established Work Life Balance Programme 
including:- 

 
• Flexible Working Hours 
• Term-time working  
• Compressed hours 
• Career breaks  
• Home working 
• Child Care Vouchers 
• Special Leave to cover emergencies 

 
3.4.2 The above provisions are kept under review to ensure that they remain effective and 

relevant and where evidence, legislation or operational requirements suggest that 
amendments are required that these amendments are implemented appropriately. 

 
4. TRANSPARENCY AND COMMUNICATION 
 
4.1 The Council will ensure that all employees of the Council are aware of the 

arrangements for setting their pay and remuneration.  This will be undertaken through 
the established joint consultation arrangements with the Trade Unions and by publicity 
through the Council’s intranet, in-house publications and relevant PER and Teach 
Circulars. 

 
5. INFORMATION GATHERING AND PUBLICATION 
 
5.1 The Council will,in addition to the statutory requirements set out in the Equality Act 2010 

(Specific Duties) (Scotland) Regulations 2012, gather and publish on an annual basis 
the following workforce information analysed by gender, race and disability:- 

 
• Pay hierarchy 

 
• Job applications 

 
• Promotion applications 

 
• Discipline and Grievance Cases 



 
• Learning and Development Opportunities 

 
• Exit interviews 

 
6. MONITORING ARRANGEMENTS 
 
6.1 The information gathered in Section 5.1 above will be reported to Cabinet, the 

Governance and Scrutiny Committee, the Central Joint Consultative Committee and the 
Local Negotiating Committee for Teachers. 

 
6.2 In addition, management information relating to the workforce profile will be provided to 

the Corporate Management Team and Departmental Management Teams to ensure 
that they can take action in respect of any issues identified in the monitoring 
information.  

 
6.2 Also, the information gathered through the monitoring arrangements will be published 

on the Council’s Website and Intranet. 
 
7. REVIEW OF EQUAL PAY POLICY STATEMENT 
 
7.1 This Equal Pay Policy Statement will be reviewed in accordance with the publication 

requirements set out in the Equality Act 2010 (Specific Duties) (Scotland) Regulations 
2012. 

 
 
 
 
 
 
 
April 2013 
 
 



Section 1 – Summary of pay gap across all employee groups
All 

Employees All_LGE

All 

Teachers

Chief 

Officers

Total employees 6122 4737 1366 19

Male 1723 28.14% 1409 29.74% 299 21.89% 15 78.95%

Female 4399 71.86% 3328 70.26% 1067 78.11% 4 21.05%

Average Salary £13.06 £11.08 £19.49 £45.67

Average Male Salary £13.98 £12.29 £20.42 £44.03

Average Female Salary £12.70 £10.56 £19.23 £51.82

Paygap 9.16% 14.08% 5.83% -17.69%

Female

Average Salary

Average Male Salary

Average Female Salary

Paygap

Average Female Salary

Paygap

Total employees

Male

Female

Average Salary

Average Male Salary

Average Female Salary

Paygap



Section 2 – Pay gap within Teachers workgroup shown by category 

TEACHERS

Main 

Grade Chartered Principal

Deputes 

& Heads

Total employees 946 52 209 117

Male 166 17.55% 16 30.77% 73 34.93% 26 22.22%

Female 780 82.45% 36 69.23% 136 65.07% 91 77.78%

Average Salary £17.54 £21.33 £22.66 £27.86

Average Male Salary £17.46 £21.01 £23.43 £30.16

Average Female Salary £17.56 £21.48 £22.25 £27.20

Paygap -0.57% -2.24% 5.04% 9.81%

Others

Total employees 42

Male 18 42.86%

Female 24 57.14%

Average Salary £22.14

Average Male Salary £20.95

Average Female Salary £23.04

Paygap -9.98%

Average Female Salary

Paygap

Total employees

Male

Female

Average Salary

Average Male Salary

Average Female Salary

Paygap



Section 3 – Pay gap by grade within the Local Government Employee workgroup

LGE GRADES Grade 01 Grade 02 Grade 03 Grade 04

Total employees 541 260 1351 409

Male 64 11.83% 145 55.77% 192 14.21% 131 32.03%

Female 477 88.17% 115 44.23% 1159 85.79% 278 67.97%

Average Salary £6.62 £7.39 £8.58 £9.15

Average Male Salary £6.57 £7.36 £8.55 £9.17

Average Female Salary £6.62 £7.44 £8.58 £9.14

Paygap -0.76% -1.09% -0.35% 0.33%

Grade 05 Grade 06 Grade 07 Grade 08

Total employees 259 286 546 309

Male 90 34.75% 178 62.24% 147 26.92% 125 40.45%

Female 169 65.25% 108 37.76% 399 73.08% 184 59.55%

Average Salary £9.89 £10.90 £12.44 £14.04

Average Male Salary £9.90 £10.82 £12.33 £14.06

Average Female Salary £9.88 £11.04 £12.48 £14.03

Paygap 0.20% -2.03% -1.22% 0.21%

Grade 09 Grade 10 Grade 11 Grade 12

Total employees 128 300 98 149

Male 64 50.00% 94 31.33% 48 48.98% 69 46.31%

Female 64 50.00% 206 68.67% 50 51.02% 80 53.69%

Average Salary £15.68 £17.52 £18.98 £21.00

Average Male Salary £15.75 £17.59 £19.00 £21.10

Average Female Salary £15.61 £17.49 £18.97 £20.91

Paygap 0.89% 0.57% 0.16% 0.90%

Grade 13 Grade 14 Grade 15 Grade 16

Total employees 37 38 16 10

Male 25 67.57% 20 52.63% 13 81.25% 4 40.00%

Female 12 32.43% 18 47.37% 3 18.75% 6 60.00%

Average Salary £23.50 £25.41 £27.12 £30.93

Average Male Salary £23.54 £25.54 £27.13 £31.07

Average Female Salary £23.42 £25.26 £27.10 £30.84

Paygap 0.51% 1.10% 0.11% 0.74%



Section 4 – 

LGE JOB COMPARISON Catering

Mainly 

G01 Cleaning

Mainly 

G01

Road 

workers 

Pers. 

Carers G03

Total employees 229 322 549

Male 3 1.31% 12 3.73% There are 2 grades 17 3.10%

Female 226 98.69% 310 96.27% of Roadworker 532 96.90%

See below

Average Salary £7.04 £6.75 £8.58

Average Male Salary £6.77 £6.72 £8.50

Average Female Salary £7.04 £6.75 £8.58

Paygap -3.99% -0.45% N/A -0.94%

Craft Ops.

(Various 

grades)

Clerical 

Assts. G03

Classrm. 

Assts. G03

Social 

Wkrs. G10

Total employees 213 266 293 119

Male 203 95.31% 19 7.14% 12 4.10% 25 21.01%

Female 10 4.69% 247 92.86% 281 95.90% 94 78.99%

Average Salary £10.83 £8.65 £8.55 £17.37

Average Male Salary £10.84 £8.71 £8.08 £17.53

Average Female Salary £10.69 £8.64 £8.57 £17.33

Paygap 1.38% 0.80% -6.06% 1.14%

Road 

workers 

Grade 

G03

Road 

workers 

Grade 

G04

22 25

22 100.00% 25 100.00%

0 0.00% 0 0.00%

£8.65 £9.11

£8.65 £9.11

£0.00 £0.00

N/A N/A

Pay gap with selected occupationally segregated jobs within the Local 
Government Employee workgroup



Section 5 -
All 

Employees All_LGE

All 

Teachers

Chief 

Officers

Total employees 3776 2651 1106 19

Male Full time 1553 41.13% 1269 47.87% 269 24.32% 15 78.95%

Female Full time 2223 58.87% 1382 52.13% 837 75.68% 4 21.05%

Average Salary £15.03 £12.84 £19.77 £45.67

Average Male Salary £14.40 £12.71 £20.72 £44.03

Average Female Salary £15.48 £12.96 £19.47 £51.82

Paygap -7.50% -1.97% 6.03% -17.69%

TEACHERS Main Grade Chartered Principal

Deputes 

& Heads

Total employees 720 45 200 123

Male Full time 145 20.14% 15 33.33% 71 35.50% 27 21.95%

Female Full time 575 79.86% 30 66.67% 129 64.50% 96 78.05%

Average Salary £17.41 £21.41 £22.64 £27.74

Average Male Salary £17.47 £21.29 £23.39 £29.90

Average Female Salary £17.39 £21.47 £22.23 £27.13

Paygap 0.46% -0.85% 4.96% 9.26%

Others

Total employees 26

Male Full time 12 46.15%

Female Full time 14 53.85%

Average Salary £24.09

Average Male Salary £23.03

Average Female Salary £24.99

Paygap -8.51%

Pay gap between full-time male and full-time female 
employees in all workgroups



Section 6 -
All 

Employees All_LGE

All 

Teachers

Chief 

Officers

Total employees 3729 3215 527 15

Male Full time 1553 41.65% 1269 39.47% 297 56.36% 15 100.00%

Female Part time 2176 58.35% 1946 60.53% 230 43.64% 0 0.00%

Average Salary £11.75 £10.38 £19.54 £45.67

Average Male Salary £14.40 £12.71 £20.44 £44.03

Average Female Salary £9.87 £8.86 £18.38 £0.00

Paygap 31.46% 30.29% 10.08% 100.00%

Main Grade Chartered Principal

Deputes 

& Heads

Total employees 342 21 78 123

Male Full time 136 39.77% 15 71.43% 71 91.03% 27 21.95%

Female Part time 206 60.23% 6 28.57% 7 8.97% 96 78.05%

Average Salary £17.99 £21.36 £23.32 £27.74

Average Male Salary £17.84 £21.29 £23.39 £29.90

Average Female Salary £18.08 £21.53 £22.67 £27.13

Paygap -1.34% -1.13% 3.08% 9.26%

Others

Total employees 22

Male Full time 12 54.55%

Female Part time 10 45.45%

Average Salary £21.79

Average Male Salary £23.03

Average Female Salary £20.31

Paygap 11.83%

Pay gap between full-time male employees and part-time female 
employees in all workgroups



Section 7 -
All 

Employees All_LGE

All 

Teachers

Chief 

Officers

Total employees 2393 1522 867 4

Male Part time 170 7.10% 140 9.20% 30 3.46% 0 0.00%

Female Full time 2223 92.90% 1382 90.80% 837 96.54% 4 100.00%

Average Salary £15.10 £12.55 £19.41 £51.82

Average Male Salary £10.16 £8.54 £17.76 £0.00

Average Female Salary £15.48 £12.96 £19.47 £51.82

Paygap -52.36% -51.76% -9.63% -100.00%

Main Grade Chartered Principal

Deputes 

& Heads

Total employees 559 31 131 91

Male Part time 21 3.76% 1 3.23% 2 1.53% 0 0.00%

Female Full time 538 96.24% 30 96.77% 129 98.47% 91 100.00%

Average Salary £17.73 £21.32 £22.26 £27.20

Average Male Salary £17.42 £16.74 £24.74 £0.00

Average Female Salary £17.74 £21.47 £22.23 £27.20

Paygap -1.84% -28.27% 10.16% -100.00%

Others

Total employees 19

Male Part time 6 31.58%

Female Full time 13 68.42%

Average Salary £22.64

Average Male Salary £16.79

Average Female Salary £25.33

Paygap -50.90%

Pay gap between full-time female employees and part-time 
male employees



Section 8 - 
All 

Employees All_LGE

All 

Teachers

Chief 

Officers

Total employees 2346 2086 260 0

Male Part time 170 7.25% 140 6.71% 30 11.54% 0 0.00%

Female Part time 2176 92.75% 1946 93.29% 230 88.46% 0 0.00%

Average Salary £9.89 £8.84 £18.31 £0.00

Average Male Salary £10.16 £8.54 £17.76 £0.00

Average Female Salary £9.87 £8.86 £18.38 £0.00

Paygap 2.93% -3.78% -3.51% 0.00%

Pay gap between part-time male employees and part-time 
female employees




