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1 Executive Summary and 
Recommendations 
Scope 

1.1 The audit is based on the whole workforce as of October 2022. This includes 9,100 appointments of 
which 4,138 are Casual appointments. The analysis has been based on the total workforce and then 
considered from the perspective of the LocalGovernment,Teachers, and Chief Officials employment 
groups. 

Workforce Distribution 

1.2 The distribution of the workforce throughout the grading structure can be a significant contributor to 
the gender pay gap. Within an incremental structure such as that used by the Council it is not 
expected that there would be a gender pay issue within each grade. However, differences in the 
gender grading profile, for example, where a higher percentage of the male workforce are in the 
higher grades, compared to female employees willcreate an overallhigher average hourly rate. 

1.3 It is evident within the Local Government Employee group from Grade 8 onwards that a higher 
percentage of the male workforce are in these grades which contributes to the overallgender pay 
gap of 10.56%. This occurs even though there are no individualgrades within this group where the 
Gender Pay Gap would be considered significant, i.e., exceeds 5.00%. 

1.4 The same issue can be seen within Teaching roles where a higher percentage of male employees are 
in the more senior roles. 

1.5 In both groups, the median gender pay gap is also affected by the distribution of the workforce. If 
more female employees are located towards the bottom end of the pay structure, the median pay 
point will also be lower than if the group is more evenly distributed throughout the pay structure. 

Recom m endation 

Review what actions can be taken to enable a wider range of em ployees to progress to roles 
in higher grades. This could include a review of fam ily friendly policies, training and 
developm ent opportunities and increasing part t im e and job sharing throughout the 
organisation. 

Full and Part  Tim e Em ploym ent 

1.6 As with the distribution of the workforce based on grade, the percentage of the workforce that are full 
or part time can also contribute to the overall gender pay. It is more likely that part time opportunities 
exist at the lower end of the pay structure and are part time opportunities are more likely to be 
undertaken by female employees. 

1.7 The profile of the overallworkforce indicates that 73.53% of the female workforce are part time, 
compared to 41.22% of the male workforce. Within the Local Government Employee group 84.26% 
of females are part time compared to 47.20% of the male workforce. 

1.8 The grading profile for the Local Government Employee group in Graphs 1 and 2, shows that part 
time employment is concentrated in Grades 2 to 7. As female employees are predominantly part 
time and part time working is concentrated in the lower grades, this creates a lower average hourly 
rate for female employees and contributes to the overall gender pay gap. 
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1.9 The distribution of the Teaching group is more consistent between male and female employees; 
74.64%of female teachers are full time compared to 84.42% if the male teaching group. 

Recom m endation 

Identify what prevents greater opportunities for part t im e working throughout the grading 
structure. 

Pay Structure and Job Evaluation 

1.10 The payand grading structure for the LocalGovernment Employee group was developed locally 
using the national pay spine and the job evaluation outcomes from the application of the Scottish 
Joint Council (SJC)Job Evaluation scheme. The SJC scheme is an appropriate factor based analytical 
scheme that has a fixed scoring matrix and was designed specifically for local government 
employees. 

1.11 The current pay and grading structure is based on identifiable design principals which are common in 
incremental pay structures in the public sector. The key features are that the structure provides 
incrementalprogression for all employees, the pay range of adjoining grades do not overlap, there is 
consistency in the evaluation points for each grade and it would take an employee less than five 
years to reach the grade maximum. 

1.12 The payand grading structure for Teachers is determined nationallyand not the responsibility of the 
Council. In some instances, the design principals adopted for the Local Government Employee pay 
and grading structure also apply to the Teachers structure. However, the number of increments per 
grade is significantly longer in the Teachers structure and there is an overallpay spine that can be 
applied for Deputy and Head Teachers. 

Recom m endation 

Consider what the future im pact of potential changes in the Scottish Local Governm ent 
Living Wage will have on the design of the pay structure.  

Pay Gap Analysis  

1.13 The Gender Pay Gap has been considered based on a range of different employment groups within 
the Council. The following table is a summaryof the outcomes based on basic pay. 

Sum m ary – Gender Pay Gaps – Basic Pay 

Group Total Workforce (Inc. Casuals) TotalWorkforce (Excl. Casuals) 

Mean Median Mean Median 

All Employees 9.05% 8.29% 4.81% 1.57% 

LocalGovernment Employees 10.56% 4.04% 8.58% 5.55% 

Teachers 3.06% 0.00% 4.29% 0.00% 

Chief Officials -8.93% 0.00% -8.93% 0.00% 

1.14 A further analysis of the Gender Pay Gap based on individualgrades for Local Government 
Employees only did not identify any specific grades where the Gender Payexceeded the thresholds 
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identified by the Equal and Human Rights Commission would be considered significant (i.e.,5.00% or 
more) 

1.15 A further analysis of the Gender Pay Gap based on individualgrades for the Teachers group only 
identified that there was a significant Gender Pay Gap within the Chartered Teacher, Head Deputy 
Head Teacher,PrincipalTeacher, and EducationalPsychologist grades. The reasons identified for the 
Gender Pay Gap within these grades is due to differences in length of service which result in individual 
employees being at different positions in the incremental structure of the grade. There is no 
indication that female employees will not progress through the grade in the same way as male 
employees. 

1.16 The analysis of individual Service Areas as shown in Table 11, does show significant differences in pay 
in  a range of areas of the Council. However, as with the workforce, when this is considered on a 
grade-by-grade basis, there are only four grades where there is a significant gender pay gap as 
outlined in Para. 5.14. 

1.17 Additional pay is not a significant issue within the Council. As shown in Table 12 the number of 
additionalpayments is limited. The value of these payments in the census period was £99,769 and 
the average value of male and female employees was the same. There is no indication that the level 
of payments differs due to gender and that the reason for their payment is due to the requirements 
of the role. 

1.18 There are three payments that were paid to male employees only including  ‘Addition to Pay’, 
‘Emergency Call-Out’ and ‘Pay Supplement’. In total, there are only six instances of these three 
elements in the whole workforce. The most significant of these is the Pay Supplement paid to a 
specific group of employees. 

Recom m endation 

Continue to review the overall gender pay gap and specifically require Service Areas to review 
the position in their own area. 

Ensure that decisions on m arket pay are evidence based and that such approaches to pay are 
applied to all relevant areas of the organisation. 

Protected Characteristics 

1.19 The Council undertook an extensive data collection project on Protected Characteristics prior to the 
audit taking place. However, there remain significant gaps in the data that is available. At the time of 
the audit,5,212 employees had not provided data on disability and 4,114 employees had not 
provided data on their Ethnicity. Due to the small numbers of employees providing data and the 
small numbers with a Protected Characteristic, the value of the analysis is limited. 

1.20 In addition to Gender, the Audit has also considered Age,Disability and Ethnicity. This includes a 
profile of the workforce using each of these Protected Characteristics and an analysis of the pay gap 
within the relevant group. 

Recom m endation 

Continue action to address the availability of data on all protected characteristics and 
prom ote this as a m eans of recruiting and retaining em ployees from  all groups. 
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Age 

1.21 The distribution of the workforce by Age (Table 13) is similar for male and female employees apart 
from within the Age Range 35 –44 where the percentage of female employees is 23.28%compared 
to 14.37% of the male workforce. A similar pattern is also seen when considering Local Government 
Employees only, whereas there is more consistency within the Teachers group. However, within the 
Teachers group, the percentage of the female workforce in the higher Age Ranges (45 and over) is 
less than that for male employees which may indicate that fewer female employees remain in these 
roles. 

1.22 The Age-related pay gap identifies a significant point in that the pay gap favours female employees at 
the lowest age range (-3.78% at Age 16 to 24),but this changes at the 25 – 34 Age Range and the pay 
gap peaks at 17.01%within the 35 –44 Age Range. The reason for this is likely to be due to female 
employees returning to the workforce but at a lower level than similar aged male employees. The lack 
of part time opportunities is also contributing to this affect. 

Disability 

1.23 Within the available data there are only 186 employees that have declared that they have a disability 
which is 2.04%of the workforce for whom data is available. The overall Disability Pay Gap is 4.73% 
which is significantly less than that for the workforce, which is 9.05%. There is only one grade where 
the Disability Pay Gap is significant, which is within the Deputy Head and Head Teacher grade; the 
reason for this is that there is only one employee with a disability who is a recent starter and therefore 
at the lower end of the pay grade. 

Ethnicity 

1.24 Within the available data there are only 62 employees that are from an Ethnic minority which is 0.68% 
of the workforce for whom data is available. The overall Ethnicity Pay Gap is 9.92% which is like that 
for the workforce as whole. There are no individual grades where the Ethnicity Pay Gap is significant. 

Starting Pay Analysis  

1.25 An analysis of Starting Pay has been undertaken to identify if there are any differences between male 
and female starters or appointments. This was based on Local Government Employees only who had 
started since 1st April2022 up to the Census Date in October. The reason for undertaking this analysis 
is to identify if there are any gender issues which may then continue throughout employment. 

1.26 The analysis of external new starters shows that 99.48% of female and 97.14% of males started at the 
grade minimum. Internal appointees are less likely to start at the grade minimum, but 78.78% of 
female and 83.02%of male internalappointees do start at the grade minimum. 

Casual Em ploym ent 

1.28 The main audit has been based on all employees, but this includes 4,138 Casual employees. Further 
analysis has been undertaken based on key indicators identified through the main audit to determine 
if the inclusion of Casual employees has had any significant effect on the outcomes. 

1.29 The most notice able impact is within the overall gender pay gap. Table 29 shows the difference the 
mean and median gender pay gap when Casuals are included and excluded. The overall gender pay 
gap was 9.05% based on all employees,but this reduces to 4.81%when Casual employees are 
excluded. The median Gender Pay Gap also reduces from 8.29% to 1.57%. 
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1.30 Although the exclusion of Casual employees results in differences in the distribution of the workforce 
and the composition of Fulland Part Time working, the overall pattern is similar whether Casuals are 
included or excluded. 

Recom m endation 

Continue to undertake a level of m onitoring including casual appointm ents as included in this 
report . 

Underta ken a further review of ca sual appointm ents to identify com parability with 
perm anent em ployees undertaking the sam e role and that increm ental  progression also 
applies. 
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2 Workforce Distribution   
2.1 The  d istribu tion  of the  workforce  is a  key issue  to  conside r when  de te rm in ing the  

poten tia l causes of the  gender pay  gap .  

2.2 In  an  increm enta l  pay  and  grad ing  structure  such  as tha t  used  wide ly in  the  public  
sector and  a t Argyll and  Bute  Council, the  expecta tion  is  tha t the  gender pay gap  with in  
ind ividua l grades will be  insign ifican t as m a le  and  fem a le em p loyees will be  d istribu ted 
th roughout the  increm enta l poin ts. However,  when  ca lcu la ting the  ove ra ll gende r pay  
gap , the  d istribu tion  of the  workforce can  crea te an  ove ra ll pay gap  which  is like ly to  be 
h ighe r than  tha t seen  a t ind ividua l grades. 

2.3 The  fo llowing tab le s show the  d istribu tion  of the  workforce  for each  em ploym ent  
group . The  reason  for showing the se  as  separa te  tab le s is to  m ake  it easie r to  iden tify 
issues with in  each  group  tha t m ay contribu te  to  the  gender pay gap  and  the  gap  with in  
tha t specific group  itse lf. 

2.4 Table  1 shows the  d istribu tion  of the  Loca l Governm ent Em ployee  Group . There  a re  
seve ra l  sign ifican t poin ts tha t can  be  seen  with in  the  ana lysis.  

The  h ighest num ber of  m ales and  fem ales is a t Grades 4 and  5. This re flects the  na ture  
of organisa tions in  tha t the  workforce  will be  in  ro le s tha t a re  concentra ted  in  the  m id-
range  of the  pay and  grad ing  structure , with  fewer ro le s a t the  lower and  upper  ends  
of the  pay structure . 

Although  a  h ighe r pe rcen tage  of the  fem ale  workforce  a re  a t Grades 7 and  8  
com pared  to  the  m ale  workforce , the re  is a  noticeab le  d iffe rence  from  Grade  9  
onwards. A h ighe r pe rcen tage  of the  m ale  workforce  a re  in  Grades 9 and  above  
com pared  to  the  pe rcen tage  of the  fem ale  workforce . Based  on  the  to ta l m ale 
workforce , 23.0% are  in  Grades 9 and  above  com pared  to  10.3% of  the  fem ale  
workforce . This factor contribu tes to the  ove ra ll ave rage  hourly ra te  as m ore  m ales a re  
pa id  a t a  h ighe r ra te . 

2.5 Table  2 shows the  d istribu tion  of the  Teache rs Em ployee  Group . The  ana lysis excludes  
Educa tiona l Psychologists and  Qua lity Im provem ent ro le s so  tha t any issues with in  
teach ing ro le s is clea rly iden tifiab le . 

As would  be  expected  the  m ain  Teaching grade  is the  m ost popula ted  for m ale  and  
fem ale  em ployees. Table  2 a lso  includes Supply Teachers,  and  th is group  a re  
predom inantly fem ale .  

Based  on  the  to ta l m ale  teach ing workforce , 64.61% are  em ployed  with in  the  m a in  
teach ing grade , includ ing Supp ly. In  com parison , 80.18% of the  fem ale  teach ing  
workforce  a re  em ployed  with in  the  m ain  teach ing grade , includ ing  Supply.  

The  actua l  num ber of sen ior Teaching ro le s is  a  sm a ll pe rcen tage  of the  ove ra ll  
workforce . The re  a re  86 m ale  em ployees in  the  Charte red , Principa l and  Deputy  and  
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Head  Teache r grades which  is 27.9% of the  m ale  workforce . In  com parison  the re  a re  
249 fem ale  em ployees in  the  h ighe r grades, bu t th is is on ly equiva len t  to  18.9% of  the  
fem ale  workforce .  

As is eviden t with in  the Loca l Governm ent em ployee  group , the  d istribu tion  of m ale 
em ployees in  the  h ighe r grades will have  an  im pact on  the  ave rage  hourly ra te  and  will  
the re fore  be  a  m ajor contribu tor to  the  ove ra ll gender pay gap . 

2.6 Table  3 shows the  d istribu tion  of m ale  and  fem ale  em p loyees with in the  Chie f Officia ls 
Group . Although  the re  a re  on ly 16  em ployees in  to ta l with in  th is group , it is noticeab le  
tha t the re  is a  sim ila r num ber of m ale  em ployees (7) and  fem ale  em ployees (9) with in 
the group .  



Ta b le 1 – Work force  Dis t r ib u t ion  – Loca l  Gove rn m  e n t  Em  p loye e  Grou p  

Eq u a l  Work  Grou p  Orga n isa t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of  Grou p  % of All Ma le s Nu m b e r % of  Grou p  % of All Fe m a le s 

MODAPP 6 4 66.67% 0.29% 2 33.33% 0.03% 

ASP TUPE 2 2 100.00% 0.15% 0 0.00% 0.00% 

SLGE2 594 101 17.00% 7.36% 493 83.00% 8.13% 

SLGE3 907 106 11.69% 7.72% 801 88.31% 13.22% 

SLGE4 1,488 310 20.83% 22.58% 1,178 79.17% 19.44% 

SLGE5 1,685 249 14.78% 18.14% 1,436 85.22% 23.69% 

SLGE6 728 121 16.62% 8.81% 607 83.38% 10.01% 

SLGE7 846 87 10.28% 6.34% 759 89.72% 12.52% 

SLGE8 236 77 32.63% 5.61% 159 67.37% 2.62% 

SLGE9 305 96 31.48% 6.99% 209 68.52% 3.45% 

SLGE10 177 48 27.12% 3.50% 129 72.88% 2.13% 

SLGE11 235 80 34.04% 5.83% 155 65.96% 2.56% 

SLGE12 144 54 37.50% 3.93% 90 62.50% 1.48% 

SLGE13 42 16 38.10% 1.17% 26 61.90% 0.43% 

SLGE14 5 3 60.00% 0.22% 2 40.00% 0.03% 

SLGE15 11 5 45.45% 0.36% 6 54.55% 0.10% 

SLGE16 23 14 60.87% 1.02% 9 39.13% 0.15% 

Tot a l 7,434 1,373 18.47% 100.00% 6,061 81.53% 100.00% 
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Ta b le 2 - Work force Dis t r ib u t ion - Te a  ch e  r s  On ly  

Eq u  a  l  Work  Grou  p  Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of  Grou  p  % of All Ma le s Nu m b e r % of  Grou  p  % of All Fe m a le s 

Mu sic  In st ru ct or  29 23 79.31% 7.47% 6 20.69% 0.46% 

Te a  ch e r  - Su p p ly  557 78 14.00% 25.32% 479 86.00% 36.37% 

Te a  ch e r  698 121 17.34% 39.29% 577 82.66% 43.81% 

Ch a  r t e  r e d  Te a  ch e r  15 7 46.67% 2.27% 8 53.33% 0.61% 

Ed u ca  t ion  Su p p or t  Office  r  6 0 0.00% 0.00% 6 100.00% 0.46% 

Pr in cip a l Te a ch e r 201 57 28.36% 18.51% 144 71.64% 10.93% 

He a  d  a  n  d  De p u  t  y  He a  d  119 22 18.49% 7.14% 97 81.51% 7.37% 

Tot a l 1,625 308 18.95% 100.00% 1,317 81.05% 100.00% 

Ta b le 3 - Work force Dis t r ib u t ion - Ch ie f Officia ls On ly 

Eq u  a  l  Work  Grou  p  Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of  Grou  p  % of All Ma le s Nu m b e r % of  Grou  p  % of All Fe m a le s 

Ch ie f Officia l – Po in t 29 12 6 50.00% 85.71% 6 50.00% 66.67% 

Ch ie f Officia l – Po in t 43 3 1 33.33% 14.29% 2 66.67% 22.22% 

Ch ie f Exe cu t ive 1 0 0.00% 0.00% 1 100.00% 11.11% 

Tot a l 16 7 43.75% 100.00% 9 56.25% 100.00% 



3 Full and Part Time Employment 
3.1 In  addition  to  iden tifying the  d istribu tion  of the  workforce  based  on  gender and  grade ,  

it is a lso  im portan t to  conside r the  d istribu tion  of the workforce  based  on  fu ll and  part  
tim e  working. It is typ ica l in  organisa tions tha t pa rt tim e working is concentra ted  a t the 
lower leve ls of the  pay  and  grad ing structure  and  these  ro le s a re  p redom inantly  
undertaken  by fem a le  em p loyees.  

3.2 Table  4 shows the  d istribu tion  of m a le , and  fem a le s based  on  fu ll and  part tim e  
working for the  whole  workforce . 

Ta b le 4 – Ove ra ll Nu m b e r o f Fu ll a n d Pa r t Tim e Worke r s b y Ge n d e r 

Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r 
% of 

Grou p 
% of All 
Ma le s 

Nu m b e r 
% of 

Grou p 
% of All 
Fe m a le s 

Fu ll Tim e 2,955 994 33.64% 58.78% 1,961 66.36% 26.47% 

Pa r t Tim e 6,145 697 11.34% 41.22% 5,448 88.66% 73.53% 

Tot a l 9,100 1,691 18.58% 100.00% 7,409 81.42% 100.00% 

3.3 A sign ifican t m ajority of the  fem a le  workforce  (73.53%) a re  part tim e whereas  m ost 
m  a le  em p loyees (58.78%) a re  fu ll-tim e . By ana lysing  the  d istribu tion  of the  workforce 
by grade  and  fu ll and  part tim e  working  we  can  de te rm ine  if th is has  an  im pact on  the  
ove ra ll gender pay gap .  

3.4 The  d istribu tion  of the workforce  for fu ll and  tim e  worke rs in  the  Loca l Governm ent 
Em p loyee  group  is  like tha t for the workforce  as a  whole . 

Ta b le 5 – Loca  l  Gove rn m  e n t  Em  p loye e s  Ove ra ll Nu m b e r o f Fu ll a n d Pa r t Tim e Worke r s b y 
Ge n d e r 

Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r 
% of 

Grou p 
% of All 
Ma le s 

Nu m b e r 
% of 

Grou p 
% of All 
Fe m a le s 

Fu ll Tim e 1,679 725 43.18% 52.80% 954 56.82% 15.74% 

Pa r t Tim e 5,755 648 11.26% 47.20% 5,107 88.74% 84.26% 

Tot a l 7,434 1,373 18.47/ 5 100.00% 6,061 81.53% 100.00% 

3.5 Graph  1 shows the  d istribu tion  of fu ll and  part tim e  worke rs by Grade  for m a le 
em p loyees  and  Graph  2 shows the  d istribu tion  of fu ll and  part tim e  worke rs by grade  
for fem a le  worke rs. Part tim e  em p loym ent is concentra ted  in  the  lower grades for 
both  m a le  and  fem ale  em p loyees.  
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It is eviden t tha t m ost pa rt tim e  role s a re  with in  Grades 3, 4 and  5 for  both  m a le  and  
fem a le s; however, th is accounts fo r a  fa r la rger p roportion  of the  fem a le  workforce . 
Part tim e  work is p redom inantly fem ale  and  concentra ted  in  the  lower grades.  Of the 
to ta l m a le  workforce , 29.50% are  part tim e  and  in  Grades 3, 4 and  5  com pared  to  
54.73% of the  fem a le  workforce . 
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3.6 It is a lso  eviden t tha t the  num ber of part tim e worke rs sign ifican tly reduces from 
Grade  9 onwards. Whilst th is is true  for both  m ale  and  fem ale  em ployees, th is  
poten tia lly im pacts fem a le  em p loyees m ore  sign ifican tly than  m a le  em p loyees. Fem a le 
em ployees a re  m ore  like ly to  have  fam ily and  caring re sponsib ilitie s  and  the  reduction  
in  part tim e  work opportun itie s a t the  h ighe r end  of the  pay and  grad ing structu re  will 
m ean  tha t fem ale  em ployees a re  m ore  like ly  to  be  in  lower graded  ro le s  when  
re turn ing to  work or com b in ing work with  o the r re sponsib ilitie s. 

3.7 The  d istribu tion  of m ale  and  fem ale  em ployees with in  the  Teache rs Group  d iffe rs from 
the  workforce  as a  whole  or the  Loca l Governm ent Em ployee  group . Both  m ale  and  
fem ale  em ployees  a re  p redom inan tly fu ll tim e 

Ta b le 6 - Te a ch e r s Ove ra ll Nu m b e r o f Fu ll a n d Pa r t Tim e Worke r s b y Ge n d e r 

Orga  n isa t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of  Grou p  % of All 
Ma le s 

Nu m b e r % of  Grou p  % of All 
Fe m a le s 

Fu ll Tim e 1,243 260 20.92% 84.42% 983 79.08% 74.64% 

Pa r t Tim e 382 48 12.57% 15.58% 334 87.43% 25.36% 

Tot a l 1,625 308 18.95% 100.00% 1,317 81.05% 100.00% 

3.8 Graphs 3 and  4 shows the  d istribu tion  of fu ll and  part tim e  teache rs by gender and  
grade . There  a re  no  sign ifican t d iffe rences tha t ind ica te  tha t pa rt tim e  em ployees a re 
concentra ted  in  the  lower grades due  to  gender. There  is a  sign ifican t pe rcen tage  of  
both  m ale  and  fem ale  em ployees on  the  Teache r grade  who a re  part tim e . There  a re 
a lso  opportun itie s a t a ll leve ls with in  the  pay and  grad ing structure  for part tim e 
working so  the re  is no  d isadvantage  to  e ithe r m ale  or fem ale  em ployees.  
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3.9 No ana lysis  of the  Chie f Officia ls group  has been  undertaken  as a ll em ployees a re  fu ll  
tim e . 
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4 Pay Structure and Job Evaluation   
4.1 The  pay and  grad ing structure  for  Loca l Governm ent Em p loyees was  deve loped  by the  

Council  using the  na tiona l pay sp ine  for Loca l Governm ent  and  is shown in  Table  7.  

Table 7 –Local Governm ent Em ployees Pay and Grading Structure 

Grade 
JE Minim um 
Score 

JE Maxim um 
Score 

Minim um  Salary Maxim um  Salary 
Grade 
Span 

Increm ents 

SLGE2 215 249 19,118 19,369 1.31% 2 

SLGE3 250 272 19,639 19,948 1.57% 2 

SLGE4 273 291 20,218 20,797 2.86% 3 

SLGE5 292 310 21,086 21,973 4.21% 4 

SLGE6 311 329 22,629 23,960 5.88% 3 

SLGE7 330 350 24,636 25,716 4.38% 3 

SLGE8 351 372 26,526 28,918 9.02% 4 

SLGE9 373 406 29,748 32,507 9.27% 4 

SLGE10 407 432 33,510 37,696 12.49% 5 

SLGE11 433 471 38,796 42,037 8.35% 4 

SLGE12 472 520 43,252 47,342 9.46% 4 

SLGE13 521 568 48,770 53,303 9.29% 4 

SLGE14 569 611 54,924 60,075 9.38% 4 

SLGE15 612 654 60,885 62,756 3.07% 3 

SLGE16 655 999 63,663 65,611 3.06% 3 

4.2 The  design  of the  curren t pay and  grad ing structure  is  com parab le  to  those  deve loped  
by o the r Councils for Loca l  Governm ent  Em p loyees. The  principa l de sign  fea tures a re  
as fo llows: 

• All grades a llow for increm en ta l p rogression . 

• Most grades do  not  ove rlap , m ean ing tha t if a  ro le  is eva lua ted  a t a  h ighe r grade than  
the  grade  be low, the  m in im um  pay will be  h ighe r. There  a re  abutted  grades (the  
m in im um  of the  h ighe r grade  is equ iva len t to  the  m axim um  of the  grade  be low)  
be tween  Grade  2 and  3 and  Grade  10 and  11,  which  is  accep tab le . 

• All grades a re  based  on  a  range  of job  eva lua tion  poin ts  which  a re  de te rm ined  using 
the  SJC Job  Eva lua tion  schem e  which  is an  appropria te  factor based  ana lytica l schem e . 

• The  num be r of increm ents gradua lly increase s from  2 to 4. The  on ly exception  is  a t 
Grade  10, where  the re  a re  five  increm en ts.  
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4.3 It should  be  noted  tha t  fu ture  increases in  the  Scottish  Loca l Governm ent Living  Wage  
a re  like ly to  re su lt in  the  lower grades be ing e roded .  Whilst th is is no t a  specific issue 
for th is report, th is e ffect can  be  conside red  to  im pact on  the  in tegrity of the  job 
eva lua tion  schem es as ro le s curren tly p laced  with in  the  d iffe ren t grades, will  
even tua lly  be  pa id  a t the  sam e  ra te . 

4.4 Table  8 illustra te s the  Pay and  Grading Structure  for Teache rs, Qua lity Im provem ent  
Office rs, and  Educa tiona l Psychologists. Unlike  the  pay and  grad ing structure  for  Loca l  
Governm ent Em p loyees, the  sa la ry sca le s for Teache rs a re  de te rm ined  na tiona lly.  The 
length  of the  sa la ry sca le  for Deputy Head  Teache rs and  Head  Teache rs is to  enable  
the  size  of the  ro le  to  be  de te rm ined  and  an  appoin tm en t m ade  a t the  appropria te  
poin t.  

Furthe r ana lysis cou ld  be  undertaken  of th is group  based  specifica lly on  the  range  of  
pay poin ts  applied  to  ind ividua ls. 

Table 8 –Teachers and Educational Psychologists Pay and Grading Structure 

Grade Minim um  Salary Maxim um  Salary Grade Span Increm ents 

Music Instructor 29,451 39,147 32.92% 6 

Teacher -Supply 28,113 42,336 50.59% 6 

Teacher 28,113 42,336 50.59% 6 

Chartered Teacher 43,650 51,903 18.91% 6 

Education Support Officer 48,063 51,903 7.99% 3 

Principal Teacher 46,158 59,571 29.06% 8 

Lead Teacher 48,063 68,271 42.04% 3 

Quality Im provem ent Officer 61,185 68,271 11.58% 3 

Quality Im provem ent Manager 71,223 71,223 0.00% 1 

Head and Deputy Head Teacher 52,350 99,609 90.28% 19 

Educational Psychologist 47,505 60,423 27.19% 7 

Senior Educational Psychologist 64,188 64,188 0.00% 1 

Principal Educational Psychologist 64,188 74,382 15.88% 9 
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5 Pay Gap Analysis   
5.1 Having conside red  the  d istribu tion  of the  workforce and  the  design  of the  pay and  

grad ing structure  th is  section  ou tlines the  gender pay gap . 

5.2 The  m ean  gender pay gap  is ca lcu la ted  using  the  fo llowing form ula : 

Ma le  Ave r a ge  Hou r ly Ra t e  - Fe m  a le  
Ave ra ge  Hou r ly Ra t e 

X 100% 

Ma le  Ave r a ge  Hou r ly Ra t e  

The  sam e  ca lcu la tion  is  a lso  used  to ca lcu la te  the  m edian  gender pay  gap  based  on  the  
m id-poin t of the  grade  or the  ove ra ll organ isa tion . 

A m inus figure  ind ica te s tha t the  pay gap  favours fem ale  em ployees  as the ir hourly  
ra te  is h ighe r than  m ale  em ployees.  

Equa l Work Group  re fe rs to  the  grade  as th is ind ica te s tha t ro le s with in  each  grade 
have  been de te rm ined  to  be  ‘Work Rated Equiva len t’ using an  appropria te  factor based  
ana lytica l Job  Eva lua tion  schem e .  

5.3 We  have  applied  the  Equa litie s and  Hum an Rights Com m ission  (EHRC) gu idance  as to  
wha t is a  sign ifican t pay gap . The  EHRC sta te s  tha t whereve r the  d iffe rence  in  pay  is  
5.00% or m ore  it is sign ifican t and  shou ld  be  investiga ted  to  ensure  tha t the  reason  is  
not due  to  be ing part of an  equa lity group  such  as gender or  e thn icity. Sim ila rly, a  
d iffe rence of 3.00% or m ore  m ay ind ica te  tha t the re  a re  poten tia l pa tte rns of 
d iffe rence .  

Ge n d e r  Pa y Ga p – To t a l Work for ce  

5.4 Based  on  the  to ta l workforce  the  gender pay gap  using basic hourly ra te s  a re : 

Mean – 9.05% where  m ale  em ployees a re  pa id  on  ave rage  £1.42 m ore  than  fem ale  
em ployees  pe r hour.  

Median  – 8.29% where  m ale  em ployees a re  pa id  a  m edian  ra te  of £1.03 m ore  than 
fem ale  em ployees pe r hour.  

A m ore  de ta iled  ana lysis has been  undertaken  based  on  each  em ploym ent group . This  
includes an  ana lysis  where  the  pay  gap  is m ore  than  5% a t  each  grade .  

5.5 The gender pay gap  for the  Loca l Governm ent Em ploym ent group  is: 

Mean – 10.56% where  m ale  em ployees a re  pa id  on  ave rage  £1.43 m ore  than  fem ale  
em ployees  pe r hour.  

Median  – 4.04% where  m ale  em ployees a re  pa id  a  m edian  ra te  of £0.46p  m ore  than  
fem ale  em ployees  pe r hour.  
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5.6 The  m ean  gender pay gap  for a ll grades is shown in  Table  9 and  the  m edian  gender  
pay gap  is included  in  Table  9a .  

The re  a re  no  ind ividua l grades where  the  gender pay gap  is 5.0% or grea te r so we  have  
not investiga ted  the  reason  for the pay gap  a t grade  leve l.  

Although  the re  a re  no  sign ifican t d iffe rences with in  any ind ividua l grade , the  ove ra ll  
m ean  gender pay gap  of  10.56% is h ighe r than  tha t for the  organisa tion  as whole  and  
is h ighe r  than  tha t seen  a t any ind ividua l grade .  The  reason  for th is is p rim arily due  to 
the  d istribu tion  of the  workforce  which  has been  d iscussed  in  Section  3.  



Ta b le 9 - Me a n  Ge n d e r  Pa y  Ga p  - Loca l  Gove rn m  e n t  Em  p loye e s  

Eq u a l  Work  Grou p  All Ma le s All Fe m a le s Pa y Ga p 

Nu m b e r Ave ra ge  
Ba s ic Pa y 

Ave ra ge  Ba sic 
Hou r ly Ra t e 

Nu m b e r Ave ra ge  
Ba s ic Pa y 

Ave ra ge  Ba sic 
Hou r ly Ra t e 

Diffe r e n ce  
(£) 

Pa y Ga p (%) 

MODAPP 4 £9,125 £5.00 2 £9,125 £5.00 £0.00 0.00% 

ASP TUPE 2 £35,459 £17.00 0 

SLGE2 101 £19,186 £9.97 493 £19,150 £9.95 £0.02 0.20% 

SLGE3 106 £19,702 £10.24 801 £19,720 £10.23 £0.01 0.10% 

SLGE4 310 £20,208 £10.56 1,178 £19,408 £10.53 £0.03 0.28% 

SLGE5 249 £21,138 £11.16 1,436 £20,449 £11.07 £0.09 0.81% 

SLGE6 121 £22,859 £12.11 607 £22,450 £12.00 £0.11 0.91% 

SLGE7 87 £24,754 £13.06 759 £24,057 £12.98 £0.08 0.61% 

SLGE8 77 £26,682 £14.44 159 £27,036 £14.64 -£0.20 -1.39% 

SLGE9 96 £30,643 £16.56 209 £29,951 £16.39 £0.17 1.03% 

SLGE10 48 £34,942 £18.86 129 £34,810 £18.61 £0.25 1.33% 

SLGE11 80 £39,333 £21.54 155 £39,170 £21.44 £0.10 0.46% 

SLGE12 54 £44,111 £24.15 90 £43,770 £23.83 £0.32 1.33% 

SLGE13 16 £49,871 £27.33 26 £48,815 £26.69 £0.64 2.34% 

SLGE14 3 £54,613 £29.93 2 £55,167 £30.23 -£0.30 -1.00% 

SLGE15 5 £58,324 £31.96 6 £58,506 £32.06 -£0.10 -0.31% 

SLGE16 14 £61,370 £33.49 9 £60,974 £33.41 £0.08 0.24% 

Ove ra ll 1,373 £25,416 £13.54 6,061 £22,555 £12.11 £1.43 10.56% 
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Ta b le  9a  - Me d ia  n  Ge n  d e r  Pa  y  Ga  p  - Loca  l  Gove  rn  m e  n  t  Em p loye  e  s  

Eq u  a  l  Work  Grou  p  All Ma le s All Fe m a le s Pa y Ga p 

Nu m b e r Me d ia n Me d ia n Ba s ic Nu m b e r Me d ia n Ba s ic Me d ia n Ba s ic Diffe r e n  ce  Pa y Ga p (%) 

MODAPP 4 £9,125 £5.00 2 £9,125 £5.00 £0.00 0.00% 

ASP TUPE 2 £35,459 £17.00 0 0.00% 

SLGE2 101 £19,118 £9.91 493 £19,118 £9.91 £0.00 0.00% 

SLGE3 106 £19,639 £10.18 801 £19,639 £10.18 £0.00 0.00% 

SLGE4 310 £20,507 £10.63 1,178 £19,125 £10.48 £0.15 1.41% 

SLGE5 249 £21,086 £11.08 1,436 £20,220 £10.93 £0.15 1.35% 

SLGE6 121 £22,665 £12.06 607 £22,629 £11.73 £0.33 2.74% 

SLGE7 87 £24,636 £13.12 759 £24,326 £12.77 £0.35 2.67% 

SLGE8 77 £27,355 £14.55 159 £27,355 £14.99 -£0.44 -3.02% 

SLGE9 96 £30,750 £16.85 209 £30,750 £16.85 £0.00 0.00% 

SLGE10 48 £35,659 £19.26 129 £35,574 £18.97 £0.29 1.51% 

SLGE11 80 £39,765 £21.79 155 £39,765 £21.79 £0.00 0.00% 

SLGE12 54 £44,783 £24.54 90 £44,783 £24.54 £0.00 0.00% 

SLGE13 16 £50,422 £27.63 26 £49,701 £27.23 £0.40 1.45% 

SLGE14 3 £53,506 £29.32 2 £55,167 £30.23 -£0.91 -3.10% 

SLGE15 5 £58,506 £32.06 6 £58,506 £32.06 £0.00 0.00% 

SLGE16 14 £61,189 £33.53 9 £61,189 £33.53 £0.00 0.00% 

Ove ra ll 1,373 £21,406 £11.39 6,061 £20,218 £10.93 £0.46 4.04% 



5.7 The  sam e  ana lysis has  been  undertaken  for the  Teaching em ployee  group . 

Mean – 3.06% where  m ale  em ployees a re  pa id  on  ave rage  £0.75p m ore  than  fem ale  
em ployees  pe r hour.  

Median  – 0.00% where  m ale  em ployees a re  pa id  the  sam e  m edian  ra te as fem ale  
em ployees.  

5.8 The  m ean  gender pay gap  for a ll grades is shown in  Table  10 and  the  m edian  gender  
pay gap  is included  in  Table  10a . 

5.9 Although  the  m ean  and  m edian  pay gaps a re  lower than  those  for the  organisa tion  as 
whole  and  the  Loca l Governm ent Em ploym ent group , the re  a re  sign ifican t d iffe rences  
of 5.00% or  m ore  with in  ind ividua l grades.  Based  on  the  m ean  gender pay gap , the  
sign ifican t d iffe rences a re  as fo llows: 

Ch a r t e r e d  Te a ch e r  – the  sm all num ber of em ployees with in  th is grade  extenua tes the  
gender pay  gap  where  the re  is a  d iffe rence  in  the  increm enta l position  with in  the  
grade . There  a re  3 m ales and  1 fem ale  a t the  grade  m axim um . The  curren t  
increm enta l position  a lso  re flects the  sta rt da te and  length  of se rvice  in  th is ro le and  
the re  a re  2  fem ale  em ployees whose  sta rt da te  is from  Octobe r 2021.  

He a d  a n d  De p u t y He a d  Te a ch e r  – the  pay range  for th is leve l consists of  n ine teen  
poin ts and  covers a ll types and  size  of school.  The re  a re  m ore  m ales a t the  top  pf the  
pay range  or who a re  Head  Teache rs in  secondary schools, whereas fem ale  Heads and  
Deputy Heads a re  m ore  like ly to  be  in  the  prim ary sector or sm alle r schools. 

Pr in cip a l Te a ch e r – the re  a re seve ra l  d iffe ren t ro le s tha t a re  pa id  on  th is sca le , bu t the  
m ain  ro le  of Principa l Teache r is the  m ost h igh ly occupied  for both  m ale  and  fem ale  
em ployees. The  ave rage  m ale  sa la ry is £51,762 and  the  ave rage  fem ale  sa la ry is  
£49,379 pe r annum . The  ave rage  fem ale  sa la ry is lower due  to  the  num ber of recen t  
new sta rte rs a t th is leve l, the re  were  23 new sta rte rs from  August 2022, of which  12 
a re  a t  the  grade  m in im um . Th is reduces the  fem ale  ave rage  sa la ry and  crea te s a  
gender pay  gap which  will reduce  a t em ployees’progress th rough  the  pay sca le . 

Ed u ca t ion a l Psych o logis t – The  ove ra ll group  on ly consists of  7 em ployees. The  m ale  
em ployee  is  curren tly pa id  a t the  grade  m axim um  and  has longer se rvice  than  m ost 
fem ale  em ployees.  The re  is no  evidence  tha t fem ale  em ployees will not p rogress  
th rough  the  grade  as the re  a re  fem ale  em ployees pa id  a t the  grade  m axim um ; bu t  
the ir ave rage  sa la ry is reduced based  on  the  d istribu tion  of the  curren t group  and  
length  of se rvice . 



Ta b le 10 - Me a n  Ge n d e r  Pa y  Ga p  - Te a ch e r s 

Eq u a l  Work  Grou p  All Ma le s All Fe m a le s Pa y Ga p 

Nu m b e r Ave ra ge  
Ba s ic Pa y 

Ave ra ge  Ba sic  
Hou r ly Ra t e 

Nu m b e r Ave ra ge  
Ba s ic Pa y 

Ave ra ge  Ba sic  
Hou r ly Ra t e 

Diffe r e n ce  
(£) 

Pa y Ga p 
(%) 

Mu sic  In st ru ct or  23 £39,147 £21.45 6 £39,147 £21.45 £0.00 0.00% 

Te a ch e r  - Su p p ly  78 £39,985 £21.91 479 £40,751 £22.33 -£0.42 -1.92% 

Te a ch e r  - Ma in 121 £40,747 £22.33 577 £40,568 £22.23 £0.10 0.45% 

Ch a r t e re d  Te a ch e r  7 £50,260 £27.54 8 £46,097 £25.26 £2.28 8.28% 

Ed u ca t ion  Su p p or t  Office r  0 6 £51,263 £28.09 

Pr in cip a l Te a ch e r 57 £52,041 £28.52 144 £49,417 £27.08 £1.44 5.05% 

He a d  a n d  De p u t y  He a d t e a ch e r  22 £65,342 £35.81 97 £58,816 £32.23 £3.58 10.00% 

Tra in e e  Ed u ca t ion a l  0 1 £15,000 £8.22 

Ed u ca t ion a l Psych o logis t 1 £60,423 £33.11 6 £56,681 £31.06 £2.05 6.19% 

De p u t y Pr in cip a l a n d Pr in cip a l 
Ed u ca t ion a l Psych o logis t 

0 1 £69,279 £37.96 

Qu a lit y  Im  p rove m  e n t  Office r  0 8 £68,271 £37.41 

Qu a lit y  Im  p rove m  e n t  Ma n a ge r  2 £71,223 £39.03 6 £71,223 £39.03 £0.00 0.00% 

Ove ra ll 311 £44,720 £24.51 1,339 £43,359 £23.76 £0.75 3.06% 
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Ta b le 10a - Me d ia n Ge n d e r Pa y Ga p - Te a  ch  e r s  

Eq u  a  l  Work  Grou  p  All Ma le s All Fe m a le s Pa y  Ga p  

Nu m b e r Me d ia n 
Ba s ic Pa y 

Me d ia n Ba s ic 
Hou r ly Ra t e 

Nu m b e r Me d ia n Ba s ic 
Pa y 

Me d ia n Ba s ic 
Hou r ly Ra t e 

Diffe r e n  ce  
(£) 

Pa y Ga p 
(%) 

Mu sic  In st ru ct or  23 £39,147 £21.45 6 £39,147 £21.45 £0.00 0.00% 

Te a  ch e r  - Su p p ly  78 £42,336 £23.20 479 £42,336 £23.20 £0.00 0.00% 

Te a  ch e r  - Ma in 121 £42,336 £23.20 577 £42,336 £23.20 £0.00 0.00% 

Ch a  r t e  r e d  Te a  ch e r  7 £51,903 £28.44 8 £45,117 £24.72 £3.72 13.08% 

Ed u ca  t ion  Su p p or t  Office  r  0 6 £51,903 £28.44 

Pr in cip a l Te a ch e r 57 £51,903 £28.44 144 £48,063 £26.34 £2.10 7.38% 

He a d  a  n  d  De p u  t  y  He a d t  e a  ch e r  22 £61,185 £33.53 97 £57,657 £31.59 £1.94 5.79% 

Tra  in e e  Ed u  ca  t ion a  l  0 1 £15,000 £8.22 

Ed u ca t ion a l Psych o logis t 1 £60,423 £33.11 6 £59,387 £32.54 £0.57 1.72% 

De p u t y Pr in cip a l a n d Pr in cip a l 
Ed u ca t ion a l Psych o logis t 

0 1 £69,279 £37.96 

Qu  a  lit  y  Im  p rove m  e n t  Office r  0 8 £68,271 £37.41 

Qu a  lit y  Im  p rove  m  e  n t  Ma  n a  ge  r  2 £71,223 £39.03 6 £71,223 £39.03 £0.00 0.00% 

Ove ra ll 311 £42,336 £23.20 1,339 £42,336 £23.20 £0.00 0.00% 



5.10 The  sam e  ana lysis has  been  undertaken  for the  Chie f Officia ls em ployee  group .  In  view 
of the  num ber of em ployees a t th is leve l, we  have  not included  the  sam e  tab le s as for  
the  o the r em ploym ent groups. The  ou tcom es a re  as  fo llows. 

Mean – -8.93% 3.06% where fem ale  em ployees a re  pa id  on  ave rage  £4.11 m ore  than  
m ale  em ployees pe r hour.  

Median  – 0.00% where  m ale  em ployees a re  pa id  the  sam e  m edian  ra te  as fem ale  
em ployees.  

5.11 The  reason  for the m ean gender pay gap  is a ttribu tab le  to  the  Chie f Executive  ro le . 
The re  a re  no  d iffe rences in  gender pay for the  o the r Chie f Officia l  ro le s as a ll a re  pa id  a  
spot sa la ry. 

Se rvice  Are a s 

5.12 It is a lso  im portan t to  understand  the  gender pay gap  with in  each  Se rvice  Area .  The  
fo llowing ana lysis is based  on  a ll a reas with  a  Head  of Se rvice  exclud ing the  sm a lle r  
se rvices. 

5.13 The  m ean  and  m ed ian  gender pay  gaps for a ll a reas is h ighe r  com pared  to the  ove ra ll 
organisa tion  or specific em ploym ent groups. This ind ica te s tha t the  d istribu tion  of the 
workforce  with in  each  group  is sim ila r and  tha t m ale  em ployees a re  m ore  like ly to  be 
in  ro le s a t the upper end  of the  pay and  grad ing structure .  This then  crea te s a  h ighe r 
ave rage  ra te  for m ale  em ployees re su lting in  the  gender pay gap .  

This is an issue tha t a ll se rvices need  to  conside r to reduce  the  gender pay gap  with in  
the ir own se rvice  and  the  organisa tion  as whole .  

5.14 Although  the  report does not include  ind ividua l tab le s for each  se rvice ,  we  have  
reviewed the  gender pay gap  for each  grade . Desp ite  the  h ighe r  gende r pay gap  as  
shown in  Tables 11 and  11a , the re  a re  ve ry few sign ifican t  d iffe rences  with in  
ind ividua l grades as would  be  expected  in  an  increm enta l structure . The  d iffe rences  
iden tified  a re  as fo llows. 

Com m e rcia l  – Gra d e SLGE13 – All em ployees with in  th is  grade  a re  recen t  
appoin tm ents  a t th is leve l. Both  m ale  and  fem ale  em ployees have  been  appoin ted  a t  
the  grade  m axim um  and  seve ra l  fem ale  appoin tm ents a re  across the  grade . As the re 
is on ly one  m ale  em ployee , th is m eans tha t the  ave rage  m ale  hourly ra te  is h ighe r than  
the  ave rage  fem ale  ra te .  Although  the re  is no  gender b ia s, the  reason  for the  
appoin tm ents a t the  grade  m axim um  shou ld  be  investiga ted .  

St r a t e gic Pla n n in g – Gra d e  SLGE10 – the  gender pay gap  favours the  fem ale  
em ployee  with in  th is grade . They have  sign ifican tly longer se rvice  and  have the re fore 
had  the  opportun ity to  p rogress th rough  the  grade  whereas the  m ale  em ployee  is a  
recen t sta rte r. 

De ve lop m  e n t  a n d  Econ om  ic  Grow t h – Gra d e  SLGE13 – the  fem ale  em ployees a re  
recen t appoin tm ents and  a re  pa id  a t the  grade  m in im um , whereas the  m ale  
em ployees have  sign ifican tly longer se rvice  and have  had  the  opportun ity to  p rogress  
to  the  grade  m axim um . 
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Ed u ca t ion  – Gra d e  SLGE14 – sign ifican t gender pay gaps have  a lready been  iden tified  
and  d iscussed  in  Para .  5.9 for Teaching ro le s. 

The  fem ale  em ployee  is  a  recen t appoin tm ent and  is pa id  a t the  lower end  of the  
grade , whereas the  m ale  em ployee  has sign ifican tly longer se rvice  and has  had  the  
opportun ity to  p rogress to the  grade  m axim um . 



Ta b le 11 – Me a n  Ge n d e r  Pa y  Ga p  b y  Se rvice  Are a  

Se rvice All Ma le s All Fe m a le s Pa y Ga p 

Nu m b e r Ave ra ge  
Ba s ic Pa y 

Ave ra ge  Ba sic  
Hou r ly Ra t e 

Nu m b e r Ave ra ge  
Ba s ic Pa y 

Ave ra ge  Ba sic  
Hou r ly Ra t e 

Diffe r e n ce  
(£) 

Diffe r e n ce  
(%) 

Ad u lt s  – Acu t e & Com p le x Ca re 40 £26,979 £14.72 222 £26,373 £14.33 £0.39 2.65% 

Ad u lt s  – He a lt h  &  Com  m  u n it y  
Ca re 

67 £23,125 £12.09 794 £24,171 £12.63 -£0.54 -4.47% 

Ch ild re n , Fa m ilie s & Ju st ice 93 £28,829 £15.42 405 £26,494 £14.11 £1.31 8.50% 

Com  m  e rcia l  Se rvice s  128 £23,677 £12.50 1,068 £20,276 £10.55 £1.95 15.60% 

Cu st om  e r  Su p p or t  Se rvice s  62 £36,248 £19.83 117 £30,237 £16.56 £3.27 16.49% 

De ve lop m  e n t  &  Econ om  ic  
Grow t h 

88 £36,189 £19.83 120 £32,127 £17.61 £2.22 11.20% 

Ed u ca t ion  581 £33,886 £18.47 4,213 £28,027 £15.33 £3.14 17.00% 

Fin a n cia l Se rvice s 26 £30,534 £16.73 118 £28,096 £15.40 £1.33 7.95% 

Le ga l & Re gu la t o ry Se rvice s 22 £34,801 £18.99 78 £32,377 £17.74 £1.25 6.58% 

Roa d s  &  In fra s t ru ct u re  Se rvice s  571 £24,072 £12.60 224 £21,454 £11.30 £1.30 10.32% 

St ra t e gic  Pla n n in g  5 £39,155 £21.46 11 £30,051 £16.23 £5.23 24.37% 

Ove ra ll 1,683 £29,091 £15.62 7,370 £26,306 £14.21 £1.41 9.03% 
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Ta b le 11a – Me d ia n  Ge n  d e r  Pa  y  Ga  p  b y  Se rvice  Are a  

Se rvice All Ma le s All Fe m a le s Pa y Ga p 

Nu m b e r 
Ave ra  ge  

Ba s ic Pa y 
Ave ra  ge  Ba  s ic  

Hou r ly Ra t e 
Nu m b e r 

Ave ra  ge  
Ba s ic Pa y 

Ave ra  ge  Ba  s ic  
Pa y 

Ave ra  ge  
Ba s ic Hou r ly 

Ra t e 

Pa y Ga p (%) 

Ad u lt s  – Acu t e & Com p le x Ca r e 40 £22,008 £12.06 222 £22,008 £11.73 £0.33 2.74% 

Ad u lt s  – He a  lt  h  &  Com  m  u n it y  
Ca r e 

67 £21,086 £10.93 794 £22,629 £11.73 -£0.80 -7.32% 

Ch ild re n , Fa m ilie s & Ju s t ice 93 £25,092 £13.12 405 £23,960 £12.42 £0.70 5.34% 

Com  m  e rcia  l  Se rvice s  128 £19,369 £10.04 1,068 £19,639 £10.18 -£0.14 -1.39% 

Cu st om  e  r  Su p p or t  Se  rvice  s  62 £37,794 £20.71 117 £28,140 £15.42 £5.29 25.54% 

De ve lop m  e n  t  &  Econ om ic 
Grow t h 

88 £35,659 £19.54 120 £30,750 £16.85 £2.69 13.77% 

Ed u ca  t ion  581 £35,643 £19.53 4,213 £20,786 £11.39 £8.14 41.68% 

Fin a n cia l Se rvice s 26 £30,294 £16.60 118 £25,065 £13.73 £2.87 17.29% 

Le ga l & Re gu la t o ry Se rvice s 22 £31,315 £17.16 78 £30,750 £16.85 £0.31 1.81% 

Roa  d s  &  In fra  s t ru ct u re  Se rvice s  571 £21,375 £11.08 224 £19,948 £10.48 £0.60 5.42% 

St ra  t e gic  Pla  n n in g  5 £39,765 £21.79 11 £28,918 £14.99 £6.80 31.21% 

Ove ra ll 1,683 £23,266 £12.42 7,370 £21,086 £11.39 £1.03 8.29% 



Ad d it ion a l Pa y 

5.15 Additiona l pay e lem ents a re  not a  sign ifican t  part of the  Council’s approach  to  pay. 
Based  on  those  pay e lem ents  iden tified  in  Tab le12, the cost of  these  e lem ents  was 
£99,769 in  the  census pay pe riod .  Based  on  the  low va lue  of these  paym ents, the re  is  
not like ly to  be  any sign ifican t change  in  the  gender pay gap  if these  a re  conside red .  

5.16 There  is no  evidence  tha t paym ents a re  applied  d iffe ren tly based  on  gender bu t  a re 
pa id  to  a ll occupants of the  ro le  tha t they apply to . The  on ly paym ent tha t app lie s to  
m ale  em ployees on ly is  a  Pay Supp lem ent. The  va lue  of th is paym ent is  £636 and  pa id 
to  the  Fe rry Opera tives. The  reason  for th is paym ent should  be  confirm ed to  confirm 
tha t the  paym ent is still requ ired and  de te rm ine  if the re  a re  o the r ro le s tha t cou ld 
qua lify. 



Ta b le 12 – Ad d it ion a l Pa y – Loca l  Gove rn m  e n t  Em  p loye e s  

Fe m a le s Ma le s All Em p loye e s 

Pa y  Ele m  e n t  Re cip ie n t s To t a l Ave ra ge  Re cip ie n t s To t a l Ave ra ge  Re cip ie n t s To t a l Ave ra ge 

1/ 3 ENHANCED NS-WAKINGNIGHTDUTY 174 10,970 63 22 1,363 62 196 12,333 63 

ADDITION TO PAY (FIXED AMOUNT) 1 547 547 1 547 547 

CAR LEASE DEDUCTIONS 18 3,669 204 5 934 187 23 4,603 200 

DISTANT ISLANDS ALLOWANCE - CASH 10 464 46 2 102 51 12 565 47 

DISTANT ISLANDS ALLOWANCE - OTHERS 50 5,835 117 12 1,451 121 62 7,285 118 

Dis t u rb a n ce  (NOT)  on  s t a n d -b y  12 315 26 23 1,238 54 35 1,553 44 

Dis t u rb a n ce  w h e n  on  St a n d -By 36 1,175 33 59 1,389 24 95 2,564 27 

EMERGENCY CALL OUT @ 1 & 1/ 2 2 86 43 2 86 43 

ESSENTIAL USER LUMP SUM - ESSENTIAL 13 877 67 18 1,233 69 31 2,110 68 

FIRST AID ALLOWANCE - CASH 120 2,366 20 9 266 30 129 2,632 20 

LIVING WAGE 2 1,677 838 3 2,181 727 5 3,858 772 

NIGHT DUTY 1/ 3 ENHANCEMENT 58 24,704 426 6 3,122 520 64 27,826 435 

PAY SUPPLEMENT 3 1,907 636 3 1,907 636 

SLEEP IN ALLOWANCE 29 4,660 161 3 861 287 32 5,521 173 

STANDBY ALLOWANCE 71 3,459 49 106 12,713 120 177 16,172 91 

TELEPHONE ALLOWANCE 1 12 12 2 24 12 3 36 12 

TRAVELLING TIME 50 9,385 188 2 786 393 52 10,171 196 

To t a l 644 69,566 108 278 30,203 109 922 99,769 108 



6 Protected Characteristic Pay Gaps 
6.1 Data  has been  provided  on  the  fu ll range  of Protected  Characte ristics  in  add ition  to 

gender  includ ing.  

Age  (Date  of Birth ) 

Disab ility 

Ethn icity 

Sexua l Orien ta tion 

Nationa lity Citizensh ip 

Re ligion 

Marita l Sta tus 

6.2 The  fo llowing ana lysis  is based  on  Age , Disab ility and  Ethn icity as in  o the r a reas the  
da ta  ava ilab le  does not p rovide  sufficien t in form a tion  to  undertake  va lid  ana lysis.  

Pro t  e ct  e d  Ch  a  r a  ct  e r is t  ic  – Age 

6.3 Table  13 illu stra te s the age  range  by gender for the  en tire workforce , which  is a lso 
shown in  Graph  5.  The  ove ra ll age d istribu tion  is as seen  in  sim ila r organisa tions in 
tha t the re  are  fewer em p loyees, irre spective  of gender a t the  lower  and  upper age  
ranges. 

It is noticeab le  tha t a  h ighe r pe rcen tage  of the  fem a le  workforce (23.28%) a re  aged  
be tween  35 and  44 com pared  to  the  m a le  workforce  (14.37%). This  m ay be  an  
ind ica tion  of wom en  re turne rs  to work fo llowing fam ily leave . 

Ta b le  13 – Age  Dis t r ib u t ion – All Em p loye e s  

Ra n ge Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of Age 
Ra n ge 

% of All 
Ma le s 

Nu m b e r % of Age 
Ra n ge 

% of All 
Fe m a le s 

16-24 419 90 21.48% 5.32% 329 78.52% 4.44% 

25-34 1,359 225 16.56% 13.31% 1,134 83.44% 15.31% 

35-44 1,968 243 12.35% 14.37% 1,725 87.65% 23.28% 

45-54 2,409 454 18.85% 26.85% 1,955 81.15% 26.39% 

55-64 2,362 509 21.55% 30.10% 1,853 78.45% 25.01% 

65+ 583 170 29.16% 10.05% 413 70.84% 5.57% 

Tot a l 9,100 1,691 18.58% 100.00% 7,409 81.42% 100.00% 
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Graph  6  shows the  grad ing profile of em p loyees with in  the  35 to  44 Age  Range  (Loca l 
Governm ent Em ployees). As can  be  seen  fem ale  em ployees a re  m ore  like ly to  be  
Grade  2 to 7 com pared  to  m ale  em ployees who a re in  eve ry grade  except SLGE15.  This 
m ay suggest tha t the re is a  lim ita tion of wom en re turn ing to  work as part tim e  working 
is a lso  lim ited  a t the upper end  of the pay and  grad ing structure .  

0.00% 

5.00% 

10.00% 

15.00% 

20.00% 

25.00% 

30.00% 

35.00% 

16-24 25-34 35-44 45-54 55-64 65+ 

Graph 5 - Age Range by Gender 

% of All Males % of All Females 
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Graph 6 - Grading Profile by Age Range and Gender 
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6.4 Table  14 shows the  age  d istribu tion  for Loca l Governm ent Em ployees on ly. As would  
be  expected  th is re flects the  pa tte rn  for the  workforce  as whole  as Loca l Governm ent  
Em ployees  account for 81.69% of the  workforce .  

Ta b le 14 - Age  Dis t r ib u t ion – Loca l Gove rn m e n t  Em p loye e s  

Age Ra n ge Orga n isa t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of 
Ra n ge 

% of All 
Ma le s 

Nu m b e r % of 
Ra n ge 

% of All 
Fe m a le s 

16-24 388 87 22.42% 6.34% 301 77.58% 4.97% 

25-34 1,026 167 16.28% 12.16% 859 83.72% 14.17% 

35-44 1,532 167 10.90% 12.16% 1,365 89.10% 22.52% 

45-54 2,005 368 18.35% 26.80% 1,637 81.65% 27.01% 

55-64 1,999 430 21.51% 31.32% 1,569 78.49% 25.89% 

65+ 484 154 31.82% 11.22% 330 68.18% 5.44% 

Tot a l 7,434 1,373 18.47% 100.00% 6,061 81.53% 100.00% 

6.5 The  age  range  d istribu tion  for Teaching is fa r m ore  consisten t across the  age  ranges 
com pared  to  the tota l workforce and  Loca l Governm ent Em ployees.  No furthe r 
ana lysis  has been  undertaken .  

Ta b le 15 - Age  Dis t r ib u t ion – Te a ch in g Em  p loye e s  

Age Ra n ge Orga  n isa t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of 
Ra n ge 

% of All 
Ma le s 

Nu m b e r % of 
Ra n ge 

% of All 
Fe m a le s 

16-24 31 3 9.68% 0.96% 28 90.32% 2.09% 

25-34 333 58 17.42% 18.65% 275 82.58% 20.54% 

35-44 433 75 17.32% 24.12% 358 82.68% 26.74% 

45-54 399 85 21.30% 27.33% 314 78.70% 23.45% 

55-64 355 74 20.85% 23.79% 281 79.15% 20.99% 

65+ 99 16 16.16% 5.14% 83 83.84% 6.20% 

Tot a l 1,650 311 18.85% 100.00% 1,339 81.15% 100.00% 
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6.6 It is a lso  im portan t to m onitor the  gender pay gap  by age  range . Table  16 shows the 
age -re la ted  m ean  gender pay gap  and  Tab le  16 the  m edian  age -re la ted  pay gap .  

6.7 The age -re la ted gender pay gap  is typ ica l of tha t seen  in  sim ila r organ isa tions. In  the  
lower age  range  the  gender pay gap  favours fem ale  em ployees, bu t th is then  increases  
be tween  ages 25 to  34  and  peaks  a t  17.01% be tween  ages 35 and  44 and  then  
decreases in  the  h ighe r age  ranges. 

6.8 It is sign ifican t tha t the  h ighest pay gap  is a t ages 35  to  44 as th is was the  age  range 
where  the re  was a  sign ifican t d iffe rence  be tween  the  pe rcen tage  of the  fem ale  and  
m ale  workforces (See  Para .  6.3). Our ana lysis has a lso  shown tha t  with in  th is age  
range , the  grad ing profile  of m ale  and  fem ale  em ployees is  qu ite  d iffe ren t  (See  Graph  
5) 



Ta b le 16 – Me a n  Ge n d e r  Pa y  Ga p  b y  Age  Ra n ge  All  Em  p loye e s  

Age Ra n ge All Ma le s All Fe m a le s Pa y Ga p 

Nu m b e r Ave ra ge Ba sic 
Pa y 

Ave ra ge  Ba sic Hou r ly 
Ra t e 

Nu m b e r Ave ra ge  
Ba s ic Pa y 

Ave ra ge  Ba sic Hou r ly 
Ra t e 

Diffe r e n ce  (£)  Pa y Ga p (%) 

16-24 90 £21,206 £11.37 329 £21,941 £11.80 -£0.43 -3.78% 

25-34 225 £27,962 £15.08 1,134 £26,508 £14.37 £0.71 4.71% 

35-44 243 £32,632 £17.64 1,725 £27,023 £14.64 £3.00 17.01% 

45-54 454 £30,733 £16.53 1,955 £26,795 £14.49 £2.04 12.34% 

55-64 509 £29,894 £16.02 1,853 £26,309 £14.17 £1.85 11.55% 

65+ 170 £24,082 £12.76 413 £25,567 £13.76 -£1.00 -7.84% 

Tot a l 1,691 £29,209 £15.69 7,409 £26,399 £14.27 £1.42 9.05% 
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Ta b le 16a – Me d ia  n  Ge n d e  r  Pa  y  Ga  p  b y  Age  Ra  n  ge  All  Em  p loye e s  

Age Ra n ge All Ma le s All Fe m a le s Pa y  Ga p  

Nu m b e r Me d ia n Ba s ic 
Pa y 

Me d ia n Ba s ic Hou r ly 
Ra t e 

Nu m b e r Me d ia n Ba s ic 
Pa y 

Me d ia n Ba s ic Hou r ly 
Ra t e 

Diffe r e n  ce  
(£) 

Pa y Ga p 
(%) 

16-24 90 £19,946 £10.93 329 £19,946 £10.93 £0.00 0.00% 

25-34 225 £23,943 £12.77 1,134 £22,629 £11.73 £1.04 8.15% 

35-44 243 £27,355 £14.99 1,725 £21,406 £11.39 £3.60 24.01% 

45-54 454 £24,636 £12.77 1,955 £21,086 £11.39 £1.38 10.81% 

55-64 509 £23,960 £12.42 1,853 £21,086 £11.39 £1.03 8.29% 

65+ 170 £20,507 £10.63 413 £20,507 £10.93 -£0.30 -2.82% 

Ove ra ll 1,691 £23,266 £12.42 7,409 £21,086 £11.39 £1.03 8.29% 



Pro t e ct e d  Ch a ra ct e r is t ic  - Disa b ilit y 

6.9 The  to ta l num ber of em ployees tha t have  a  d isab ility is  186, which  is equ iva len t to  
2.04% of the  to ta l workforce . However, the re a re 5,212 em ployees for whom  da ta  is 
not ava ilab le . Based  on  the  workforce  tha t da ta  is ava ilab le  for,  the  pe rcen tage  of  
those with a  d isab ility would  increase to 4.78%. 

6.10 The  ove ra ll num ber of em ployees  with  a  d isab ility with in  each  grade  accounts for a  
sm all pe rcen tage  of people , so  it is d ifficu lt to re liab ly iden tify  specific issues. However,  
it is noticeab le  tha t m ost em ployees with  a  d isab ility a re  concentra ted  in  the  lower 
grades of the  Loca l Governm ent Em ployee  group  be tween  Grade  2 and  5.  

6.11 The  d istribu tion  of em ployees  with  a  d isab ility is shown in  Table  17 for Loca l  
Governm ent Em ployees and  Tab le  17a for Teache rs. The re  a re  no  em ployees with  a  
d isab ility in the Chie f Officia ls group based  on  the  da ta  ava ilab le . 

6.12 The  d isab ility pay gap  is 4.73% com pared  to  the  ove ra ll gender pay gap  of 9.05% for 
the ove ra ll workforce . Table  18 shows the  d isab ility pay gap  bu t on ly  includes those  
grades where  the re  a re  em ployees with  a  d isab ility. The re  is on ly one  grade  where  the  
d isab ility pay gap  is sign ifican t is the  Head  Teache r grade .  

He a d  Te a ch e r  a n d  De p u t y He a d  Te a ch e r  – the  d isab ility pay gap  is 11.72%, however, 
the re  is on ly one  em ployee  with  a  d isab ility with in  the  group . The  d isab led  em ployee  is  
a  recen t sta rte r and  is a  Deputy Head  Teache r appoin ted  a t the  grade  m in im um . The  
non-d isab led  group  consists of em ployee ’s with  varying  length of se rvice  a t Deputy and  
Head  Teache r leve ls who have  progressed  th rough  the  grade .  



Ta b le 17 – Em  p loye e s  Disa b ilit y – Loca l  Gove rn m  e n t  Em  p loye e s  

Eq u a l  Work  Grou p  Orga n isa t ion  Not Disa b le d Disa b le d Un kn ow n 

Nu m b e r Nu m b e r % of 
Grou p 

% of  Not  
Disa b le d 

Nu m b e r % of 
Grou p 

% of 
Disa b le d 

Nu m b e r % of 
Grou p 

% of Disa b le d 
Un kn ow n 

ASP TUPE 2 0 0.00% 0.00% 0 0.00% 0.00% 2 100.00% 0.05% 

MODAPP 6 2 33.33% 0.07% 1 16.67% 0.61% 3 50.00% 0.07% 

SLGE2 594 225 37.88% 7.40% 19 3.20% 11.52% 350 58.92% 8.28% 

SLGE3 907 334 36.82% 10.98% 16 1.76% 9.70% 557 61.41% 13.17% 

SLGE4 1,488 584 39.25% 19.20% 26 1.75% 15.76% 878 59.01% 20.77% 

SLGE5 1,685 651 38.64% 21.41% 32 1.90% 19.39% 1,002 59.47% 23.70% 

SLGE6 728 292 40.11% 9.60% 10 1.37% 6.06% 426 58.52% 10.08% 

SLGE7 846 318 37.59% 10.46% 16 1.89% 9.70% 512 60.52% 12.11% 

SLGE8 236 116 49.15% 3.81% 6 2.54% 3.64% 114 48.31% 2.70% 

SLGE9 305 160 52.46% 5.26% 16 5.25% 9.70% 129 42.30% 3.05% 

SLGE10 177 92 51.98% 3.03% 4 2.26% 2.42% 81 45.76% 1.92% 

SLGE11 235 123 52.34% 4.04% 8 3.40% 4.85% 104 44.26% 2.46% 

SLGE12 144 86 59.72% 2.83% 7 4.86% 4.24% 51 35.42% 1.21% 

SLGE13 42 30 71.43% 0.99% 2 4.76% 1.21% 10 23.81% 0.24% 

SLGE14 5 3 60.00% 0.10% 1 20.00% 0.61% 1 20.00% 0.02% 

SLGE15 11 8 72.73% 0.26% 1 9.09% 0.61% 2 18.18% 0.05% 

SLGE16 23 17 73.91% 0.56% 0 0.00% 0.00% 6 26.09% 0.14% 

Tot a l 7,434 3,041 40.91% 100.00% 165 2.22% 100.00% 4,228 56.87% 100.00% 
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Ta b le 17A – Em p loye e s Disa b ilit y - Te a ch e r s 

Eq u  a  l  Work  Grou  p  Orga  n isa  t ion  Not Disa b le d Disa b le d Un  kn  ow n 

Nu m b e r Nu m b e r % of 
Grou p 

% of  Not  
Disa b le d 

Nu m b e r % of 
Grou p 

% of 
Disa b le d 

Nu m b e r % of 
Grou p 

%  of  Disa  b le d  
Un  kn  ow n 

CHARTTCH 15 10 66.67% 1.54% 0 0.00% 0.00% 5 33.33% 0.51% 

HT&DHTCH 119 66 55.46% 10.17% 1 0.84% 4.76% 52 43.70% 5.31% 

PRINCTCH 201 101 50.25% 15.56% 0 0.00% 0.00% 100 49.75% 10.20% 

SUPPMAIN 557 216 38.78% 33.28% 8 1.44% 38.10% 333 59.78% 33.98% 

TAB 29 16 55.17% 2.47% 2 6.90% 9.52% 11 37.93% 1.12% 

TCHMAIN 698 221 31.66% 34.05% 10 1.43% 47.62% 467 66.91% 47.65% 

TEP 1 0 0.00% 0.00% 0 0.00% 0.00% 1 100.00% 0.10% 

TZA 7 2 28.57% 0.31% 0 0.00% 0.00% 5 71.43% 0.51% 

TZC 1 1 100.00% 0.15% 0 0.00% 0.00% 0 0.00% 0.00% 

TZD 6 4 66.67% 0.62% 0 0.00% 0.00% 2 33.33% 0.20% 

TZE 8 6 75.00% 0.92% 0 0.00% 0.00% 2 25.00% 0.20% 

TZF 8 6 75.00% 0.92% 0 0.00% 0.00% 2 25.00% 0.20% 

Tot a l 1,650 649 39.33% 100.00% 21 1.27% 100.00% 980 59.39% 100.00% 
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Ta b le 18 – Me a n Disa b ilit y Pa y Ga p 

Eq u  a  l  Work  Grou  p  Not Disa b le d Disa b le d Pa y Ga p 

Nu m b e r Ave ra  ge  Ba  s ic  
Pa y 

Ave ra  ge  Ba  s ic  
Hou r ly Ra t e 

Nu m b e r Ave ra  ge  Ba  s ic  
Pa y 

Ave ra  ge  Ba  s ic  
Hou r ly Ra t e 

Diffe r e n  ce  
(£) 

Pa y Ga p 
(%) 

MODAPP 2 £9,125 £5.00 1 £9,125 £5.00 £0.00 0.00% 

SLGE2 225 £19,199 £9.96 19 £19,263 £9.99 -£0.02 -0.22% 

SLGE3 334 £19,730 £10.23 16 £19,601 £10.23 £0.00 0.00% 

SLGE4 584 £19,555 £10.54 26 £19,379 £10.55 -£0.01 -0.07% 

SLGE5 651 £20,534 £11.10 32 £20,381 £11.07 £0.04 0.32% 

SLGE6 292 £22,574 £12.12 10 £22,599 £12.25 -£0.13 -1.06% 

SLGE7 318 £24,163 £13.02 16 £23,828 £12.92 £0.10 0.78% 

SLGE8 116 £27,229 £14.77 6 £27,221 £14.92 -£0.15 -0.99% 

SLGE9 160 £30,333 £16.56 16 £30,207 £16.49 £0.07 0.42% 

SLGE10 92 £35,281 £18.92 4 £35,399 £19.40 -£0.47 -2.51% 

SLGE11 123 £39,436 £21.58 8 £39,617 £21.71 -£0.13 -0.60% 

SLGE12 86 £44,115 £24.06 7 £44,408 £24.13 -£0.07 -0.30% 

SLGE13 30 £49,457 £27.05 2 £49,701 £27.23 -£0.19 -0.69% 

SLGE14 3 £54,613 £29.93 1 £53,506 £29.32 £0.61 2.03% 

SLGE15 8 £58,506 £32.06 1 £57,594 £31.56 £0.50 1.56% 

TAB 16 £39,147 £21.45 2 £39,147 £21.45 £0.00 0.00% 

SUPPMAIN 216 £41,067 £22.50 8 £39,980 £21.91 £0.60 2.65% 

TCHMAIN 221 £42,018 £23.02 10 £42,336 £23.20 -£0.17 -0.76% 
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Ta b le 18 – Me a n Disa b ilit y Pa y Ga p 

HT&DHTCH 66 £61,126 £33.50 1 £53,964 £29.57 £3.92 11.72% 

Ove ra ll 3,543 £28,014 £15.15 186 £26,634 £14.43 £0.72 4.73% 



Pro t e ct e d  Ch a ra ct e r is t ic  – Et h n icit y  

6.13 The  to ta l num ber of non-white  em ployees is  62, which  is equ iva len t to 0.68% of the 
to ta l workforce . However, the re  are 4,114 em ployees for whom  da ta is not ava ilab le . 
Based  on  the  workforce  tha t da ta  is ava ilab le  for, then  the  pe rcen tage  would  increase  
to 1.24%. 

6.14 The  ove ra ll num ber of  non-white em ployees with in  each  grade  accounts for a  sm all  
pe rcen tage  of people  with in  the  grade , so  it is d ifficu lt to  iden tify specific issues. 
However, it is noticeab le  tha t m ost em ployees  a re  concentra ted  in  the  lower grades of  
the  Loca l Governm ent Em ployee  group  be tween  Grade  2 and  5.  

6.15 The  d istribu tion  of  non-white em ployees is shown in  Table  19 for Loca l Governm ent 
Em ployees  on ly. There  a re  on ly 2 non-white  em ployees with in  the  Teaching group  and  
none  with in  the  Chie f Officia ls group based  on  the  da ta  ava ilab le . 

6.16 The e thn icity  pay gap  is  9.92% com pared  to  the  ove ra ll gender pay gap of 9.05% for the 
ove ra ll workforce . Table 20 shows the e thn icity pay gap  bu t on ly includes those  grades  
where  the re  a re  re levant  em ployees. The re  a re  no  ind ividua l grades  where  the  
e thn icity pay gap  is sign ifican t.  



Ta b le  19 – Dis t r ib u t ion  o f Em p loye e s  b y Gr a d e  a n d  Et h n icit y 

Eq u a l  Work  Grou p  Orga n isa t ion  Wh it e Non -Wh it e Et h n icit y  - No  Re sp on se  

Nu m b e r Nu m b e r % of 
Grou p 

% of 
Wh it e 

Nu m b e r % of 
Grou p 

% of  Non  -
Wh it e 

Nu m b e r % of 
Grou p 

%  of  Et h n icit y  - 
No Re sp on se 

ASP TUPE 2 0 0.00% 0.00% 0 0.00% 0.00% 2 100.00% 0.06% 

MODAPP 6 3 50.00% 0.07% 0 0.00% 0.00% 3 50.00% 0.09% 

SLGE2 594 290 48.82% 7.16% 8 1.35% 13.33% 296 49.83% 8.90% 

SLGE3 907 435 47.96% 10.74% 6 0.66% 10.00% 466 51.38% 14.02% 

SLGE4 1,488 791 53.16% 19.54% 10 0.67% 16.67% 687 46.17% 20.66% 

SLGE5 1,685 903 53.59% 22.30% 12 0.71% 20.00% 770 45.70% 23.16% 

SLGE6 728 384 52.75% 9.48% 5 0.69% 8.33% 339 46.57% 10.20% 

SLGE7 846 458 54.14% 11.31% 4 0.47% 6.67% 384 45.39% 11.55% 

SLGE8 236 147 62.29% 3.63% 2 0.85% 3.33% 87 36.86% 2.62% 

SLGE9 305 206 67.54% 5.09% 2 0.66% 3.33% 97 31.80% 2.92% 

SLGE10 177 123 69.49% 3.04% 3 1.69% 5.00% 51 28.81% 1.53% 

SLGE11 235 140 59.57% 3.46% 6 2.55% 10.00% 89 37.87% 2.68% 

SLGE12 144 107 74.31% 2.64% 1 0.69% 1.67% 36 25.00% 1.08% 

SLGE13 42 33 78.57% 0.82% 1 2.38% 1.67% 8 19.05% 0.24% 

SLGE14 5 4 80.00% 0.10% 0 0.00% 0.00% 1 20.00% 0.03% 

SLGE15 11 8 72.73% 0.20% 0 0.00% 0.00% 3 27.27% 0.09% 

SLGE16 23 17 73.91% 0.42% 0 0.00% 0.00% 6 26.09% 0.18% 

Tot a l 7,434 4,049 54.47% 100.00% 60 0.81% 100.00% 3,325 44.73% 100.00% 
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Ta b le 20 – Et h n icit y  Pa  y  Ga  p  

Eq u  a  l  Work  Grou  p  Wh it e Non -Wh it e Pa y Ga p 

Nu m b e r Ave ra  ge  Ba  s ic  
Pa y 

Ave ra  ge  Ba  s ic  
Hou r ly Ra t e 

Nu m b e r Ave ra  ge  Ba  s ic  
Pa y 

Ave ra  ge  Ba  s ic  
Hou r ly Ra t e 

Diffe r e n  ce  (£)  Pa y Ga p (%) 

SLGE2 290 £19,178 £9.96 8 £19,212 £9.96 £0.00 -0.01% 

SLGE3 435 £19,713 £10.22 6 £19,691 £10.21 £0.02 0.18% 

SLGE4 791 £19,534 £10.54 10 £19,537 £10.53 £0.01 0.14% 

SLGE5 903 £20,545 £11.11 12 £20,731 £11.04 £0.06 0.57% 

SLGE6 384 £22,586 £12.09 5 £22,785 £12.21 -£0.12 -0.96% 

SLGE7 458 £24,175 £13.02 4 £24,061 £13.00 £0.02 0.15% 

SLGE8 147 £27,200 £14.75 2 £26,224 £14.37 £0.38 2.58% 

SLGE9 206 £30,335 £16.54 2 £30,750 £16.85 -£0.31 -1.85% 

SLGE10 123 £35,109 £18.83 3 £33,992 £18.63 £0.21 1.10% 

SLGE11 140 £39,395 £21.57 6 £38,858 £21.29 £0.28 1.28% 

SLGE12 107 £44,124 £24.04 1 £44,783 £24.54 -£0.50 -2.09% 

SLGE13 33 £49,501 £27.08 1 £50,422 £27.63 -£0.55 -2.04% 

SUPPMAIN 280 £41,155 £22.55 1 £42,336 £23.20 -£0.65 -2.87% 

TCHMAIN 301 £42,029 £23.03 1 £42,336 £23.20 -£0.17 -0.73% 

Ove ra ll 4,598 £27,699 £14.97 62 £25,082 £13.49 £1.48 9.92% 



7 Starting Pay Analysis   
7.1 It is im portan t to ensure  tha t policie s on  sta rting pay a re  applied  to  a ll new sta rte rs. 

Typ ica lly, th is m eans tha t em ployees shou ld  sta rt a t the  grade  m in im um unless the re 
a re  specific circum stances such  as m arke t com parab ility  tha t m ay need  to  be  
conside red  to  assist with recru itm ent. 

7.2 We  have  undertaken  an  ana lysis of a ll new sta rte rs (in te rna l and  exte rna l  
appoin tm ents) since  1st April 2022 to  the  census da te  in Octobe r. In to ta l the re were 
913 new sta rte rs or  job  changes  of whom  251 were  exte rna l appoin tm ents and  662  
were  in te rna l appoin tm ents based  on  sta rt da te  in  post.  

7.3 Based  on  a ll new appoin tm ents  (Table  21), it is eviden t tha t m ost em ployees  
irre spective  of gender sta rt a t the grade  m in im um .  Based  on  to ta l new sta rte rs, 84.77% 
sta rted  a t the  grade m in im um . Based  on  gender, 83.85% of fem ale  and  88.64% of m ale 
new sta rte rs sta rted  a t the  grade  m in im um . 

7.4 Based  on  exte rna l new appoin tm ents  (Tab le  22) 98.80% sta rted  a t the  grade  m in im um . 
Based  on  gender,  99.48% of fem ale  and 97.14% of m ale  new sta rte rs sta rted  a t the 
grade  m in im um .  There  is no  gender b ias in  te rm s of sta rting pay.  

7.5 Based  on  in te rna l appoin tm ents (Table  23) it is m ore  like ly tha t em ployees will be 
appoin ted  above  the  grade  m in im um .  Although  the  pe rcen tage  of  m ales (83.02%) and 
fem ales (78.78%) sta rted  a t the  grade  m in im um , 10.38% of m ale  and  9.89% of fem ale 
appoin tm ents were  a t  the  grade  m axim um .  Whilst the re  is no  gender b ias eviden t  
based  on  these  figures,  the  reason em ployees  have  been  appoin ted a t the  grade 
m axim um should  be  investiga ted  furthe r.  



Ta b le 21 - St a r t in g  Pos it ion  o f  All  Ne w  St a r t e r s  b y  Ge n d e r  

Eq u a l  Work  Grou p  All Fe m a le s All Ma le s Orga n isa t ion  

Min im u m  
Poin t 

In Gra d e Ma xim u m 
Po in t 

To t a l Min im u m 
Po in t 

In Gra d e Ma xim u m 
Po in t 

To t a l To t a l 

MODAPP 0 0 0 0 1 0 0 1 1 

SLGE2 40 0 3 43 8 0 1 9 52 

SLGE3 95 0 11 106 11 0 2 13 119 

SLGE4 88 21 2 111 35 1 0 36 147 

SLGE5 147 13 7 167 41 0 0 41 208 

SLGE6 66 3 3 72 13 2 0 15 87 

SLGE7 85 9 9 103 10 0 0 10 113 

SLGE8 11 5 7 23 9 0 3 12 35 

SLGE9 35 3 2 40 8 2 1 11 51 

SLGE10 17 2 2 21 7 2 1 10 31 

SLGE11 16 5 5 26 7 0 2 9 35 

SLGE12 9 1 4 14 4 1 1 6 20 

SLGE13 7 1 1 9 0 0 1 1 10 

SLGE15 0 0 0 0 1 0 0 1 1 

SLGE16 2 0 0 2 1 0 0 1 3 

To t a l 618 63 56 737 156 8 12 176 913 
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Ta b le 22 - St a  r t in g  Pos it ion  o f  Ext e rn  a  l  Ne w  St a r t e r s  b y  Ge n d e r  

Eq u  a  l  Work  Grou  p  All Fe m a le s All Ma le s Orga  n isa  t ion  

Min im u m 
Po in t 

In Gra d e Ma xim u m 
Po in t 

To t a l Min im u m 
Po in t 

In Gra d e Ma xim u m 
Po in t 

To t a l To t a l 

MODAPP 0 0 0 0 1 0 0 1 1 

SLGE2 7 0 0 7 3 0 0 3 10 

SLGE3 37 0 0 37 2 0 0 2 39 

SLGE4 33 0 0 33 17 0 0 17 50 

SLGE5 32 0 0 32 16 0 0 16 48 

SLGE6 23 0 0 23 10 0 0 10 33 

SLGE7 17 0 0 17 5 0 0 5 22 

SLGE8 7 0 0 7 6 0 0 6 13 

SLGE9 8 0 0 8 3 1 0 4 12 

SLGE10 3 0 0 3 1 0 0 1 4 

SLGE11 10 0 1 11 3 0 1 4 15 

SLGE13 2 0 0 2 0 0 0 0 2 

SLGE15 0 0 0 0 1 0 0 1 1 

SLGE16 1 0 0 1 0 0 0 0 1 

To t a l 180 0 1 181 68 1 1 70 251 
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Ta b le 23 - St a  r t in g  Pos it ion  o f  In t e rn a  l  St a  r t e  r s  b y  Ge  n d e r  

Eq u  a  l  Work  Grou  p  All Fe m a le s All Ma le s Orga  n isa  t ion  

Min im u m In Gra d e Ma xim u m Tot a l Min im u m In Gra d e Ma xim u m Tot a l To t a l 

SLGE2 33 0 3 36 5 0 1 6 42 

SLGE3 58 0 11 69 9 0 2 11 80 

SLGE4 55 21 2 78 18 1 0 19 97 

SLGE5 115 13 7 135 25 0 0 25 160 

SLGE6 43 3 3 49 3 2 0 5 54 

SLGE7 68 9 9 86 5 0 0 5 91 

SLGE8 4 5 7 16 3 0 3 6 22 

SLGE9 27 3 2 32 5 1 1 7 39 

SLGE10 14 2 2 18 6 2 1 9 27 

SLGE11 6 5 4 15 4 0 1 5 20 

SLGE12 9 1 4 14 4 1 1 6 20 

SLGE13 5 1 1 7 0 0 1 1 8 

SLGE16 1 0 0 1 1 0 0 1 2 

To t a l 438 63 55 556 88 7 11 106 662 



8. Casual Employment 
8.1 The  ove ra ll report ana lysis has been  based  as required  on  the  to ta l  workforce  

includ ing casua l em ployees. In  th is section  we  have  repea ted  the  m ain  ana lysis to  
iden tify if th is has a ffected  the  ou tcom es sign ifican tly.  

8.2 The  to ta l workforce  is 9,100 em ployees which  includes 4,138 casua l  em ployees  of 
which  3,572 a re  in  the  Loca l Governm ent Workforce  and  566 a re  in  the  Teaching  
workforce , the re  a re  no casua l em ployees in  the  Chie f Officia ls group .  

8.3 The  fo llowing add itiona l ana lysis have  been undertaken  exclud ing  Casua l em ployees.  

• Workforce  Distribu tion 

• Full and  Part Tim e  working 

• Gender Pay Gap 

• Service  Area  ana lysis 

No furthe r ana lysis of  any o the r Protected  Characte ristic has been  included  due  to  the  
sm all num ber of em ployees included  aga inst each  ca tegory. 

Work for ce  Dis t r ib u t ion 

8.4 The  d istribu tion  of the  workforce  by gender is  sim ila r when  Casua ls a re  excluded  to  
the  d istribu tion  of the  workforce  includ ing  Casua ls.  Table  24 shows the  d istribu tion  of  
the  Loca l Governm ent Workforce  exclud ing Casua ls and  shou ld  be  com pared  to  Table  
1. 

8.5 When Casua ls em ployees a re  excluded , the  h ighest num ber of  fem ales a re  in  Grades 4  
and  5, as is true  when  a ll em ployees a re  included  in  the  ana lysis.  

8.6 It was noted  in  Para .  2.4 tha t a  h ighe r pe rcen tage  of the  fem ale  workforce  were  in  
Grades 7 and  8  bu t tha t the re  was a  noticeab le  d iffe rence  in  workforce  d istribu tion  by 
gender from  Grade  9 onwards.  When Casua l  em ployees  a re  excluded from  th is 
ana lysis, the  d iffe rence  in  the  d istribu tion  of m ales and  fem ales is m ore  noticeab le  
from  Grade  8 onwards. 

For com parison  purposes, the  pe rcen tage  of  m ale  em ployees in  Grade  9 and  above  
exclud ing Casua ls is 31.57% of the m ale  workforce  com pared  to 23.00% of the  m ale 
workforce  when  casua ls a re  included . The  pe rcen tage  of fem ale  em ployees in  Grade  9  
and  above  exclud ing casua ls is 20.54% com pared  to 10.30% when Casua ls a re 
included .  

8.7 Table  25 shows the  d istribu tion  of the  Teache rs Em ployee  Group . The  ana lysis  
excludes Educa tiona l Psychologists and  Quality Im provem ent ro le s so  tha t any issues  
with in  teach ing ro le s is  clea rly iden tifiab le . 

Based  on  the  to ta l m ale  teach ing workforce , 54.75% are em ployed  with in  the  m a in  
teach ing grade com pared  to 64.61% when Casua ls a re  included . In  com parison ,  
68.94% of the  fem ale  teach ing workforce  a re  em ployed  with in  the  m ain  teach ing grade  
com pared  to 80.18% when Casua ls a re  included .  
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The  actua l  num ber of sen ior Teaching ro le s is  a sm all pe rcen tage  of the  ove ra ll  
workforce . Irre spective  of whe the r Casua l em ployees a re  included  or not, the re  are  86  
m ale  em ployees in  the  Charte red , Principa l and  Deputy and  Head  Teacher grades  and  
249  fem ale  em ployees.  

8.8 Although , the  num ber of m ale  and  fem ale  em ployees in  these  groups is unaffected  by  
rem oving Casua l em ployees, these  num bers now account for 38.91% of  the  m ale  
Teaching workforce  com pared  to 27.9% of the  m ale  workforce when  Casua ls a re  
included . The  equiva len t figure  for fem ale  em ployees is 29.75% com pared  to  18.90% 
when Casua l em ployees were  included .  

8.9 No furthe r ana lysis  has been  undertaken  for  the  Chie f Officia ls Group  as th is  does not  
include  any Casua l em ployees. 



Ta b le 24 - Loca l Gove rn m e n t Em p loye e s Exclu d in g Ca su a ls - Work force  Dis t r ib u t ion  

Eq u a l  Work  Grou p  Orga n isa t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of  Grou p  % of All Ma le s Nu m b e r % of  Grou p  % of All Fe m a le s 

ASP TUPE 2 2 100.00% 0.21% 0 0.00% 0.00% 

MODAPP 6 4 66.67% 0.41% 2 33.33% 0.07% 

SLGE2 234 48 20.51% 4.92% 186 79.49% 6.44% 

SLGE3 313 46 14.70% 4.72% 267 85.30% 9.25% 

SLGE4 630 195 30.95% 20.00% 435 69.05% 15.07% 

SLGE5 771 167 21.66% 17.13% 604 78.34% 20.92% 

SLGE6 400 89 22.25% 9.13% 311 77.75% 10.77% 

SLGE7 410 57 13.90% 5.85% 353 86.10% 12.23% 

SLGE8 192 56 29.17% 5.74% 136 70.83% 4.71% 

SLGE9 305 96 31.48% 9.85% 209 68.52% 7.24% 

SLGE10 155 46 29.68% 4.72% 109 70.32% 3.78% 

SLGE11 233 80 34.33% 8.21% 153 65.67% 5.30% 

SLGE12 131 51 38.93% 5.23% 80 61.07% 2.77% 

SLGE13 42 16 38.10% 1.64% 26 61.90% 0.90% 

SLGE14 5 3 60.00% 0.31% 2 40.00% 0.07% 

SLGE15 11 5 45.45% 0.51% 6 54.55% 0.21% 

SLGE16 22 14 63.64% 1.44% 8 36.36% 0.28% 

Tot a l 3,862 975 25.25% 100.00% 2,887 74.75% 100.00% 
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Ta b le 25 – Te a  ch e r s  Exclu d in g  Ca  su a  ls  - Work force  Dis t  r ib u  t  ion  

Eq u  a  l  Work  Grou  p  Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of  Grou  p  % of All Ma le s Nu m b e r % of  Grou  p  % of All Fe m a le s 

Mu sic  In st ru ct or  19 14 73.68% 6.33% 5 26.32% 0.60% 

Te a  ch e r  698 121 17.34% 54.75% 577 82.66% 68.94% 

Ch a  r t e  r e d  Te a  ch e r  15 7 46.67% 3.17% 8 53.33% 0.96% 

Ed u ca  t ion  Su p p or t  Office  r  6 0 0.00% 0.00% 6 100.00% 0.72% 

Pr in cip a l Te a ch e r 201 57 28.36% 25.79% 144 71.64% 17.20% 

He a d  &  De p u  t  y  He a  d  Te a  ch e r  119 22 18.49% 9.95% 97 81.51% 11.59% 

Tot a l 1,058 221 20.89% 100.00% 837 79.11% 100.00% 



Fu ll a n d  Pa r t  Tim e  Work in g 

8.10 In  Section  4 of the  report we  conside red  Full and  Part Tim e  working based  on  a ll 
em p loyees.  The  fo llowing tab le s have  been  produced  to  iden tify if the  sam e  issues  
a rise when  Casua l  em p loyees a re  excluded .  

8.11 Table  26 shows tha t the  fem a le  workforce  exclud ing casua ls is le ss dom ina ted  by part  
tim e  working. When  Casua l em p loyees a re  excluded ,  the  fem a le  workforce  is 60.57% 
part tim e , com pared  to 73.53% when a ll em ployees a re  included . The  ove ra ll pa tte rn  of 
d istribu tion  be tween  fu ll and  part tim e  working and  gender is the  sam e  as when  a ll  
em p loyees  a re  included . Male  em ployees a re  m ore  like ly to  be  fu ll tim  e  em p loyees  
(75.21%) and  fem a le  em p loyees a re  m ore  like ly to  be  part tim  e  (60.57%). 

Ta b le 26 – Ove ra ll  Nu m b e r  o f  Fu  ll  a n  d  Pa r t  Tim e  Worke r s  b y  Ge n d e r  Exclu d in g Ca su a ls 

Pa r t Tim e / Fu ll 
Tim e 

Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of 
Grou p 

% of All 
Ma le s 

Nu m b e r % of 
Grou p 

% of All 
Fe m a le s 

Fu ll Tim e 2,388 907 37.98% 75.21% 1,481 62.02% 39.43% 

Part Tim e 2,574 299 11.62% 24.79% 2,275 88.38% 60.57% 

Tot a l 4,962 1,206 24.30 100.00 3,756 75.70% 100.00% 

8.12 Table  27 shows the  d istribu tion  of the  workforce  for Loca l Governm en t Em p loyees 
on ly. The  pa tte rn  be tween  fu ll and  part tim e em p loyees is com parab le  to tha t for a ll 
em p loyees,  however, the  pe rcen tage  of fem a le  part tim  e  em p loyees  has reduced  from 
84.26% to 66.99%. 

Ta b le 27 – Loca l  Gove rn  m  e n  t  Em  p loye e s  Fu  ll  a n  d  Pa  r t  Tim  e  Worke r s  b y  Ge n d e r Exclu d in g 
Ca su  a ls  

Pa r t Tim e / Fu ll 
Tim e 

Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of 
Grou p 

% of All 
Ma le s 

Nu m b e r % of 
Grou p 

% of All 
Fe m a le s 

Fu ll Tim e 1,678 725 43.21% 74.36% 953 56.79% 33.01% 

Part Tim e 2,184 250 11.45% 25.64% 1,934 88.55% 66.99% 

Tot a l 3,862 975 25.25% 100.00% 2,887 74.75 100.00% 

8.13 Graphs 7 and  8 show the  d istribu tion  of fu ll and  part tim e  worke rs by grade  and  
gender.  Having excluded  Casua l em ployees the  d istribu tion  by grade  and  gender is  
com parab le  to  tha t based  on  the  whole  workforce  as shown in  Graphs  1 and  2. Most 
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pa rt tim e  role s a re  still with in  Grades 3, 4 and 5 for both  m ales and  fem ales; however,  
th is accoun ts for a  h ighe r p roportion  of the  fem a le  workforce . Exclud ing Casua l  
em p loyees  has no  e ffect on  the  d istribu tion  of the  workforce . 
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8.14 Table  28 shows the  d istribu tion  of m a le s and  fem a le  em p loyees  exclud ing Casua l  
em p loyees.  The  sign ifican t d iffe rence  in  the  num ber of em ployees a rise s because  of  
the  exclusion  of Supp ly  Teachers. 

Ta b le 28 – Te a ch e r s Fu ll  a  n  d  Pa  r t  Tim e  Worke r s  b y  Ge n  d e r  Exclu  d in  g  Ca  su  a  ls  All Te a ch e r s FTPT 
Ex  Ca su  a ls  

Pa r t Tim e / Fu ll 
Tim e 

Orga  n isa  t ion  All Ma le s All Fe m a le s 

Nu m b e r Nu m b e r % of 
Grou p 

% of All 
Ma le s 

Nu m b e r % of 
Grou p 

% of All 
Fe m a le s 

Fu ll Tim e 694 175 25.22% 78.13% 519 74.78% 60.35% 

Part Tim e 390 49 12.56% 21.88% 341 87.44% 39.65% 

Tot a l 1,084 224 20.66% 100.00% 860 79.34% 100.00% 

8.15 Graphs 9 and  10 show the  d istribu tion  by Gender, Grade  and  Full and  Part Tim e  working.  
Although  the re  a re  changes  in  the  pe rcen tage  of fu ll and  part tim ers with in  each  grade ,  
the  exclusion  of Casua l em p loyees does not have  a  sign ifican t  e ffect on  the  ou tcom es 
shown in  Graphs 3 and  4.  
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Ge n d e r  Pa y  Ga p 

8.16 The  gender pay gap  reduces having excluded  Casua l em ployees  based  on  a ll  
em ploym ent groups. 

Ta b le  29 – Com  p a r ison  o f Ge n d e r  Pa y Ga p  Exclu d in g Ca su a ls  

Work for ce  Me a n  Ge n d e r  Pa y Ga p  Me d ia n  Ge n d e r  Pa y Ga p  

In clu d in g Ca su a ls 9.05% 8.29% 

Exclu d in g Ca su a ls 4.81% 1.57% 

8.17 The m ean  gender pay gap  for Loca l Governm ent Em ployees exclud ing Casua l  
em ployees  reduces to  8.58% but the  m edian  pay gap  increases to  5.55%, which  is 
caused  by  a sm all reduction  of fem ale  em ployees from  the  h ighe r grades  the reby 
changing the  ove ra ll m edian  poin t. It should , however, be  noted  tha t the  m edian  
gender pay  gap  is 0.00% in  a ll grades apart from Grades 13 and  14. 

Ta b le  30 – Loca  l Gove rn m e n t  Em p loye e s  - Com  p a r ison  o f Ge n d e r  Pa y Ga p  Exclu d in g  
Ca su a ls  

Work for ce  Me a n  Ge n d e r  Pa y Ga p  Me d ia n  Ge n d e r  Pa y Ga p  

In clu d in g Ca su a ls 10.56% 4.04% 

Exclu d in g Ca su a ls 8.58% 5.55% 
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Graph  10  - Teachers Fem a le  Workforce  by Grade  and  
Gender and  Fu ll/Part  Tim e  Working exclud ing  Casua ls  
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8.18 The  gender pay gap  for Teache rs exclud ing Casua l em ployees  increases to 4.29%, bu t 
the re  is no  im pact on  the  m edian  gender pay  gap . The  sign ifican t pay gaps rem ain  a t  
the  sam e  grades as ou tlined  in  Para . 6.9 

Ta b le  31 – Te a ch e r s - Com p a r ison  o f Ge n d e r  Pa y  Ga p  Exclu d in g Ca su a ls 

Work for ce  Me a n  Ge n d e r  Pa y Ga p  Me d ia n  Ge n d e r  Pa y Ga p  

In clu d in g Ca su a ls 3.06% 0.00% 

Exclu d in g Ca su a ls 4.29% 0.00% 

Se rvice  Are a  An a lys is 

8.19 Table  32 shoes the  m ean  Gender  Pay Gap  with in  each  Se rvice  Area .  The  exclusion  of  
Casua l em ployees will have d iffe ren t e ffects in  each  a rea  due  to  the  num ber of Casua l  
em ployees  and  the ir position  in  the  grad ing structure . This is pa rticu la rly noticeab le  in  
Educa tion ,  where  the  exclusion  of  groups such  as Supply Teache rs reduces the  
workforce  for fem ale  em ployees from  4,213 to  2,052. 

8.20 The  gender pay gap  for th is group  includ ing  Casua l em ployees was 8.29% but reduces  
to  4.84% overa ll. Table  32 shows the  d iffe rence  in  the  num ber of em ployees and  
shows the  pay gap  includ ing and  exclud ing casua ls.  



Ta b le  32 - Me a n  Ge n d e r  Pa y Ga p  b y Se rvice  Are a  Exclu d in g Ca su a ls  

Se rvice All Males All Fem ales Pay  Gap  

Nu m b e r (In c. 
Ca su a ls)  

Nu m b e r (Excl. 
Ca su a ls)  

Nu m b e r (In c. 
Ca su a ls)  

Nu m b e r (Excl. 
Ca su a ls)  

Diffe r e n ce  
(%) 

Diffe r e n ce  (%)  

Ad u lt s  – Acu t e & Com p le x Ca re 40 25 222 106 2.65% -6.06% 

Ad u lt s  – He a lt h  &  Com  m  u n it y  
Ca re 

67 26 794 321 -4.47% -6.11% 

Ch ild re n , Fa m ilie s & Ju st ice 93 50 405 240 8.50% 12.78% 

Com  m  e rcia l  Se rvice s  128 61 1,068 447 15.60% 26.61% 

Cu st om  e r  Su p p or t  Se rvice s  62 61 117 101 16.49% 14.39% 

De ve lop m  e n t  &  Econ om  ic  
Grow t h 

88 78 120 117 11.20% 13.99% 

Ed u ca t ion  581 349 4,213 2,052 17.00% 17.34% 

Fin a n cia l Se rvice s 26 26 118 116 7.95% 8.04% 

Le ga l & Re gu la t o ry Se rvice s 22 21 78 75 6.58% 8.44% 

Roa d s  &  In fra s t ru ct u re  Se rvice s  571 496 224 133 10.32% 7.03% 

St ra t e gic  Pla n n in g  5 5 11 11 24.37% 24.34% 

Ove ra ll 1,683 1,198 7,370 3,719 9.03% 4.84% 
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