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1.0 Purpose of Report  
 

1.1 Joint HR Committee are asked to review the attached Gender Pay Gap 
report for each Council. An opportunity has been taken to revise the 
format of the Gender Pay Gap report, so the data is more accessible 
for staff and residents. The new format ensures that this report 
becomes a multi-purpose document rather than a report solely to meet 
statutory requirements.  
 

1.2 Each document aims to engage with the workforce and residents by 
providing transparent data on pay. By presenting the data in this way it 
is envisaged that this will reinforce to staff, residents and potential new 
recruits the Councils aim to become an employer of choice.   
 

1.3 Contained within each report are several measures1 which are 
intended to reduce the gender pay gap further in each Council. These 
measures are being implemented during this financial year in a 
stepped approach and improvements should be seen over time. 

 
2.0 Recommendation  
 
2.1. For Joint HR Committee to approve the revised format of the gender 

pay gap reports attached at Appendix A (EHDC) and Appendix B 
(HBC). 

                                                 
1 Included in 18/19 returns for each Council 



 

2.2. Note the gender pay gap report. 
 

3.0 Executive Summary  
 

3.1. The statutory requirement to publish the gender pay gap in medium 
and large size public sector organisations (over 250 employees) was 
introduced in April 2018. This has meant that EHDC have been 
required to publish their gender pay gap report since this date whereas 
HBC have published voluntarily for the last two years. Previous and 
current reports show both Councils’ commitment to addressing and 
improving the gender pay gap.   
 

3.2. The “gap” shows the data on a specific snapshot date each year.  This 
is fixed as 31 March when the average (mean and median) data for all 
male and female pay rates are compared (including hourly pay) and 
any differences in pay can be seen.  2017-18 and 2018-19 data can be 
seen here: 
 
HBC 2017-18 

 
HBC 2018-19 

 
 
 EHDC 2017-18 
 

 
 
 
 



 

 
 
 EHDC 2018-19 
 

 
 
3.3. Over the last few years, there has been a lot of information made 

available by the government and other interested groups (such as 
ACAS, the trade unions and the CIPD) and national media coverage 
on the issue of the gender pay gap.  It was previously thought that the 
steps taken since the introduction of the Equal Pay Act and the Sexual 
Equality Act in the 1970s would have addressed the imbalance 
between men and women’s pay at work.  This has not been completely 
successful and whilst huge improvements have been made in ensuring 
work of equal value is paid fairly, a residual problem persists in that 
women are underrepresented in the higher paid levels of the workforce 
across the UK.   

 
3.4. The latest data submitted for 2018-19 shows that the gender pay gap 

at both Councils is below the public-sector benchmark. Whilst this is 
positive there is still a reported gender pay gap in place. The presence 
of this gender pay gap does not indicate an equal pay issue.  Job 
evaluation systems in place at both councils are designed to ensure 
that work is rewarded equally and fairly.   

 
3.5. Across the UK the gap is linked to how women are recruited and 

promoted at work and can be an indicator to how organisations 
accommodate the different needs of both genders.  Typically, women 
continue to undertake caring responsibilities for children and other 
family members whilst developing a career and this has been proven 
to impact their pay prospects. Women also continue to be 
disadvantaged in gaining roles at higher salary levels in organisations 
overall and so female pay is typically lower than male pay.  This is true 
in the public sector as in the private.   
 

3.6. The specific measures in place to reduce the gender pay gap further 
include accessibility of each Council’s Learning & Development 
programme, developing recruitment processes to encourage diversity 
and developing talent management and succession planning. 

 
3.7. Each annual report is submitted on the government portal to be 

monitored by the Equalities Office and is also published on the website 



 

of the organisation for public scrutiny. It is proposed that this revised 
format will be used for the new data report in March 2020.   

 
 
4.0 Additional Budgetary Implications  

 
4.1. There are no budgetary implications to report. However, there could be 

benefits in improving the gender pay gap which could lead to cost 
savings in the short and long term. This would be due to better 
attraction of talent from a wider pool and reduced turnover and loss of 
talent from female workers if there were further opportunities for 
women to advance their careers. E.g. flexible working arrangements; 
more job share arrangements etc. 
 

4.2. Potential savings could also result from a reduced number of formal 
flexible working requests and appeals against decisions, managing 
workloads better through planned absence and avoiding unplanned 
absence e.g. sickness and unpaid leave to cover caring needs.  It is 
also more likely that vacancies could be filled from internal talent and 
avoid the expense and disruption of recruitment being undertaken 
externally. 
 

4.3. Higher levels of engagement in the workforce could be difficult to 
measure in budgetary terms.  However improved outputs and 
productivity, reduced sickness and turnover and better satisfaction 
ratings on sites such as Glassdoor are all recognised indicators of 
better employee engagement.  Staff who feel that an organisation’s 
published values are integrated into its policies and who feel their 
contribution is valued whilst their personal circumstances and 
challenges are considered, are likely to be absent less and contribute 
more to that organisation when at work.2 
 

 
5.0 Background and relationship to the Corporate Strategy and 

Directorate Business Plan/s 
 

5.1 The Organisational Development strategy is designed to support the 
corporate strategy in better enabling the councils to attract and retain 
talent and engage staff to best effect.  Clearly the removal of a gender 
pay gap would help to show that staff are being enabled to join and 
progress through the organisation and that talent is being maximised. 
Whilst the gap is below the benchmark currently the presence of a gap 
could prove to be a barrier to the councils being future employers of 
choice if it continues or widens again. 

 
 
 
 

                                                 
2 https://www.ft.com/content/9225a656-21f4-11e8-9a70-08f715791301 

https://www.ft.com/content/9225a656-21f4-11e8-9a70-08f715791301
https://www.ft.com/content/9225a656-21f4-11e8-9a70-08f715791301


 

6.0 Options considered and reasons for the recommendation 
 
6.1 Designing a way to present gender pay gap information in a way which 

is visible and accessible aims to improve engagement and raise the 
commitment of the Councils to reducing the gender pay gap amongst 
all key parties. 

 
7.0 Resource Implications 
 
7.1. Financial Implications 

None to report on the revised format.  
 
7.2. Human Resources Implications 

None to report however strategic HR will continue with interventions to 
reduce the pay gap as detailed within the gender pay gap report.  

 
7.3. Information Governance Implications 

None to report. Data will be required for detailed analysis of trends to 
have a robust evidence base on which to move forward.  This data 
would be obtained from Capita and held and used in accordance with 
GDPR. 

 
8.0 Legal Implications 

 
8.1. There are risks of challenges under Equal Pay and Equality legislation 

if processes which are designed to reduce the risk of discrimination are 
not sufficiently robust and transparent. This will continue to be 
monitored by Strategic HR. 
 

9.0 Risks 
 

9.1. Legal (as above) 
9.2. Reputational risks if the strategies do not operate well or seem unfair.  

The requirement to publish an annual report means that the gender 
gap and progress against a plan are easily measurable. 

 
10.0 Consultation 
 
10.1 Formal consultation would not be required however informal 

consultation and communication with staff and possibly the wider 
community will be achieved through the usual communication channels. 

 
11.0 Communication 
 
11.1 Corporate Communications will be required for staff/residents to 

support informal consultation and communication on the revised format 
and the commitment both Councils have to reduce the gender pay gap.   

 
12.0 Appendices: 

Appendix A - EDHC Gender Pay Gap report 2018-19 (revised format) 



 

Appendix B - HBC Gender Pay Gap Report 2018-19 (revised format) 
 
13.0 Background Papers:  

As included in footnote 1 and 2 
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S151 Officer: 8.10.10 
Director:  8.10.10 
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