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Gender Pay Gap Project - Update

Purpose: The report presents the Gender Pay Gap work that has
been undertaken so far on behalf of the Council, outlines
current position and recommendations.

Report Author: Linda Phillips
Finance Officer: Ben Smith

Legal Officer: Tracey Meredith
Access to Services
Officer: Sherill Hopkins

For Information

1. Background

This Briefing Note provides an interim upate to the Transformation and
Future Council Policy Development Committee, following on from
previous reports provided to Members of the Corporate Services
Cabinet Advisory Committee who inititated the Gender Pay Gap project
in 2016.

1.1 The Gender Pay Gap represents the difference between the average
(mean or median) hourly pay of male and female employees in the
organisation. This is usually expressed as a percentage of male pay,
with a positive figure being in favour of males, and a negative figure
being in favour of females. The Council is required to publish this data
by 30 March annually under current legislation.

1.2  The Gender Pay Gap should not be confused with the Equal Pay gap,
as the gender pay gap refers to the difference in hourly pay of males
and females regardless of the role being undertaken, whereas equal
pay gap refers to unjustifiable differences in pay for men and women
undertaking work of equal value, where this is scrutinised at the
individual level, for example through a Job Evaluation process.




1.3

2.0

3.0

3.1

3.2

To meet reporting requirements, currently Schools information is
excluded, as governing bodies should report directly where these
establishments employ 250 or more staff.

Reported Gender Pay Gap in Swansea Council workforce

To meet the legislative requirements, we have reported our Gender
Pay Gap for Full Time Staff for 31 March 2017 on the .GOV website
and our own public website as follows: (schools staff are excluded):
All full time employees mean hourly rate of 10.9%

All full time employees median hourly rate: 11.5%,

We do not pay bonus, therefore this is reported as 0%

Quartile Pay Bands — Full time employees only

The percentage of men and women (full pay) there are in each pay
quartile:

Lower Lower middle|Upper middle Upper
Male |[Female|Male [Female|Male |[Female|Male [Female
169.4%[30.6% [55.6% 44.4% [67.3%[32.7% [45.2%(54.8%

Gender Pay Gap analysis of Full Time and Part Time workforce
(non-schools)

As the majority of our general workforce work part time, it is useful to
undertake a wider analysis of the workforce to include the part time
group. In 2016/17, the gender of the general workforce was as follows:

% of non-schools workforce FT/PT working pattern:

FT PT
MALE 66.8% 33.2%
FEMALE 26.0% 74.0%

Non-schools posts by gender and working pattern:

FT PT TOTAL
MALE 2159 1073 3232
FEMALE 1465 4174 5639
TOTALS 3624 5247 8871

Therefore, when reporting our gender pay gap data, we are only
referring to 41% of the non-schools workforce, and all schools data is
excluded.



3.3

3.4

When looking at overall data, the number of full time males are the
greater proportion of the full time workforce, therefore the gender pay
gap figure we report will not provide a true picture.

A comparison chart with other South Wales Local Authorities is
attached in Appendix 1.

4.0 Gender Pay Gap — Current Status and Action Plan

4.1

4.2

Under the regulations we are required to give a short narrative
statement of our interpretation of our data, and where we intend to take
action, if necessary.

In our report (published on the websites), we have made the following
statement:

“The data indicates that there is a gender pay gap in the median
figures, however this could be attributed to the high percentage of part
time workers in the organisation. The Council has been a champion of
part time working for over ten years, resulting in a high percentage of
female staff (63.7%), and 74% of the female workforce is part time.
The Council has published an Action Plan in its Annual Equality
Review for tackling issues arising from the Gender Pay gap analysis
undertaken in 2016/17. Members and Senior Officers will take
appropriate action where necessary, in full consultation with Trades
Unions and other stakeholders.

4.3 We have set out an action plan to close the gap as follows:

In 2017 — 2019, the Council will:

Continue with efforts to improve workforce data, particularly cleansing
and accuracy of reporting

Continue to review casuals/relief staff arrangements

Maintain ‘watching brief’ on the changes to the GLPC Job Evaluation
scheme, in light of changes required as a result of Living Wage and
changes to the National Pay Spine

Undertake grade distribution analysis of gender based work in lower
grades to understand whether these roles are arranged fairly and not
set up to exclude / include one gender over the other

Consider undertaking a grade distribution analysis of senior roles by
gender, working pattern etc.

Continue to review multiple posts and contractual arrangements
Consider undertaking consultation with staff with multiple roles to
consider whether the construction of roles is contributing to gender
segregation and low pay for women in roles allocated to the first three
grades of the pay structure.



4.4

5.0

5.1

5.2

6.0

6.1

7.0

7.1

7.2

7.3

7.4

7.5

8.0

Consider whether the Council will publish its data on the Equal Pay
Website or only in its annual Equality and Diversity review report.

Recommendations

The gender pay gap of both full time and part time staff should be
monitored going forward in order to support the activities outlined in the
action plan

The PDDC continues to request an annual report that outlines the
current situation for all non-schools staff.

Gender Pay Gap analysis to report for 31 March 2018 data

This data must be published before or at the latest on 30 March 2019
on the .GOV website, and an explanatory report must also be
published on our main website.

We will be able to report earlier than March 2019 if the Committee
supports this action.

Financial implications

There are likely to be potential implications in the future and these will
be kept under review as the implementation plan progresses.

Legal implications

The authority is under a statutory duty to comply with the Equality Act
2010 (Statutory Duties) (Wales) Regulations 2011.

In particular under section 11 an authority must pay due regard to the
need to have equality objectives that address the causes of any
differences between the pay of persons employed by the authority who
has a protected characteristic or share a protected characteristic.

Under Section 12 the authority must publish an action plan setting out
any policy of the authority that relates to the need to address the
causes of any gender pay difference.

Under Section 13 the authority must keep under review their
arrangements.

Under the Equality Act 2010 (Gender Pay Gap Information)
Regulations 2017 the authority is under a duty to publish annual
information relating to pay.

Equality and engagement implications
The gender pay gap assessment information will be contained in the

annual equality review report again this year, alongside our
employment and training data (as required by the regulations).



Appendix 1: Comparison of Gender Pay Gap data with other SW Local

Authorities
Council Mean Median Reported
on .Gov
website
Cardiff 3.2% lower than 6.1% lower than Yes
men men
Newport 1% lower than men | 3% lower than men Yes
Vale of Glamorgan 8.8% lower than 11.2% lower than Yes
men men
Carmarthenshire No
Pembrokeshire No
Neath Port Talbot No
Rhondda Cynon Taf No
Bridgend No




