City of Edinburgh Gender Pay Gap 2018

Foreword

Here at the City of Edinburgh Council we promote a culture of inclusivity and
transparency, based on strong values. As a public sector body we have a responsibility
to take a lead on fairness in the workplace. The Gender Pay Gap is one way of
measuring this. Our mean gender pay gap is 4.8%, our median is 5%. These figures tell
us that our flexible approach to ways of working and family friendly policies are making a
real difference in enabling employees to have a successful career with us, without having
to compromise in other parts of their life.

Our overall gender pay gap is relatively low but we recognise that we want to do more.
As a Council we provide a broad range of services to our community and we want to
ensure that our employees succeed based on their skill, knowledge and behaviour; we
are continuing to work to ensure roles, recognition and reward are not gender related.

We are committed to reviewing our reward structures and approaches to recruitment and
development to ensure consistent and fair application for all our employees. We are
committed to encouraging and supporting more women into leadership roles and as we
employ large numbers of women in part time roles in particular occupations, our aim is to
better understand the reasons for occupational segregation so that we can take steps to
create change.

| confirm the gender pay gap data set out in this report is accurate.
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Chief Executive
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Gender Pay Gap 2018

1. Introduction

The Council is currently bound by duties arising as a result of the Equality Act 2010
(Specific Duties) (Scotland) Regulations 2012, which require the Council to positively
eliminate discrimination and publish gender pay gap information.

The duty requires public authorities with 20 or more employees to publish gender pay
gap information on the percentage difference between men’s and women’s average
hourly pay, excluding overtime.

We intend to provide our next gender pay gap information in line with these regulations
in October 2018.

The Council has 3 separate grading structures: -

e Local Government — Grades 1 to 12 underpinned by job evaluation using the
Capital Job Evaluation Scheme

e Teachers — Jobs sized in accordance with SNCT

e Chief Officials — Nationally agreed grading structure underpinned by Hays job
evaluation

This up-date is produced as part of the Council’s wider commitment to monitoring
equality, and to provide analysis and recommendations in relation to reward
management, policy, and the practice of managers and employees across the
organisation.

2. Gender Pay Gap —what is it?

The gender pay gap is not the same as equal pay. Equal pay is the equal payment of men
and women for undertaking the same work. Men and women are paid equally for doing
equivalent jobs across the organisation.

The gender pay gap is the difference in the average hourly wage of all men and women
across the workforce.

3. How we have calculated our Gender Pay Gap

The gender pay gap is always expressed as a percentage. It is calculated by working out
the difference between the average pay of all male employees and the average pay of all
female employees.

A negative pay gap figure would mean that the average pay of men is lower than the
average pay of women.
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The calculations are based on the snapshot date of 31 March 2018 and cover all relevant
employees:-

Data Scope Staffing Demographic

Employees Groups in Scope LGE, Chief Official, Teaching

Employee Groups Excluded Agency

Permanent, Fixed Term, temporary, apprentice,

Contracts in Scope .
trainee

Contracts Excluded Casual, supply

Basic Pay, Working Time Payments, Contractual

Payments in Scope .
y P Overtime

Payments Excluded Allowances, Salary Sacrifice, Overtime (claims)

The headcount of our relevant employees is 17,024 (these employees hold a total of
17,874 contracts in the analysis dataset). The gender split of our total contracts is:

Female Male

@ 70% i 30%

Full time @ Part time Full time  Part time

48% 52% 835% 17%

Our gender split is reflective of other local authorities and the overall UK trends.
The Scottish Government statistics report that at mid-2017, 72% of staff working for
Local Authorities were women. The 2011 census showed almost five times more
women were part-time employees compared with men (33% of economically active
women compared with 7% of economically active men).!

1 Scottish Government Survey Data www.gov.scot
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4. Our gender Pay Gap

Mean Gender Pay Gap

The mean of a group of values is the sum of all values added together and divided by the
number of values in the set. The mean hourly rate is the average hourly wage across the
entire organisation. The mean gender pay gap is a measure of the difference between
women’s mean hourly wage and men’s mean hourly wage.

The mean average gender pay for the City of Edinburgh Council is 4.8%. For every £1 that
a male employee earns, a female employee earns 5 pence less (95 pence).

., 5p less
Mean Average Hourly Rate E I
Female Male Mean

Average Gap
£14.36 £15.08 4.8% Male Female

Median Gender Pay Gap

The median hourly rate is calculated by ranking all employees from the highest paid to the
lowest paid, and taking the hourly wage of the person in the middle; the median gender
pay gap is the difference between women’s median hourly wage (the middle-paid woman)
and men’s median hourly wage (the middle-paid man).

The median average gender pay gap is slightly higher than the mean at 5%. For every £1
that a male employee earns, a female employee earns 5 pence less (95 pence).

‘ 5p less

Median Average Hourly Rate

Female Male Median
Average Gap
£12.79 £13.47 5.0% Male Female
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Bonus Analysis

The City of Edinburgh Council does not pay bonus payments to any groups of employees.
Our bonus gender pay gap is therefore 0% and 0% of men or women were in receipt of
bonus pay.

Quartile

It is not possible to split our contracts into groups of identical size due to the number of
contracts on certain hourly rates at the “natural” cut off points. We tested different quartile
boundary points to achieve a balance in the distribution of contracts per quartile.

Quartile Female| Male |Total Contracts | Min£ | Max £
Lower quartile 79% 21% 4472 £851| £969
Lower middle quartile 67% 33% 4678 £970| £12.79
Upper middle quartile 60% 40% 4255 £12.80| £18.90
Upper quartile 72% 28% 4468 £18.91| £87.15

The expectation would be that the gender breakdown in each quartile would reflect the
overall breakdown of 70% Female and 30 % male. The quartile analysis shows Quartile
and 1 and 3 are furthest from the overall breakdown. The underlying reasons for this
breakdown in the lowest quartile will be due to the high number of female employees
occupying part time roles and undertaking less shift patterns.

5. Broader Context

Nearly 8 in 10 firms, 78%, have a pay gap in favour of men, while 8% of companies
reported no pay gap at all.2 This is based on the median pay gap. The airlines published
headline grabbing pay gaps: BA reporting a mean gender pay gap of 35% and a median
gender pay gap of 10%; Ryanair reporting 67% and 72% respectively and Virgin reporting
58% and 28%.

Close the Gap reported in 2016 that on average, women in Scotland earn 15% less per
hour than men.

In no sector did reporting show that women are paid more. As a society, women are paid
less than men in the UK. There is a requirement for change to encourage more women to
enter higher paid professions, starting in schools and reinforced through further and higher
education and into employment.

2 BBC What is the gender pay gap at your company? 5 April 2018
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All sectors have a pay gap that favours men
Median hourly pay gap by sector

Median company pay gap 9.7%

Construction :

Finance and insurance :
Education !

Mining :

Communication )

Electricity and gas !
Professional and scientific :
Manufacturing 1

Real estate !

Service :

Public administration I
Water and waste !
Administrative :
Transportation and storage I
Agriculture, forestry and fishing !
Retail :

Arts and entertainment |
Health !

Accommodation and food :
0

0% 5% 10% 15% 20% 25%
Source: 10,016 companies that reported their pay data [B|B|C)|

6. Gender Pay Gap for Part-time employees

The part-time pay gap is calculated by comparing women’s part-time average hourly pay
with men’s fulltime average hourly pay. There would usually be a higher pay gap using this
calculation as part time work is generally concentrated in lower paid activities.

Mean Average Hourly Rate Median Average Hourly Rate
Female Male Mean Female Male Median
(Part Time) (Full Time) Average Gap (Part Time) (Full Time) Average Gap
£12.43 £1570 20.8% £9.71 £14 21 31.7%

Our mean average pay gap using this calculation is significantly higher than the overall
pay gap at 20.8%. This reflects the fact that we have high numbers of part time female
employees employed in the lowest grades. In addition, our current reward framework
means that part time employees are unlikely to earn the higher working time payment
rates and will have less scope for payments under weekend and night working than full
time employees.
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7. Working to close the gap

Our headline gender pay gap figures are low, and are closely connected to a:

e comprehensive range of flexible working options and family friendly policies to
support and encourage a more flexible, diverse workforce
e Diversity and inclusion training

We are committed to introducing measures to reduce our gender pay gap and any
inequalities in specific areas. We will undertake further analysis to gain insight into how
the overall figure is made up. Our analysis will concentrate on understanding the reasons
for any differences with particular attention to:-

e where men occupy more senior roles than women in the same occupation

e occupational segregation where men and women do different jobs

e gender differences in time in the job, influenced in part by career breaks and caring
responsibilities for women

e part-time versus full-time employment

In addition we wiill

e review our recruitment and selection policy paying particular attention to
occupational segregation

e review our reward arrangements

e review our career progression and talent approaches

¢ increase diversity awareness as part of our wider diversity strategy

e align with work undertaken within Education /schools

e actively participate/benchmark with government and industry

Stephen Moir

Director of Resources

Contact: Katy Miller, Head of Human Resources
Email: katy.miller@edinburgh.gov.uk
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