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Gender Pay Gap Report 2018 

Plymouth City Council is committed to equal opportunities and the fair treatment of its workforce. As 

an employer with over 250 employees, we are required by law to publish annually our gender pay gap. 

This was first reported in 2017 under the new regulations and was the first step in identifying and 

understanding the gender pay gap at Plymouth City Council. In 2017, the Council reported a mean gap 

of 2.6% in favour of men. 

As an employer, we have a clear policy of paying employees equally for the same or equivalent work, 

regardless of gender. The Council operates a comprehensive job evaluation scheme, in partnership with 

recognised Trade Unions, to ensure that rates of pay are fair and based wholly on the role being 

undertaken. We are open and transparent regarding the rates of pay at each grade with this information 

being available to our workforce.  This includes our Chief Officer pay rates. An incremental pay 

progression scheme is in place that is linked to an employee’s successful annual appraisal.  

Plymouth City Council’s Gender Pay Gap figures have been calculated using the mechanisms that are 

set out in the legislation using ‘full pay relevant employees’ on the data capture date.   

 

Pay and Bonus 
 

 Mean Median 

Hourly Pay 1.9% -7.0% 

Bonus 0% 0% 

 

The table above shows the Council’s mean and median gender pay gap based on hourly pay as of the 

snapshot date of 31st March 2018. The gap is calculated using six different calculations set out in the 

legislation (detailed in Appendix A).  

The mean average standard hourly rate of pay for female employees is 1.9% lower than that of male 

employees with the median average standard hourly rate of pay for female employees being 7.0% higher 
than that of male employees.  

 

The mean gap, whilst still in favour of men, has reduced by 0.7% when compared to the gap of 2.6% 

reported in 2017; with the median gap widening to 7.0%, an increase of 3.7% in favour of women.  

 

A reason for the increase to the median can be attributed to changes within the workforce. Plymouth 

City Council continues to employ a significantly higher amount of female employees in comparison to 

male employees, with the highest concentration of female employees reflected within quartile 3. The 

highest concentration of male employees is within quartile two, however, the quartile is still 

predominantly female, with female employees holding the greater proportion for each quartile overall.   
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Plymouth City Council upholds the principles of the Foundation Living Wage, and while not an 

accredited Foundation Living Wage employer, we have applied the Foundation Living Wage to our 

organisation benefitting our lowest paid employees who receive a discretionary top up. Our workforce 

provides and/or commissions over 300 services for the citizens of Plymouth, and we feel that it is 

essential that employees receive a decent and fair rate of pay.  

 

Plymouth City Council does not pay bonus payments to any staff, and we are therefore providing a ‘nil 

return’ for this category.  

 

Pay Quartiles 
 

A quartile is a pay bracket that represents a quarter of the Council’s workforce; the quartiles are in 

ascending order by rates of pay. The charts below show the split between male and female employees 

in each quartile from the lowest to the highest.  

 

As an organisation, there are more women in the lowest paid quartile than the highest paid. Analysis of 

the quartiles illustrates that the gap is a result of a higher number of women in part-time roles in the 

lowest paid quartiles.  

Workforce Distribution  

 Female Male 

Part-time employees 81.6% 18.4% 

Full-time employees 50.3% 49.7% 

All employees 60.8% 39.2% 

Our workforce consists of significantly more women than men, with a large proportion of female 

employees occupying part time roles or working under a flexible working agreement. As an organisation, 

we encourage flexible working, in every role and at every level. We have introduced remote working - 

equipping our employees with the right mobile technology to be able to work flexibly at other locations 

to better meet customer needs, enabling increased productivity of employee time and promote a more 

positive work-life balance. We want our employees to be able to work in a variety of ways that is best 

for them whilst continuing to deliver effective high-quality services to our customers amidst continuous 

improvement.  

Plymouth City Council continues to review and take necessary action to reduce the gender gap through 

workforce planning processes. 
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The Year Ahead 

Equalities Campaign   

Plymouth City Council is required under the Public Sector Equalities Duty (PSED) to publish our 

workforce equality data annually.  Each year we run an internal communications campaign to encourage 

employees to share with us, and update, their personal and sensitive information. This campaign is 

beneficial in ensuring that employee information is correct and up to date, which in turn aids more 

accurate reporting. The most recent of these reports are located on the Council’s website.  

Pay Award 

As part of national collective bargaining, Plymouth City Council will apply national pay awards for the 

majority of the workforce.  

Executive Pay Gap Reporting  

From 1st January 2019 regulations made under the Companies Act 2006 require UK listed/quoted 

companies with more than 250 employees to report annually on the pay gap between the Chief 

Executive and the average worker. As a public sector organisation, Plymouth City Council is not 

required to report and publish this information .  

Ethnicity Pay Gap Reporting 

Consultation on mandatory ethnicity pay gap reporting closed on 11th January 2019. Plymouth City 

Council will publish information in line with any compulsory requirements which are introduced 

following the consultation and potential implementation of mandatory reporting.  

Disability Reporting 

A framework has been developed by the Government, in partnership with large employers to record 

and voluntarily report information on disability, mental health and wellbeing in the workplace. Plymouth 

City Council is a Disability Confident Employer, and we intend to take the next step to become a 

Disability Confident Leader. The framework will be reviewed throughout 2019 with a commitment to 

publish our information in 2020.  

Equality and Diversity Training 

Our e-learning training package ‘Equality in the Workplace’ provides an overview of why equality is 

important in the workplace.  This training is now mandatory for all employees and is completed as 

part of any new employee’s induction.  Existing employees are also being asked to complete the e-

learning package so that going forward all our employees will have this awareness.  As part of our 

commitment to equal opportunities and the fair treatment of our workforce, the ‘Equality for 

Managers’ training will become compulsory in the coming months.  This training module has been 

designed to assist managers create a positive work environment where employees are treated with 

dignity and respect. This will be rolled out during 2019. 

Equality and Diversity Policy  

Plymouth City Council’s current Equality & Diversity Policy will be reviewed and refreshed to ensure 

that the content is up to date, compliant and reflective of best practice recommendations.   

 

 

 

 

 

https://www.plymouth.gov.uk/communitiesandneighbourhoods/socialinclusionandcommunitycohesion/equalityanddiversity
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Plymouth City Council is confident that men and women are paid equally for doing equivalent jobs 

across the organisation and are proud to confirm that our Gender Pay Gap is below the regional 

South West average of 11.9% and the national average of 17.9% as reported in October 2018 by the 

Office of National Statistics.  

 

 

Signed:  Date: 28 March 2019 

Andy Ralphs                                                                                                                                

Strategic Director of Customer and Corporate Services 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/genderpaygapintheuk/2018


PLYMOUTH CITY COUNCIL 

GENDER PAY GAP 2018 OFFICIAL  

 

Appendix 1 

The definitions below have been taken from the Managing Gender Pay Reporting guide produced by 

ACAS, which is shared with employers. The guide explains what the Gender Pay Gap is and how to 

report information to comply with legislation.  

Gender Pay Gap Calculations  

Mean Gender Pay Gap 

A mean average involves adding up all of the numbers and 

dividing the result by how many numbers were in the list. 

This calculation requires an employer to show the 

difference between the mean hourly rates of pay that male 

and female full-pay relevant employees receive. 

Median Gender Pay Gap 

A median average involves listing all of the numbers in 

numerical order. If there is an odd number of results, the 

median average is the middle number. If there is an even 

number of results, the median will be the mean of the two 

central numbers. 

This calculation requires an employer to show the 

difference between the median hourly rates of pay that 

male and female full-pay relevant employees receive. 

Mean Bonus Gap 

A mean average involves adding up all of the numbers and 

dividing the result by how many, numbers were in the list. 

This calculation requires an employer to show the 

difference between the mean bonus pay that male and 

female relevant employees receive. 

Median Bonus Gap  

A median average involves listing all of the numbers in 

numerical order. If there is an odd number of results, the 

median average is the middle number. If there is an even 

number of results, the median will be the mean of the two 

central numbers. 

This calculation requires an employer to show the 

difference between the median bonus pay that male and 

female relevant employees receive. 

Plymouth City Council do not pay bonuses therefore 

providing a nil return for this data. 

Bonus Proportions 

This calculation requires an employer to show the 

proportion of male relevant employees who were paid any 

amount of bonus pay, and the proportion of female 

relevant employees who were paid any amount of bonus 

pay. 

Quartile Pay Bands  

This calculation requires an employer to show the 

proportions of male and female full-pay relevant employees 

in four quartile pay bands, which is done by dividing the 

workforce into four equal parts. These quartile pay bands 

are established when making the calculation, so any other 

pay banding used in a workplace must not be used. 

http://www.acas.org.uk/media/pdf/m/4/Managing_gender_pay_reporting_04_12_17.pdf
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