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INTRODUCTION  

With the introduction of Gender Pay Gap reporting in April 2017, organisations with 250 employees 

or more are legally required to report annually their gender pay gap. The gender pay gap is an equality 
measure that shows the difference in average earnings between women and men, however, it does not 

show the differences in pay for comparable jobs. 

To calculate the gender pay gap six calculations are used: 

 Median gender pay gap – the difference between the median (middle) hourly rates of pay. 

 Mean gender pay gap – the difference between the mean (average) hourly rates of pay. 

 Median bonus gap – the difference between the median (middle) bonus pay paid.  

 Mean bonus gap – the difference between the mean (average) bonus pay paid. 

 Bonus proportions – the proportion of male and female relevant employees who were paid 

bonuses. 

 Quartile pay bands – the proportion of male and female employees in the lower, lower-middle, 

upper-middle and upper quartile bands.  

 

Annexe A provides more detailed explanations of each of the six calculations.  

 

Irrespective of the role, the Gender Pay Gap report demonstrates the difference in pay between 

what women earn and what men earn in the same organisation. Gender pay gaps can fluctuate from 

month to month across the pay quartiles depending on changes to headcount.  

To create a level playing field for all reporting organisations the data is taken on a snapshot date – 

for the public sector this is 31st March. As an employer, Plymouth City Council has 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 and the public; this includes our Chief Officer pay bands.  

An incremental pay progression scheme is in place linked to an employee’s annual appraisal review. 

 

OUR GENDER PAY GAP 

On 31 March 2020, the council headcount using the definition of ‘full pay relevant employees’ was 1519 

women and 924 men. 

 

 2017 2018 2019 2020 +/- percentage 

point change 

2019 to 2020 

Mean gender pay gap 2.63% 1.94% 1.78% 1.79% +0.01% 

Median gender pay gap -3.26% -7.07% -10.08% -4.05% -6.03% 
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Mean gender pay gap: 

If we add together the hourly pay rates that women earn, divide by the number of women in our 

workforce and then compare with the same calculation for men, we find that women receive 1.79% an 

hour less than men do. This is a nominal increase (in favour of men) when compared to 2019 reporting 

(1.78%).  However when compared to 2017 the gender pay gap pay has narrowed between men and 
women by 0.84% down from 2.63% in 2017.  We see this narrow gap as a positive.  

 

Mean  2017 2020 Difference 

GPG % 2.63% 1.79% -0.84% 

 

Median gender pay gap:  

If we rank all of our people by their hourly pay rate and then compare what the women in the middle 

of the female pay range received compared to what the men in the middle of the male pay range 

received, we get the median gender pay gap. For 2020, women earn 4.05% more than according to the 

median calculation.  

 

Median  2017 2020 Difference 

GPG % -3.26% -4.05% +0.79% 

 

BONUS PAY GAP  

Plymouth City Council does not pay bonuses and therefore there is no return for the bonus pay gap. 

 

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.  

    
 Quartile 1 Quartile 2 Quartile 3 Quartile 4 

Male 36.76% 42.95% 32.73% 38.85% 

Female 63.24% 57.05% 67.27% 61.15% 

 

 
Plymouth City Council employs a higher amount of female employees in comparison to male employees, 

with female employees holding the greater proportion of the workforce for each quartile overall.  The 

lowest concentration of male employees is within quartile three, while quartile 2 has the highest 

concentration of male employees. 

 

Male
36.76%

Female 
63.24%

Male 
42.95%

Female 
57.05%

Male 
32.73%

Female 
67.27%

Male 
38.85%

Female 
61.15%

     Quartile 1  Quartile 2      Quartile 3      Quartile 4 



PLYMOUTH CITY COUNCIL 

GENDER PAY GAP 2020 Page 3 of 7 

OFFICIAL 

WORKFORCE DISTRIBUTION 

 
Female Male 

Part-time employees 84.18% 15.82% 

Full-time employees 51.40% 48.60% 
All employees 62.81% 37.82% 

 

Our workforce consists of significantly more women than men (currently 62.81% female), with a large 

proportion of female employees occupying part time roles. As an organisation, we continue to 

encourage flexible working in every role and at every level. We have equipped our employees with the 
right mobile technology to be able to work flexibly at locations to better meet both customer needs 

and their own needs.  We encourage our employees to be able to work in a variety of ways that are 

beneficial for them and the organisation whilst continuing to deliver effective high-quality services to 

our customers.  

 

SUMMARY 

As an employer, Plymouth City Council has a transparent and clear pay structure, paying employees 

equally for the same, or equivalent, work regardless of gender.  

Plymouth City Council adopts the principles of the Foundation Living Wage. 

Plymouth City Council is confident that men and women are paid equally for doing equivalent jobs 
across the organisation and is proud to confirm that our Gender Pay Gap is below the regional median 

South West average of 17.3% and the national average of 15.8% as reported in provisional data in 

October 2020 by the Office of National Statistics. 

 

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

  

The Gender Pay Gap Action Plan 2021 – 2022 (Appendix 2) sets out how we will work towards closing 

the gender pay gap within the Council. 

 

 

 

 

 

Signed:    Date: 30 March 2021 

 

Andy Ralphs                                                                                                                                        

Strategic Director for Customer and Corporate Services 

 

 

 

 

 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables
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Appendix: 1 

The definitions are from the Managing Gender Pay Reporting guide produced by ACAS 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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Appendix 2: Gender Pay Gap Action Plan  

 

 

The Gender Pay Gap Action Plan 2021 - 2022 sets out how we will reduce the gap in pay between males and females within the Council. The 

action plan supports the Council’s equality and diversity ambitions and complements our existing People Strategy. This document is a live 

document and will be updated periodically to reflect changing organisational priorities.  

This action plan will also contribute to the Council progressing positively against the following equality objectives: 

 Celebrate diversity and ensure that Plymouth is a welcoming city. 

 Pay equality for women, and employees with disabilities in our workforce.  

 Supporting our workforce through the implementation of Our People Strategy 2020 – 2024. 

 

The actions included within this action plan have been mapped to the Equality Framework for Local Government outcomes and have been 

grouped around the following outcomes: 

 We attract diverse talent  

 We provide our employees with a varied learning and development offer  

 Having a  flexible and resilient workforce  

 Celebrating equality and diversity  

 Understanding the workforce 

 

 

Outcome: We attract diverse talent  

 

Action  Lead Timescale 

Consider the language used in job adverts to ensure that they are accessible to 

everyone. Review guidance for managers on recruitment.  

Recruitment/Human Resources 

and OD 

June 2021 

Ensure all guaranteed interview categories are promoted. For example, veterans, 

care leavers, applicants with disabilities  

Human Resources and 

Organisational Development 

June 2021 
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Objectively justify any requests for ‘not suitable for jobs sharing or any other forms 

of flexible working.  

Human Resources and 

Organisational Development 

June 2021 

Revise the equality and diversity statement typically found at the bottom of job 

adverts. 

Human Resources and 

Organisational Development 

April 2021 

Consider the diversity of interview panels to ensure that they are reflective of our 

workforce. Example: Gender balance and other consideration at this stage. 

Managers  Ongoing  

Provide training for recruitment managers to minimise bias within the recruitment 

process.  

Human Resources and 

Organisational Development 

June 2021 

 

Outcome: We provide our employees with a varied learning and development offer  

 

Action  Lead Timescale 

 

Implement a first line manager development programme.  Human Resources and 

Organisational Development 

September 2021  

Promote the current coaching offer to managers.  Human Resources and 

Organisational Development with 
Communications 

September 2021 

Employees are provided with information about the gender pay gap and the factors 

which contribute to it.  

Human Resources and 

Organisational Development 

April 2021  

 

Outcome: Our employees are able to work flexibly according to their needs.  

 

Review and promote our suite of work life balance policies. 

 

Human Resources and 

Organisational Development with 

Communications 

June 2021 
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Review the job share policy (part of flexible working policy) 
Human Resources and 

Organisational Development with 

Communications 

April 2021 

 

Outcome: we understand our workforce  

 

  

Publish our gender pay gap report annually. Human Resources and 

Organisational Development 

Annually March  

Analyse our gender pay gap by directorate and consider developing local 

directorate action plans where appropriate.  

Human Resources and 

Organisational Development 

June 2022 

Reintroduce management information on the top 5% of earners who are women. Human Resources and 

Organisational Development 

June 2021(half 

yearly) 


