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Executive Summary: 
 
 

 

 
From 31st March 2017 government introduced mandatory Gender Pay Gap reporting for 
public bodies.  The attached report details the HDC report findings for 2017 and 2018, and 
offers options for tackling the gender pay inequalities within the Council. 
  
 
Recommendation: 
 
It is recommended that the Committee considers the options and comments on the preferred 
approach for addressing/monitoring the Gender Pay Gap at HDC. 
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HDC Gender Pay Gap 
Reporting – March 2018 

In March 2018 HDC published its Gender Pay information as was statutorily required, the headline 
figures as at 31st March 2017 are detailed below; 

 

Huntingdonshire District Council 

Gender pay gap report - 2017 
 

Difference in hourly rate 
About mean and median 
 
Women’s mean hourly rate is 3.5% lower than men’s 
In other words when comparing mean hourly rates, women earn 96p for every £1 that men earn. 
 
Women’s median hourly rate is 0.8% higher than men’s 
In other words when comparing median hourly rates, women earn £1.01 for every £1 that men 
earn.

Proportion of women in each pay quartile 

About quartiles 
  

Top quartile (highest paid) 
50% of the top quartile are women 
Upper middle quartile 
57.3% of the upper middle quartile are women 
Lower middle quartile 
49.2% of the lower middle quartile are women 
Lower quartile (lowest paid) 
52.6% of the lower quartile are women

Who received bonus pay 
No bonuses were paid. 
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We have now completed the Gender Pay assessment for HDC for the snapshot date of 31st March 
2018. This data is required to be published by 30th March 2019. 

The most recent figures mean hourly rate figures for HDC show an increase to the gender pay gap 
from 3.5% (March 2017) to 5.5% (March 2018), however, it should be noted that HDC are still below 
the national average after the first reporting year was completed.   

The national average within local government organisations as at June 2018 was; 

 Mean hourly pay gap indicates that nationally women who work in local government are 
paid 6.8% less than their male colleagues. 

 Median hourly pay gap indicates that nationally women who work in local government 
are paid 5.0% less than their male colleagues. 

 

Huntingdonshire District Council 

Gender pay gap report - 2018 
 

Difference in hourly rate 
About mean and median 
 
Women’s mean hourly rate is 5.5% lower than men’s 
In other words when comparing mean hourly rates, women earn 94p for every £1 that men earn. 
 
Women’s median hourly rate is 0.0% higher than men’s 
In other words when comparing median hourly rates, women earn £1 for every £1 that men earn. 
 

Proportion of women in each pay quartile 
About quartiles 

  
Top quartile (highest paid) 
48.6% of the top quartile are women 
Upper middle quartile 
54.7% of the upper middle quartile are women 
Lower middle quartile 
51.8% of the lower middle quartile are women 
Lower quartile (lowest paid) 
55% of the lower quartile are women

Who received bonus pay 
No bonuses were paid. 
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Although the figures for HDC are below the local government national average, there has been a 
significant increase to the gender pay gap between the March 2017 and March 2018 reporting 
dates.  
 
This increase can be explained by briefly analysing the raw data, and is mainly attributed to the 
below; 
 
The increase from a 3.5% to 5.5% gap has been caused by a higher proportion of male employees 
commencing employment with HDC between April 2017 and March 2018 in higher pay bands 
(Grades F, G, I, NGA TUPE, and AD).  
 
In addition, the recruitment of the Corporate Director (Services) and Operations Manager 
(Commercial Services) to senior positions, there were a significant number of male ICT staff starting 
on Grades F and above.  3C ICT have also introduced a number of market supplements to their grade 
framework in order to ensure that they can attract the required level of candidate for their technical 
roles. 
 
It is anticipated that the gender pay gap will fluctuate year on year, impacted by recruitment trends 
between reporting snapshot dates. 
 

 
Considerations 
 
As HDC is still below the local government national average gender pay gap headline statistics, we 
could consider Option 1; to do nothing at present, and continue to closely monitor the gap over the 
next 12 months when the third years reporting data will be available (Q1/2 2019/20). 
 
Or we can look at our current practices now, and assess, and identify if we can put forward a change 
in process and culture to proactively try to close the current 5.5% gender pay gap. 
 
In appendix 1 we have included details of the current staff contractual and non-contractual benefits 
and have then gone on to outline various option available to HDC to reduce the Gender Pay gap. 
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HDC currently have the 
following in place for all staff: 
 
HDC currently have a number of contractual and non-contractual arrangements in place for staff 
these include: 
  
Contractual: 
  
 Pay scales outside of national conditions, locally agreed cost of living award, last awarded 

April 2017 
 Pensions – automatic enrolment into Local government pension scheme to which the 

employer currently pays 17.3%.  The scheme can also be used in the event of ill health 
retirement and death in service.  

 Annual Leave – 24 days on commencement, increasing to 30 days after 5 years’ service. 
 Sick pay – 6 months full pay and 6 months half pay maximum after 5 years’ service. 

  
 
Non contractual 

  
 Flexible retirement option available to staff to allow them to request reducing their salary or 

hours of work by 20% and drawing their pension. 
 Flexible working including flexi time,  9 day fortnight, working from home for some posts 
 Occupational Health – Carried out by a Dr giving advice to staff and managers and mini 

medical checks are available for staff twice a year.  
 Performance related pay, (PRP) - It is not in the contract but has been given in the past, Non-

consolidated bonus was given 1 year instead. 
 Leisure centre discount - £45 Premium membership and £35 for standard member ship 
 Various local discounts e.g. restaurants, mobile phone providers 
 Eye tests for VDU users –Able to claim back the money for the test  
 Salary sacrifice scheme – childcare vouchers 
 Low rate Car Loan scheme at 3.5% interest 
 Public transport season ticket scheme – 0% interest 
 AVC’s through prudential if  staff wish to make additional pension contributions 
 Honorarium – recognition for one off piece of work 
 Acting up payment 
 Development opportunities  - training, Local Authority challenge, being part of The People 

Group, having the opportunity to get involved in other areas of work for the council 
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Appendix 1 

 

Actions to close the gender 
pay gap 
Below are a number of options proposed by the Government Equalities Office to assist 
employers/organisation to address gender pay inequalities.  Please give consideration to any options 
that you feel may prove useful if implemented at HDC.   

Actions that are already being used have been marked accordingly. 

Effective actions 

These actions have been tested in real world settings and found to have a positive impact. 

Include multiple women in shortlists for recruitment and promotions 

When putting together a shortlist of qualified candidates, make sure more than one woman is 
included. Shortlists with only one woman do not increase the chance of a woman being selected. 

Use skill-based assessment tasks in recruitment (This approach is already being used in some 
interviews) 

Rather than relying only on interviews, ask candidates to perform tasks they would be expected to 
perform in the role they are applying for. Use their performance on those tasks to assess their 
suitability for the role. Standardise the tasks and how they are scored to ensure fairness across 
candidates.   

Use structured interviews for recruitment and promotions (This approach is already being used in 
some interviews) 

Structured and unstructured interviews both have strengths and weaknesses, but unstructured 
interviews are more likely to allow unfair bias to creep in and influence decisions.  
 
Use structured interviews that: 

 Ask exactly the same questions of all candidates in a predetermined order and format 

 Grade the responses using pre-specified, standardised criteria. This makes the responses 
comparable and reduces the impact of unconscious bias 

Encourage salary negotiation by showing salary ranges 

Women are less likely to negotiate their pay. This is partly because women are put off if they are not 
sure about what a reasonable offer is. Employers should clearly communicate the salary range on 
offer for a role to encourage women to negotiate their salary. This helps the applicant know what 
they can reasonably expect. 
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If the salary for a role is negotiable, employers should state this clearly as this can also encourage 
women to negotiate. If women negotiate their salaries more, they will end up with salaries that 
more closely match the salaries of men. 

Introduce transparency to promotion, pay and reward processes (This approach is already being 
used in some interviews) 

Transparency means being open about processes, policies and criteria for decision-making. This 
means employees are clear what is involved, and that managers understand that their decisions 
need to be objective and evidence-based because those decisions can be reviewed by others. 
Introducing transparency to promotion, pay and reward processes can reduce pay inequalities. 

Appoint diversity managers and/or diversity task forces 

Diversity managers and task forces monitor talent management processes (such as recruitment or 
promotions) and diversity within the organisation. They can reduce biased decisions in recruitment 
and promotion because people who make decisions know that their decision may be reviewed. This 
accountability can improve the representation of women in your organisation.  
 
Diversity managers should: 

 Have a senior/executive role within the organisation 

 Have visibility of internal data 

 Be in the position to ask for more information on why decisions were made 

 Be empowered to develop and implement diversity strategies and policies 
 

Promising actions 

These actions are promising and require further research to improve the evidence on their 
effectiveness and how best to implement them. The government has policies in place supporting 
some of these actions to improve women's participation in the workforce. The government is 
evaluating their effectiveness and we recommend that employers evaluate their actions too. 

Improve workplace flexibility for men and women  Government Initiative 

 Advertise and offer all jobs as having flexible working options, such as part-time work, 
remote working, job sharing or compressed hours 

 Allow people to work flexibly, where possible 

 Encourage senior leaders to role model working flexibly and to champion flexible working 

 Encourage men to work flexibly, so that it isn’t seen as only a female benefit 

Encourage the uptake of Shared Parental Leave  Government Initiative 

The gender pay gap widens dramatically after women have children but this could be reduced if men 
and women were able to share childcare more equally. Shared Parental Leave and Pay enables 
working parents to share up to 50 weeks of leave and up to 37 weeks of pay in their child’s first year. 

 Offer enhanced Shared Parental Pay at the same level as enhanced maternity pay 

 Encourage take up of Shared Parental Leave (see our guidance). For example: 
* Inform future fathers that it’s their legal right to request Shared Parental Leave 

* Provide future parents guidance and personal support to understand the scheme 

https://sharedparentalleave.campaign.gov.uk/
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* Share and promote examples of senior leaders who have taken Shared Parental 
 Leave in your organisation 

Recruit returners  Government Initiative 

Returners are people who have taken an extended career break for caring or other reasons and who 
are either not currently employed or are working in roles for which they are over-qualified. 

Use our guidance to see how to attract and hire returners. For example: 
 Target places where returners are likely to be looking 

 Ensure the recruitment process is returner-friendly 

 Offer support before and during the assessment 

Offer mentoring and sponsorship 

Although quite similar roles, mentors provide guidance and advice to their mentee while sponsors 
support the advancement and visibility of the person they are sponsoring. Some evidence suggests 
that mentoring programmes work very well for some women but not for others. It is not clear based 
on existing evidence whether sponsorships are more effective than mentoring, or how best to run 
mentoring and sponsorship programmes so they are effective. 

Offer networking programmes 

Some evidence suggests that formal networking programmes where members meet and share 
information and career advice can be helpful for some women but not others. More work is needed 
to understand the effects of networking programmes, and whether they need to have particular 
features in order to be successful. 

Set internal targets 

It is important to ensure employers’ equality goals are clear and realistic, and that progress towards 
them can be tracked. "Improving gender equality at my organisation" or "reducing my organisation's 
gender pay gap" can be overarching goals, but they are not specific and they therefore risk being 
unsuccessful. One way of increasing the likelihood that goals will be reached is by setting specific, 
time-bound targets: what change will be achieved, and by when? 

Actions with mixed results 

These actions have been shown to have a positive impact sometimes and at other times a negative 
impact. This might be due to how they are implemented or other factors that we don’t fully 
understand yet. Due to the mixed evidence, we cannot yet make a general recommendation that 
these are good ways to reduce gender inequality. 

Unconscious bias training 

Unconscious biases can influence a person’s judgement without them being aware of it. Unconscious 
bias training in the workplace aims to make people aware of potentially harmful unconscious biases 
and to reduce the impact of those biases. While some types of unconscious bias training may have 
some limited positive effects, there is currently no evidence that this training changes behaviour or 
improves workplace equality. 

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/685064/Returner_Programmes_-_Best_Practice_Guidance_for_Employers.pdf
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Diversity training 

Diversity training can help raise awareness but is unlikely to change behaviour. Some research in the 
US has found that mandatory diversity training either does not change the number of women in 
management positions, or actually reduces it. This backfiring may be for a number of reasons. It may 
be because people resent being made to do something and so do not take the training seriously. The 
training might also bring to mind unhelpful stereotypes which people then act upon, or the training 
might make people think that the organisation has now solved its diversity problems. 

Leadership development training 

Leadership development programmes aim to teach qualities including management skills and self-
confidence. While there are some very small-scale studies of the effects of leadership training 
programmes for women, particularly in medicine and academia, there is currently no high-quality 
evidence that such programmes help women progress. Some people feel that these programmes 
imply that the women themselves are the problem. 

Use performance self-assessments 

In terms of performance in the workplace, there is some evidence that women underestimate their 
abilities or are more conservative in their assessment of their abilities than men are. The size of this 
gender difference can vary depending on the type of performance people are asked to self-assess. 
We do not have enough evidence to know how differences in self-assessment affect women’s 
progression at work. 

Diverse selection panels 

Having selection panels with a mix of men and women seems to help women's prospects sometimes 
and harm them at other times. Some studies show that the more women there are on a panel, the 
more likely women are to be selected for a role, while some studies find the opposite. The effect can 
also depend on the role being recruited for or the role of women on the committee. More research 
is needed to understand the conditions under which a diverse selection panel is or isn’t effective for 
improving gender equality. 


