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1. Purpose of Report 
 
1.1 To present a draft Pay Policy for 2018/19. 
 
1.2 To highlight that this year’s draft Policy includes Gender Pay Gap information, and to 

explain the difference between the gender pay gap and equal pay. 
 
2. Recommendations  
 
2.1 That the Council approves the proposed policy. 
 
3. Reasons for Recommendations and Background 
 
3.1 The Localism Act 2011 (Chapter 8 - Pay Accountability) requires all local authorities to 

set out its position on a range of issues relating to the remuneration of its employees.  
The Policy must be approved by the Council in open forum, by the end of March each 
year and then be published on its website. 

 
3.2 The Pay Policy sets out the existing approach to the remuneration of all posts within 

the Council.  In particular it specifies certain mandatory requirements that must be 
detailed within the Policy, as follows: 

 

 the pay structure of the Council and how it is set; 

 Senior Management Remuneration, providing details of the pay grade for posts defined 
as Chief Officer and the accompanying allowances; 

 the recruitment arrangements for a Chief Officer; 

 the relationship between the salaries of Chief Officers and other employees; 

 details of the lowest paid posts within the Council; 

 employer’s Pension Contribution details; and 

 termination of employment payments. 



 

 
3.3 The Council already publishes pay and remuneration details of its senior managers on 

its Website. 
 
3.4 The Policy includes the ratio of the pay of our highest paid employee (Chief Executive) 

to the median pay across the whole staff group.  This is 5:1.  The CIPD1 estimate that 
for FTSE100 companies, this is 138:1, excluding pensions and share-based pay. 

 
Gender Pay Gap 
 
3.5 The draft policy for has no significant changes compared to the current policy, other 

than the inclusion of Gender Pay Gap information.  This is also included in our 
Workforce report and we have reported on this to Government, in advance of the 
deadline of 30 March 2018. 

 
3.6 There is great deal of confusion running through current media reports and public 

statements around the relationship between equal pay, on one hand, and the 
requirement of gender pay gap reporting on the other.  They are being spoken and 
written about as though they are the same thing, which is not the case. 

 
3.7 The right of employees and other workers to equal pay originated with the Equal Pay 

Act 1975 and later was part of the Equality Act 2010.  This effectively inserts an 
equality clause into each worker’s contract and requires employers to ensure that they 
provide equality of pay and other contractual terms of employment between male and 
female employees.  Hyndburn maintains a recognised system of job evaluation which 
scores jobs against a number of factors (for example line management responsibilities, 
knowledge and skills, working conditions and exposure to risk).  This helps us ensure 
that staff are paid fairly for the role that they do, regardless of gender. 

 
3.8 The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017, on the other 

hand, require large organisations to publish information, on an annual basis, about the 
average overall pay and median overall pay of their male and female employees.  They 
require organisations that are in scope to publish the required information within 12 
months of the “snapshot date” each year.  The snapshot date for public sector 
organisations is 31 March. 

 
3.9 The stated aim of the gender pay gap reporting legislation is to introduce greater levels 

of pay transparency.  The information must list the average overall pay and the median 
overall pay for men and women throughout the organisation, together with the 
proportions of men and women in each of four quartiles of the employer’s pay 
distribution (which each have to contain the same number of employees).  There is no 
obligation to publish the salaries or terms/conditions of any individual employees, nor 
to state job titles or grades. 

 
3.10 Although median and mean hourly pay excluding overtime provide useful comparisons 

of men’s and women’s earnings, they do not reveal differences in rates of pay for 
comparable jobs, and it is rates of pay for comparable jobs which are the focus of the 
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equal pay legislation.  Because gender pay gap data does not, and cannot, take 
account of job demands the headline figures should not be treated as an indicator of 
whether women are receiving equal pay for equal work. 

 
3.11 There is no requirement under the Regulations for employers to: 
 

 provide an explanation for any pay gap; 

 examine the causes of any pay gap; 

 conduct a pay review following the collection of the pay data; or 

 create an action plan to address any gender-based pay gap that is identified. 
 
3.12 Hyndburn Borough Council’s median gender pay gap is 2.7% for all employees.  The 

median figure is the ONS’s preferred measure of average earnings.  This gap is much 
lower than the national whole workforce gender pay gap which is reported by the ONS 
as 18.4%.   

 
3.13 Amongst the lowest paid quartile of staff, the mean pay gap is 3.4%.  This is partly 

because of a very small number of female staff – predominantly cleaners - occupying 
the very lowest paid roles.  These roles – as with all roles at the Council – are open to 
all applicants, regardless of gender.  We also have a significantly greater take-up of 
salary sacrifice options by female staff, which reduces their take-home pay and 
contributes to the gap.  These are primarily for childcare vouchers, purchasing unpaid 
leave and the home technology scheme.  These are valued employee benefits. 

 
3.14 The middle pay quartiles show only a very small pay gap, one in favour of male staff 

and one in favour of female staff. 
 
3.15 The largest mean pay gap is amongst the highest paid quartile, at 10.5%.  Because of 

how we have to calculate the figures, the staff hourly rates for the 71 staff included 
within the quartile start from staff within Scale 8 and go up to the Chief Executive.  
There is a difference of just over 4 times the hourly rate between the lowest and 
highest paid within this quartile.  At the top are the Chief Executive and Deputy, both of 
whom are male.  Within our annual Workforce Report, we report on the percentage of 
staff in the top 5% of earners who are female and for last year that figure was 34.92%.  
This explains the reasons for the larger pay gap.  A larger organisation would not have 
such a spread of hourly rates within a quartile.  

 
4. Alternative Options considered and Reasons for Rejection 
 
4.1 N/a 
 
5. Consultations 
 
5.1 The draft Pay Policy has been shared with the Trade Unions and received no 

comments. 
 
  



 

6. Implications 
 

Financial implications (including 
any future financial commitments 
for the Council) 
 

The pay and remuneration detailed within the 
Pay Policy are all within the approved budget 
of the Council 

Legal and human rights 
implications 
 

The Pay Policy has been prepared to ensure 
the Council complies with the requirements of 
the Localism Act 2011. 

Assessment of risk 
 

 

Equality and diversity implications 
A Customer First Analysis should be 
completed in relation to policy 
decisions and should be attached as 
an appendix to the report.  
 

A CFA was completed before the policy was 
written in 2012.  There have been no 
significant changes which require this to be 
repeated. 

 
7. Local Government (Access to Information) Act 1985: 

List of Background Papers  
 
7.1 Localism Act 2011 – Chapter 8: 

http://www.legislation.gov.uk/ukpga/2011/20/part/1/chapter/8/enacted 
 

Supplementary Guidance: https://www.gov.uk/government/publications/openness-and-
accountability-in-local-pay-supplementary-guidance 
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