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The gender pay gap is a measure of the difference between the average hourly earnings of
men and women. This should not be confused with unequal pay. Unequal pay is the unlawful practice of
paying men and women differently for performing the same or similar work, or work of equal value.

Bradford Council is committed to equal opportunities and equal treatment for all employees, regardless of
gender, ethnic background, religion or belief, age, marriage or civil partnership, pregnancy/maternity, sexual
orientation, gender reassignment or disability. It has a clear policy of paying employees equally for the same

or equivalent work, regardless of their gender.

Bradford Council Gender Pay Gap

Mean pay is calculated by adding all average hourly pay Median pay is the "middle" value or “mid point”
values together, then dividing by the number of values value in the list of average hourly pay values

Men are paid a median average of
£11.73 per hour

Mean Pay
Gap 8.1%

2017 figure 8.2%

UK average 17.0%
(ONS 2018 Annual Survey of Hours & Earnings)

Women are paid a mean average of Women are paid a median average
£12.29 per hour of £10.43 per hour

Percentage of female and male in each quartile of the pay structure

Quartile 4 contains the highest paid employees and Quartile 1 contains the lowest paid

Quartile 4 Quartile 3 Quartile 2 Quartile 1
. 24.2%
40.7% 39.4% 36.6%
59.3%
’ 60.6% 63.4% 75.8%
Females in this quartile have Females in this quartile have Females in this quartile have reduced Females in this quartile are exactly
increased by 1.4% since 2017 increased by 0.7% since 2017 by 1.3% since 2017 the same proportion as 2017

Gender Bonus Gap

Bradford Council does not have performance related pay or a bonus scheme and therefore
the Bonus Pay Gap is zero

The figures set out above have been calculated using the standard methodologies used in the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017



Mean Gender Pay Gap by Quartile

1.9%
0.8%
. 0.6%
-0.1%
Quartile 4 Quartile 3 Quartile 2 Quartile 1

Hourly Pa Hourly Pa
Upper Quartile (4) £15.18 £94.27
Upper Middle Quartile (3) £10.95 £15.18
Lower Middle Quartile (2) £8.35 £10.95
Lower Quartile (1) Apprentice rate £8.35

Percentage of
Headcount

Senior Management (PO6 & above) 4.2%

54% Male

Specialist, Supervisory & Professional 21.6%

35% Male

Technical Staff & Officers 32.0%

33% Male

Manual & Trades 42.2%

35% Male

Organisation Breakdown

Mean Pay Gap minus 1.4%

46% Female

Mean Pay Gap 0.9%

65% Female

Mean Pay Gap 3.9%

67% Female

Mean Pay Gap 7.9%

65% Female

Women currently make up 65% of the total Council workforce, 47% of full timers, 81% of part timers and 71% of casual workers

Mean Gender Pay Gap by Age

13.8% 15.6%

10.6%

10.7%

-8.5% -8.2%
Less than  25-29 30-39 40-49 50-54 55-59 60-64 65+ years
25years  years years years years years years

Mean Gender Pay Gap by Ethnicity

11.3%

7.4%

BME Non-BME

Mean Gender Pay Gap by Disability

8.4%

-0.1%

Disabled Not disabled

Mean Gender Pay Gap by Sexual Orientation

11.4%

7.1%
5.7%

LGBT (0.6% of HC) Heterosexual (17.8% of HC)  Undisclosed/unknown

(81.6% of HC)

Please note that it is not mandatory for employees to divulge their ethnicity, sexual orientation, religion/belief or disability status

Gender Pay Gap Actions

Bradford Council is committed to equality of opportunity and improving the gender pay gap and continues to take steps to help close the gap. The
Council has already implemented many of the actions recommended by the Government Equalities Office and Chartered Institute of Personnel

Development. Action taken includes the following policies and initiatives:

» A fair and transparent approach to pay and grading through job evaluation processes and collective bargaining on pay

« Pay gap impact analysis forms part of the annual pay progression cycle to ensure that any decisions on pay awards as a result of that process

do not adversely affect a protected characteristic group
* Providing opportunities for flexible working wherever possible

* Ensuring flexible working practices promote equality of opportunity and improve work life balance, as far as is practical for service needs

* Increasing awareness around apprenticeship schemes to encourage more employees to improve their skills and experience giving them the

opportunity to further progress their career
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