
 

 

 
 

INTRODUCTION 
Hull City Council is committed to ensuring that, as an employer, we promote diversity, 
equality of opportunity and family friendly work practices for our employees.  It is important 
that employees have confidence in the processes the organisation has applied to eliminate 
bias on all grounds of discrimination.   We are therefore committed to a program of review 
and working in partnership with the Trade Unions. 
 
BACKGROUND 
The new gender pay gap obligations have been introduced alongside the existing 
requirements for specified public bodies, Equality Act 2010 (Public Sector Equalities Duty).  
The gender pay gap is different to equal pay.  Equal pay relates to men and women receiving 
equal pay for equal work.  The gender pay gap is a measure of any disparity in pay between 
the average earnings of males and females.  For the purpose of this analysis, as per 
Government guidance, any reference to employees is inclusive of casuals. 
 
What are we required to report on? 

Mean Gender Pay Gap The difference between the mean hourly rate of pay of male full-
pay relevant employees and that of female full-pay relevant 
employees. 

Median Gender Pay 
Gap 

The difference between the median hourly rate of pay of male full 
pay relevant employees and that of female full-pay relevant 
employees. 

Mean Bonus Gap The difference between the mean bonus pay paid to male 
relevant employees and that paid to female relevant employees.  

Median Bonus Gap The difference between the median bonus paid to male relevant 
employees and that paid to female relevant employees. 

Bonus Proportions  The proportions of male and female relevant employees who 
were paid bonus pay during the relevant period (1st April 2016 to 
31st March 2017). 

Quartile Pay Bands The proportions of male and female full-pay relevant employees 
in the lower, lower middle, upper middle and upper quartile pay 
bands. 

Fig.1: Requirements of the Mandatory Gender Pay Gap reporting 
 
The overall gender pay gap is defined as the difference between the median (actual 
midpoint) or mean (average) basic annual earnings of men and women expressed as a 
percentage of the median or mean basic annual earnings.  The formula for calculating the 
Gender Pay Gap is provided in Fig. 2. 
 

 Gender Pay Gap 
    Reference date: 31st March 2017 

     

 

 

 

 



 
 
 
 
 
 
 
 

 
 
 
 
 
 
This analysis looks at the gender pay differences within Hull City Council, focusing on the 
overall pay difference between the male and female workforce.  To assist the analysis all 
employee’s salaries have been assimilated to the Council’s pay grades – this is to account 
for the varying pay awards across different bargaining units – see table below (Fig.3). 
 

Grade Range 
Start (£) 

Grade Range 
End (£) 

Equivalent 
Grade 

Grade Range 
Start (£) 

Grade Range 
End (£) 

Equivalent 
Grade 

0.01 14,614.99 Grade 1 51,988.00 59,783.99 Grade 13 

14,615.00 15,506.99 Grade 2 59,784.00 68,746.99 Grade 14 

15,507.00 16,771.99 Grade 3 68,747.00 79,064.99 Grade 15 

16,772.00 18,559.99 Grade 4 79,065.00 90,919.99 Grade 16 

18,560.00 21,056.99 Grade 5 90,920.00 100,919.99 Grade 17 

21,057.00 23,934.99 Grade 6 100,920.00 110,919.99 Executive 1 

23,935.00 27,393.99 Grade 7 110,920.00 120,919.99 Executive 2 

27,394.00 30,479.99 Grade 8 120,920.00 130,919.99 Executive 3 

30,480.00 35,092.99 Grade 9 130,920.00 140,919.99 Executive 4 

35,093.00 39,659.99 Grade 10 140,920.00 150,919.99 Executive 5 

39,660.00 43,855.99 Grade 11 150,920.00 160,000.00 Executive 6 

43,856.00 51,987.99 Grade 12 
    

Fig.3: Pay Bands  
 

 
A positive pay gap indicates that men are paid more. The following diagram (Fig.4), explains  
what to do at each level .  A pay gap of +/-5% requires us to investigate further as per 
guidance of the Equalities and Human Rights Commission. 
 

 

 
Gender Pay Gap =     Hourly Rate (Men) - Hourly Rate (Women) x 100 

Hourly Rate (Men) 
 

Definitions 

Mean   average (sum of hourly rates/ number of employees) 

Median  middle value of an ordered set of data 

 
Fig 2: Formula’s for Calculating Gender Pay Gap 
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Fig.4: Gender Pay Gap 



 
WORKFORCE PROFILE 
There were 4,736 posts for which employees were remunerated in the pay period March 
2017.  This analysis is based on assignment rather than headcount, as individuals may have 
multiple roles within the authority for which their employment contracts differ.  This will allow 
for further investigation, if required to explain any reported pay gaps. 
 

                                                        

Fig.5: Workforce Profile 

As a Unitary authority our workforce comprises a range of service provisions and professions 
including, but not limited to, business support functions (e.g. Finance, HR, Communications), 
Social Care, Education, Health and Wellbeing, Housing and Waste Management. 
 
MANADATORY GENDER PAY GAP ANALYSIS 
 

    

                                                                                  

  £12.73             £14.18                   £11.48                                  £12.01 

Fig.6: Mean Pay Gap                                                  Fig.7: Median Pay Gap 
 
We recognise that the organisation has a Gender Pay Gap; however this is lower than the 
National Gender Pay Gap average.   
 
*Hull City Council’s Mean Gender Pay Gap is lower than the national average of 18.1% 
(Office of National Statistics 2016 Annual Survey of Hours). 
 
**Hull City Council’s Median Gender Pay Gap  is lower than the national average of 23% 
(Chartered Institute 2016 Gender Pay Survey). 
 
Mean and Median Bonus Gap 
 
Hull City Council does not operate any performance related pay or bonus schemes, however 
we do have a Long Service Award (£125 voucher) which is awarded to employees who have 
completed 25 years service with the Authority.  This is awarded to relevant emloyees in 
December, therefore this analysis includes individuals completing their 25 years service in 
the period January 2016 to December 2016. 
 
 
 
 
 

Total Headcount   3,245 

Total Percentage  68.5% 

Part-Time Headcount 1,892 

Part-time Percentage  

(of total headcount)  40.0% 

Total Headcount   1,491 

Total Percentage  31.5% 

Part-Time Headcount 200 

Part-time Percentage 

(of total Headcount)  4.2% 

MEAN PAY 
GAP 

 

10.2%* 

£1.32 

MEDIAN 
PAY GAP 

 

4.4%*
* 

 
£0.95 

 



 

                                                                                                               
 
Fig.8:  Workforce Profile (Relevant Employees) in receipt of a Long Service Award 
 
 
There were 5,303 relevant employees at 31st March 2017.  Relevant employees, in the 
context of Bonus Pay, are individuals in employment regardless of whether they have been in 
remuneration in the March pay period.  Bonus pay which has been paid during the 12 month 
period up to the snapshot date has been included.   
                                

                                                                                            

 

Fig.9: Mean and Median Gender Bonus Gender Pay Gap 
 
The proportions of male and female employees in each quartile pay band 
 
A Quartile is the total headcount divided by 4.  There are 1,184 staff in each Quartile. 
 
There is a greater representation of women than men within each of the quartiles as 

illustrated in Fig.10.  

 

Fig.10: Gender by Quartile 

BONUS 

PAY GAP 

0% 

£125.00 £0.00 £125.00 

Relevant Employees   3,657 
(Headcount) 
 
In receipt of bonus      70 
 
Proportion of Headcount     1.9% 

 

Relevant Employees   1,646 
(Headcount) 
 
In receipt of bonus                   37 
 
Proportion of Headcount 2.2% 

 



The split of employees across the quartiles can be further illustrated by Figure 11 below.  As 

previously explained, all employees have been assimilated to the Council’s pay grades.  To 

explain the spread of grades across the quartiles these have been detailed on the upper axis 

of Figure 10.  The spread shows typically where the grades sit across the quartiles please 

note however there are exceptions to this, for example posts for which enhancements apply 

or an individual having a variation to contract during the course of the pay period thereby 

inflating/deflating the hourly rate. 

 

 

 

Fig. 11: Gender by Grade 
 
The higher the grade, the greater the proportion of males compared to females– see Fig. 11. 
Of the 20 post holders at Grade 15 and above only 5 are females. 

EXPLAINING THE GENDER PAY GAP 
For each grade within the NJC Pay structure there are four spinal column points (SCP) 
Individuals will receive increments on an annual basis until they reach the final SCP of the 
grade.  The Council adopts SCP upto grade 13 and there are spot salaries thereafter.  Within 
each of the quartiles not only do we have individuals on the NJC and Council’s grades but 
also Teachers, Youth and Community Workers, Coroners, Chief Officers, Soulbury, 6th Form 
Colleges and groups/individuals that have TUPE transferred into the organsiation.  Therefore 
there are number of different hourly rates across each of quartiles. 
 
Based on salary alone all employees are being correctly paid the hourly rate for their grade. 
 
A much greater proportion of females work part-time, thereby creating  occupational 
segregation  The roles occupied are predominantly, but not restricted to Social Work, 
Catering and Cleaning.   The nature of these roles allow greater opportunities for people to 
work part-time. Females working part-time span Grades 1 to 14 (2220 Headcount) and males 
working part-time span Grades 1 to 13 (243 Headcount). 
 
Teachers’ pay decisions will be made as part of the annual appraisal cycle and pay 
progression for all posts will not be automatic. A teachers’ performance is assessed against 
having met the relevant Teachers’ Standards both Part 1 and Part 2 (September 2012) and 
their individual objectives.  Any qualified teacher may apply to be paid the Upper Pay Range.   
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As an employer we have a number of employee benefits, several allow employees to 
sacrifice salary such as Childcare Vouchers, the Car Scheme and Home Computing.  These 
deductions are included in the calculations and will therefore deflate the hourly rate of 
individuals who have joined the schemes.  In the twelve months to March 2017 there has 
been a greater subscription to salary sacrifice schemes by females than males with the 
exception of the Cycle Scheme. 
 
There will be instances where deflated/inflated hourly rates are reported where there has 
been a variation to contract affecting hours during the course of the March 2017 pay period.  
The hourly rate is calculated on the basis of the contracted hours as reported on 31st March 
2017. 
 
Individual work patterns are determined by the needs of the service and availability of staff.  It 
would be  wrong to assume that individual’s paid for example Bank Holiday Pay or Weekend 
enhancements would be in receipt of such payments on a monthly basis as the opportunity 
may be spread across the team in subsequent pay periods. 
 
Enhancements are paid only to specified roles and are detailed in an Individuals Statement of 
Main Terms . 
 
GOING FORWARD 
The Public Sector Equality Duty (PSED) came into force in April 2011 and was created by the 
Equality Act 2010.  There is a requirement to have due regard to the need to eliminate 
discrimination that is unlawful under the Equality Act 2010.  The specific duties require listed 
public authorities to address the causes of any differences between the pay of men and 
women that are related to their gender.   
 
As part of our ongoing work the following supports our PSED obligations and ensuring 
continued efforts to reduce the annual reported gender pay gap: 
 

 The Authority applies terms and conditions of employment that have been negotiated 

and agreed through appropriate collective bargaining mechanisms (national or local) 

or as a consequence of Authority decisions, these are then incorporated into contracts 

of employment. 

 The pay rate is reviewed annually in accordance with any pay settlements which are 

reached through the National Joint Council for Local Government Services. 

 As at 1st April 2016 all council employees salaries were reflective of a minimum £7.20 

per hour.  This is with the exception of Apprentices who are paid in accordance with 

the National Minimum wage taking into consideration their age and completion of their 

first year of training. 

 Jobs are evaluated using the HAY (Grades 8-17) and NJC (Grades 1-7) recognised 

Job Evaluation methodology.  HR professionals are trained in this methodology. 

 Mandatory recruitment and selection courses are required of any employee involved 

with recruitment processes.  Individuals are also expected to undertake Equalities and 

Diversity training on an annual basis. 

 HR continually reviews policies, procedures and guidelines to ensure they meet 

legislative requirements and that any opportunity for discrimination is eliminated. 

 The organisation has family friendly policies which enable employees to consider their 

work/life balance. 


