
 

Gender Pay Gap Report 

 
 
1. INTRODUCTION AND BACKGROUND 

 
1.1 The gender pay gap differs from equal pay as it is concerned with the 

differences in the average pay between men and women over a period of 
time no matter what their role in an organisation. 

 

 
 

 
1.2 The information that is required for publication is set out in the table 

below. 
 
 

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 pay 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. 

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. 

 

1.3   The figures determined for the Gender Pay Gap report has been produced 
by the payroll system. The highlighted figures are those that will require 
publication. 

 



 

Table 1 
 

 Mean Hourly rate  Median Hourly rate 

Male 15.33 13.68 

Female 14.53 13.14 

Gender Pay Gap 5.22% 3.95% 

Change from 2017/18 -2.98% -3.51% 

 
 

Table 2 
 

Bonus Gender Pay 
Gap Mean Bonus rate Median Bonus rate 

Proportion who 
received a bonus 

Male 53.65 31.27 1.26% 

Female 0.00 0.00 0.00% 

Gender Pay Gap 100.00% 100.00%  

Change from 2017/18 No change No change No change 

 
 

Table 3 
 

  Males % Females % 
Change from 2017/18 

(males to females) 

Lower Q 60.47 39.53 -7.76 

L Mid Q 28.68 71.32 2.86 

U Mid Q 36.43 63.57 0.49 

Upper Q 58.59 41.41 1.88 

 
1.4 Analysis of the data 

 

Table 1  The key reason for the difference in the median and mean pay 
rates is the structure of the pay scales and the length of service of males and 

females. The pay scales were designed in 2006 with some minor amendments 
in 2012, they were designed to minimise equal pay issues as they reduced 
the number of annual incremental points. The current pay scales have 

between two and four incremental points which reflect the increased level of 
skill and experience gained in a role over time, ‘seasoning in the job’. There 

are also a number of high performance increments in the highest four grades 
which allow for the flexibility of senior roles to take on new responsibilities 

and add value to the organisation through income generation.   
 
There has been a decrease of around 3% in the gender pay gap between 

2018 and 2019.  The reason for the decrease is because the proportion of 
females below the maximum of the grade is significantly higher than males; 

therefore, more females have received an increase in salary due to 
incremental progression through their grade.  The level of new starters during 
this time was evenly proportioned between females and males (54 new 

starters were females, compared to 52 males). 
 



 

In 2018/19, the mean gender pay gap reported by the Local Government 
Association was on average 6.1%, with the median gender pay gap on 

average 4.0%.  In all organisations, the mean gender pay gap was on average 
17.3% as reported by the Office for National Statistics (2019).  The gender 
pay gap for Maidstone Borough Council is therefore significantly lower in 

comparison to all other organisations. 
 

Table 2 The council does not have provision for the payment of 
bonuses within its own terms and conditions. The bonuses set out in Table 2 
reflect a small group of 3 workers that TUPE transferred in February 2008 

into the grounds maintenance department. Of the original 31 staff that 
transferred many have moved onto Maidstone terms and conditions but these 

last few staff members have the legal right to remain on the original private 
sector terms that were in place at the time of the transfer.  

 
Table 3  The gender split across all employees is 55% female 45% male 
and this profile has been static for a number of years. The gender profile of 

the organisation is unusual in local government which is more traditionally 
70% female 30% male. The main change in the quartiles relate to the lower 

quartile, where there is a variance of around 8% in favour of males. The 
upper quartile has also seen a slight variance in favour of females since last 
year (around a 2% variance). 

 
The graph below illustrates the breakdown of males and females by grade.  

This shows that around 75% of females employed by the Council are within 
grades 5 to 9.  Around 20% of females are employed within grades 10 to 16.  
In comparison, around 41% of males employed by the Council are within 

grades 5 to 9, with around 30% of males employed within grades 10 to 16. 
 

The Council directly employs a significant number of manual workers in its 
Depot Operations the majority of which are male at grades 2 to 4 whereas 
grades 5 to 9 are predominantly clerical, supervisory or semi-professional 

which seem to attract a higher number of female applicants; the professional 
and managerial roles are more closely balanced of male and females. 

 

  
The council provides a range of flexible working opportunities such as part 
time working, job share, term time working as well as other types of flexible 
working options.  Although the Council employs slightly more females, a 
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higher proportion of them work part time in comparison to males, as 
highlighted in the graph below. 

 
 

 
 
Further analysis of those who work part time shows that within grades 4 to 

6, over 50% of females employed at these grades are part time. The data 
demonstrates that female employees take up of these flexible benefits are at 

a greater level compared to males which adversely impacts on the council’s 
gender pay gap as it means more females are paid at a lower median pay 
than full time jobs. 
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1.5 Workforce Monitoring  
 

The council’s leadership team monitors its workforce statistics on a quarterly 
basis which includes information on staff turnover and exit information, 
recruitment, employee relations matters and the equalities profile. This 

regular monitoring ensures that trends can be identified and appropriate 
action taken if there are areas of concern. 

 
1.6 Positive practices and actions to reduce the pay gap 

 

The council has a number of policies relating to pay that ensure 
transparency, fairness and equity. These include: 

 
• Job evaluation scheme (HAY) for all roles.  This is a significant part of 

ensuring gender-neutral in the assessment of roles as it takes no 
account of individuals and is purely based on the job role and its 
requirements; 

• A well-designed pay scale with no overlapping grades and a restricted 
number of incremental points; 

• Formal authorisation processes for the change in pay; 
• A clear policy at appointment which should be at the first point of 

grade; 

• An equal pay approved Market Supplement Policy; 
• Enhanced Shared Parental Pay to mirror Maternity Pay; 

• Exit interviews to gain feedback on employment experiences; 
• The provision of Recruitment & Selection training to ensure 

interviewers have relevant knowledge and an understanding of 

Equalities and Diversity including unconscious bias; 
• Equal pay report that considers not only gender but disability and 

race 
 
1.7 Action plan 

 
The council has a clear approach to pay and reward which is well controlled.  

 
• One of the factors that can influence the gender pay gap is the 

distribution of males and females within the grades.  The recruitment 

processes are monitored by the HR team to avoid any unfairness 
including the wording in advertisements to ensure there is no gender 

bias.  The recruitment processes will continue to be monitored to 
ensure there is no indication of bias.  
 

• Consideration will be given to the options for the removal of bonuses 
and the move to Maidstone terms and conditions, however the 

harmonisation of terms is illegal under TUPE and this may need to 
continue to be addressed on an incremental basis. 

 

 
 

 


