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Summary

The report presents the mandatory gender pay gap information that must be reported
to Central Government and published on the Warwick District Council website. It also
presents the Ethnicity Pay Gap reporting and recommends its publication by the Council.

1.2

1.3

1.4

1.5

1.6

(1) That Employment Committee recommend to Council the publication of the
Gender Pay Gap reporting as of 31 March 2024, as detailed in this report.

(2) That Employment Committee recommend to Council the publication of the
Ethnicity Pay Gap reporting as of 31 March 2024, as detailed in this report.

Reasons for the Recommendation

In accordance with the Equality Act 2010 with effect from 30 March 2018 it is a
requirement to report and publish specific gender pay gap information; this is
the seventh annual statement.

Although this is not a legal requirement, in June 2020 the Council decided that
“in order to support its consideration of the report and the monitoring of the
action plan, the Council requires the publication of relevant annual data,
including an Ethnicity Pay Gap report alongside the current Gender Pay Gap
report”.

The WDC gender pay, and ethnicity pay gap reporting figures have been
calculated using the standard methodologies used in the Equality Act 2010
(Gender Pay Gap Information) Regulations 2017. The data includes the following
types of staff: Employees with a contract of employment (part time, full time,
permanent and fixed term) and Casuals/Workers (Glossary - Appendix 1).

Under the Equal Pay Act 1970, men and women must receive equal pay for:
- the same or broadly similar work.

- work rated as equivalent under a job evaluation scheme; or

- work of equal value.

WDC has a clear policy of paying employees equally for the same or equivalent
work, regardless of their sex or ethnicity. In order to achieve this WDC:

- operates job evaluation methodology to grade all jobs, using the Hay Job
Evaluation Scheme to ensure that jobs are paid fairly.

- ensures that allowances are awarded fairly and consistently across the
Council.

- re-evaluates job roles and pay grades as necessary to ensure a fair structure.

For the purposes of pay gap reporting as at 31.3.24 Warwick District Council paid
508 people, 291 females (57%), 217 male (43%).

Bonus pay definition is classed as “any remuneration that is in the form of money,
vouchers, securities, securities options or interests in securities and relates to
profit sharing, productivity, performance, incentive or commission.” Non-
consolidated bonuses are included. For WDC, this captures Long Service Awards
and one-off honoraria payments.
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Gender Pay Gap

The table below shows the WDC Gender Pay Gap figures as at 31.3.2024,
together with a comparison of the 31.3.2023 figures, the 31.3.2022 figures, and
the earliest recorded figures at 31.3.2018.

31.3.2018 | 31.3.2022 | 31.3.2023 | 31.3.2024

Mean Gender Pay Gap 15.3% 12.9% 10.2% 11.7%

Median Gender Pay Gap 10.9% 11.9% 8.8% 7.6%

Mean Gender Bonus Pay Gap -89.4%* 29.1% 0.6% 8.7%

Median Gender Bonus Pay Gap -68%+* 51.6% 0.0% 0.0%

% of Women in lower pay quartile 63% 68.5% 67.5% 73.2%

% of Women in lower middle pay 64% 64.6% 59.2% 48.8%
quartile

% of Women in upper middle pay 61% 53.5% 58.3% 64.6%
quartile

% of Women in upper pay quartile 38% 39.2% 43.7% 42.5%

*17 females received on average a higher bonus than the 8 males identified in the 2018 data

2.2

In summary, relating to the Median gender pay gap, a positive trend has been
identified since 2018 with the difference diminishing. This can be attributed to
the fact we have more women (approximately 30) in the upper middle pay
quartile. However, the mean has increased since 31.3.2023, this is due to less
women being in the upper pay quartile.

Analysis of WDC Gender Pay Gap Data on 31st March 2024

e The Mean Gender pay gap is 11.7%

- anincrease of 1.5% since 31.3.2023,

- a decrease of 3.6% since 31.3.2018

e The Median Gender pay gap is 7.6%
- a decrease of 1.2% since 31.3.2023
- a decrease of 3.3% since 31.3.2018

e The Mean Gender Bonus pay gap is 8.7% and the Median bonus pay gap is

0%.

e The percentage of women in the lower quartile is 73.2%

- anincrease of 5.7% since 31.3.2023

- anincrease of 10.2% since 31.3.2018

e The percentage of women in the lower middle quartile is 48.8%

- a decrease of 10.4% since 31.3.2023
- a decrease of 15.2% since 31.3.2018

e The percentage of women in the upper middle quartile is 64.6%
- an increase of 6.3% since 31.3.2023
- an increase of 3.6% since 31.3.2018

e The percentage of women in the upper quartile is 42.5%

- a decrease of 0.8% since 31.3.2023
- anincrease of 4.5% since 31.3.2018
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2.3

3.2

3.3

3.4

National Picture by Geographical Area (as of October 2023)

a) Comparison of the Council’'s gender pay gap results for the mean and
median hourly pay to the Office of National Statistics (ONS)* - Annual
Survey of Hours and Earnings (ASHE) provisional earnings data as of
October 2023 (data will be available in October for 2024) for jobs in the
United Kingdom and geographical areas:

Description Mean Median
United Kingdom total 13.2 14.3
Public Sector 11.5 14.0
Private Sector 15.6 18.9
West Midlands 14.1 14.4
Public Sector 11.0 14.4
Private Sector 18.2 18.4
Warwickshire — Geographical Area 27.0 15.8
Warwick 18.4 18.5
Stratford upon Avon 13.5 13.3

*Gender pay gap - Office for National Statistics (ons.gov.uk)

b) Benchmarking with other Councils:

Local Authority Mean Median
2023 | 2024 2023 | 2024
Coventry CC 0.1 0.1 2.5 0.4
Solihull MBC 13.8 10.9 19.2 12.2
Stratford Upon Avon DC | 24.3 15.7 21.5 13.2
Wolverhampton CC 4.0 3.0 1.2 6.5
Warwick District Council | 10.2 11.7 8.8 7.6

There is a positive correlation between the mean and median of Warwick
District Council compared to the Warwick geographical area

Ethnicity Pay Gap

In relation to the report presented to the March Employment Committee in 2024,
some errors relating to data were not identified. Moving forward, controls have
been put in place to ensure that all data undergoes extra checks. We are
confident that this has now been fully explored and the related issues rectified.

It is imperative that we recognise that the information reported related to
ethnicity is not a mandatory requirement and is voluntarily disclosed. This is
stated on our application forms.

The move to a combined HR & Payroll system (I-Trent) in April 2021, prohibited
the transfer of ethnicity categories, as it was incompatible data.

The challenge to increase self-disclosure rates is being addressed by
implementing a communication plan to educate employees about the
importance of ethnicity disclosure, the benefits to the organisation and the
impact on fostering an inclusive workplace. This will be a 3-step approach:
e General messaging and using the intranet

e Targeting senior leaders / managers

e Approaching areas of the business with low disclosure rates

Ethnicity is special category of personal data, and therefore due to the low
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3.5

3.6

number of disclosures, it is not possible to provide more detailed breakdown as
this could constitute personal data and directly identify individuals. Furthermore,
as a result, the data provided cannot be classed as representative of the
organisation, which we are addressing see 3.3.

After benchmarking with other Councils, the aspirational figure for disclosure is
90%, for WDC to ensure the data we have can be used to inform further on other
areas. The table below shows disclosure rates for other Councils:

Local Authority Disclosure Rate % for ethnicity
Coventry CC 88.7%

Solihull MBC 97.6%

Stratford-Upon-Avon DC 46%

Wolverhampton CC 90.5%

Warwick District Council 58.7%

To help us target groups that have ‘not declared’ rather than ‘prefer not to say’,
we have reviewed the evaluation of the data and separated this for 2024 as
below:

Category - 2023 % 2024 % +Census 2021
Ethnicity %

Not declared 213 44% 210 41.3%

Prefer not to say 7 1.4%

Not White* 32 6.7% 44 8.7% 15.4%
White* 234 48.9% 247 48.6% 84.6%
Total 479 508

Disclosure Rates 55.6% 58.7% 148,454

*Appendix 2 - categories of ethnicity data
+Census 2021 Overview - Warwick

Data calculated in previous reports had ‘not declared’ included in the *‘White
British’ category. We have revised the 2023 data and updated the figures,
along with 2024, to only compare white and not-white data and have not
included those that have ‘not declared’ or ‘prefer not to say’ as previously.

The table below shows the WDC Ethnicity Pay Gap figures as at 31.3.2024,
together with an updated comparison of the 31.3.2023. The basis for the figures
calculated, as detailed in 3.5 above.

Gap between declared White and Not- 31.3.2023 31.3.2024
White Categories
Mean Ethnicity Pay Gap 8.1% 13.5%
Median Ethnicity Pay Gap 16.7% 16.4%
Mean Ethnicity Bonus Pay Gap 2.7% 39.0%
Median Ethnicity Bonus Pay Gap 0.0% 0.0%
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3.7

3.8

3.9

3.10

3.11

3.12

3.13

Based on all those paid in March 2024 - 31.3.2023 31.3.2024
includes not declared and prefer not to say

% of Not-White employees in lower pay quartile 9.2% 12.6%
% of Not-White employees in lower middle pay .59 7.99
quartile 270 $770
% of Not-white employees in upper middle pay 3.39 2.9
guartile =70 770
% of Not-white employees in upper pay quartile 6.7% 6.3%

It is not possible to provide a summary of analysis or trends for this information
based on the rationale set out in 3.3 and 3.4.

As Ethnicity Pay Gap reporting is not mandatory, it is not possible to give a
national picture for comparisons.

Further analysis and actions will be undertaken as part of the review of the EDI
agenda. It should be noted, that addressing the underlying causes of a gender
pay and ethnicity pay gap as well as developing an effective action plan, is an
ongoing and iterative process, and the data should not be reviewed in isolation.
Time is required to both consider in detail the approach to adopt, and to refine
the content as well as consider comparative data to be able to benchmark best
practice both internally and externally.

The ‘Equalities, Diversity, Inclusion and Workplace Behaviours’ sessions
delivered between October 2023 and January 2024 were attended by 294 staff.
90% of participants agreed (65.3%) and strongly agreed (25.3%) that the
course was beneficial to their personal development. This is now included as a
key component of our Induction programme of which over 380 staff have
attended to date.

All recruiting managers attend ‘Recruitment & Selection” and ‘HR for non-HR
Managers’ training that has a focus on equality, related legislation, types of
discrimination, being aware of unconscious bias and looking at factual evidence
around applicants’ knowledge and skills.

Equalities, Diversity and Inclusion is a key theme of the People Strategy. This
includes our approach to Equality Impact Assessments and the toolkit that
supports managers. We also raise awareness and cover internal information on
key events, such as information for Pride Month, LGBTQ+ History Month, Stephen
Lawrence Day, Windrush Day, with many more planned alongside our inclusion
calendar.

We continue to promote and review the benefits of working for Warwick District
Council through our ‘family friendly’ policies, for example maternity ‘pay back’
scheme withdrawn; health and well-being scheme; agile working; continued
development of flexible working options that support effective work life
balance; development opportunities including an increased promotion of ‘work
apprenticeship’ training.
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6.1

7.1

9.1

10
10.1
11
11.1

12
12.1

13

Alternative Options

None considered - the Gender Pay Gap reporting and publishing is required by
law and the Ethnicity Pay Gap publishing has been requested by Council.

Legal Implications

Reporting and publishing the attached gender pay gap information is a legal
requirement. By complying, this should remove any risk of external challenge to
the Council.

Financial
There is not an impact on the budgetary implications of the Council.
Corporate Strategy

Warwick District Council has adopted a Corporate Strategy which sets three
strategic aims for the organisation as highlighted below:

Delivering valued, sustainable services - The Gender and Ethnicity Pay Gap
Reporting aligns with the Corporate Strategy's aim of delivering valued,
sustainable services. By analysing and addressing pay gaps, the council
demonstrates its commitment to fair employment practices. The report
indicates positive trends in reducing the gender pay gap, showcasing the
council’s dedication to fostering an equitable work environment. Furthermore,
the data reveals a commitment to sustaining fair employment practices by
consistently applying job evaluation methodologies, ensuring equal pay for
equivalent work. In summary, the report positively contributes to the delivery
of valued and sustainable services by promoting equality and fairness in the
workplace.

Low cost, low carbon energy across the district - The report primarily
focuses on pay gap information, it does not have a direct impact on the Low
Cost, Low Carbon Energy objective, nor contribute directly to this strategic aim.
It is crucial to recognise that the absence of a direct impact in this area does
not undermine the significance of the report's contribution to other strategic
objectives.

Creating vibrant, safe, and healthy communities of the future - The
report, while pivotal for employment practices, does not directly contribute to
the objective of creating vibrant, safe, and healthy communities. However, by
fostering a fair and inclusive work environment, the council indirectly supports
the broader goal of community well-being. Ensuring equality within the council
reflects a commitment to social responsibility, which can positively influence
community perceptions. Although the report doesn't directly address this
objective, it indirectly aligns with the council's broader vision of a vibrant and
inclusive community.

Environmental / Climate Change Implications
This report has no direct Environmental/Climate Change implications.
Analysis of the effects on equality

This report supports transparency and accessibility of information that is key to
supporting the Council’s Equality Agenda.

Data Protection

There are no employee data protection implications of this proposal as the
publication and accessibility of this information is required by law.

Health and Wellbeing
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13.1 The proposals support the overall wellbeing of staff by ensuring transparency
and accessibility to data and related actions.

14  Analysis Risk Assessment

14.1 Agreeing and publishing Gender Pay Gap Report is a legal requirement. By
complying, this should remove any risk of external challenge to the Council.

15 Consultation

15.1 Engagement with the Senior Leadership Team has taken place with support for
the further review and actions.

Background papers:
None

Supporting documents:

None
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