ROCHDALE MBC
2010 PAY & GRADING REVIEW - GENDER PAY GAP ASSESSMENT

Outlined below is a summary of information in relation to the Equality Impact Assessment which was undertaken in 2009 to identify the Council’s gender pay gap, pre and post the Pay and Grading Review.

	Grade Band
	Gender Pay Gap

Pre-P&G Review
	Gender Pay Gap

Post P&G Review

	
	Female Pay % of Male Pay
	Female Pay % of Male Pay

	1

£12,312 – £13,189
	96.22%
	91.02%

	2

£13,589 – £15,444
	95.24%
	97.27%

	3

£15,725 – £16,830
	100.95%
	100.40%

	4

£17,161 – £19,126
	105.63%
	100.78%

	5

£19,621 – £21,519
	86.66%
	97.31%

	6

£22,221 – £25,472
	92.71%
	97.53%

	7

£26,276 – £29,236
	97.43%
	99.16%

	8

£30,011 – £35,430
	94.45%
	97.03%

	9

£33,661 – £37,206
	97.03%
	98.57%

	10

£38,042 – £41,616
	99.32%
	100.75%

	
	Range: 86.6% - 105.6%
	Range: 91.0% - 100.7%


The above data indicated that pre the Pay and Grading review the highest degree of potential pay inequality was approximately 14%. Post the Pay and Grading Review this level reduced to approximately 4%.

Whilst the implementation of the Pay and Grading Review in 2010 did not immediately eradicate potential pay inequalities, as employees progress within grades it is anticipated that the gap will reduce further.
The Council considers that the implementation of the Pay and Grading Review with effect from 1st April 2010 made a significant contribution to reducing the organisation’s overall gender pay gap. However the Council does acknowledge that in common with many organisations of its type and size, its workforce is subject to gender based occupational segregation which has an impact on the levels of earnings of men and women respectively. This position is however partly at least a result of social attitudes and individual decision making of its employees and not a direct result of its overall policy framework. As such therefore these points are separate and distinct from the efforts that could reasonably be achieved by introducing the new pay and grading structure for an organisation like the Council.

The Council is fully committed to consider the progression of actions to further address gender based occupational segregation such as:-

· Reviewing training courses to ensure that they are accessible to women with childcare responsibilities.

· Extending the range of jobs suitable for flexible working arrangements.

· Providing training in occupations where they are under-represented.

· Reviewing recruitment policies, including the channels used to advertise jobs.

· Training managers in diversity issues.

· Introducing mentoring schemes
· Extending the range of family friendly policies.
The Council’s Equality Impact Assessment in relation to the local Pay and Grading Review was subject to consultation with Trade Unions and considered as part of the final Member decision making process.
The Council is committed to undertaking regular Equal Pay Audits (EPA) and plans to publicise the details of the next EPA in 2012.
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