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1 Executive Summary and 
Recommendations 
Scope 

1.1 The audit is based on the whole workforce as of October 2022. This includes 9,100 appointments of 
which 4,138 are Casual appointments. The analysis has been based on the total workforce and then 
considered from the perspective of the Local Government, Teachers, and Chief Officials employment 
groups. 

 Workforce Distribution  

1.2 The distribution of the workforce throughout the grading structure can be a significant contributor to 
the gender pay gap. Within an incremental structure such as that used by the Council it is not 
expected that there would be a gender pay issue within each grade. However, differences in the 
gender grading profile, for example, where a higher percentage of the male workforce are in the 
higher grades, compared to female employees will create an overall higher average hourly rate.  

1.3 It is evident within the Local Government Employee group from Grade 8 onwards that a higher 
percentage of the male workforce are in these grades which contributes to the overall gender pay 
gap of 10.56%. This occurs even though there are no individual grades within this group where the 
Gender Pay Gap would be considered significant, i.e., exceeds 5.00%. 

1.4 The same issue can be seen within Teaching roles where a higher percentage of male employees are 
in the more senior roles. 

1.5 In both groups, the median gender pay gap is also affected by the distribution of the workforce. If 
more female employees are located towards the bottom end of the pay structure, the median pay 
point will also be lower than if the group is more evenly distributed throughout the pay structure.  

 Recomm endation 

 Review what actions can be taken to enable a wider range of employees to progress to roles 
in higher grades. This could include a review of fam ily friendly policies, training and 
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identified by the Equal and Human Rights Commission would be considered significant (i.e., 5.00% or 
more) 

1.15 A further analysis of the Gender Pay Gap based on individual grades for the Teachers group only 
identified that there was a significant Gender Pay Gap within the Chartered Teacher, Head Deputy 
Head Teacher, Principal Teacher, and Educational Psychologist grades. The reasons identified for the 
Gender Pay Gap within these grades is due to differences in length of service which result in individual 
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2 Workforce Distribution  
2.1 The d istribu tion of the  workforce  is a  key issue to consider when determ in ing the  

potentia l causes of the  gender pay gap.  
 

2.2 In  an increm enta l pay and grad ing structure  such as that used wide ly in  the  public 
sector and at Argyll and Bute  Council, the  expecta tion is that the  gender pay gap with in  
ind ividua l grades will be  insign ificant as m ale  and fem ale  em ployees will be  d istributed 
throughout the  increm enta l poin ts. However, when ca lcu la ting the  overa ll gender pay 
gap, the  d istribution of the  workforce  can create  an overa ll pay gap wh ich is like ly to be  
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Head Teacher grades which is 27.9% of the  m ale  workforce . In  com parison there  are  
249 fem ale  em ployees in  the  h igher grades, bu t th is is on ly equiva lent to  18.9% of the  
fem ale  workforce . 

 

 As is evident with in  the  Loca l Governm ent em ployee group, the  d istribution of m ale  
em ployees in  the  h igher grades will have an im pact on the  average hourly ra te  and will 
there fore  be  a  m ajor contributor to  the  overa ll gender pay gap. 

 

2.6 Table  3 shows the  d istribution of m ale  and fem ale  em ployees with in  the  Chie f Officia ls 
Group. Although there  are  on ly 16 em ployees in  tota l with in  th is group, it is noticeable  
that there  is a  sim ilar num ber of m ale  em ployees (7) and fem ale  em ployees (9) with in  
the  group. 

 

  

 

 

 

 



 

Ta b le  1 – Work force  Dist r ibu t ion  – Loca l Gove rn m e n t  Em p loye e  Grou p   

Equ a l Work  Grou p Orga n isa t ion 





 

3 Full and Part Time Employment 

3.1 
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3.9 No analysis of the  Chie f Officia ls group has been undertaken as a ll em ployees are  fu ll 
t im e.  
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4 Pay Structure and Job Evaluation  
4.1 The pay and grad ing structure  
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5 Pay Gap Analysis  
5.1 Having considered the  d istribution  of the  workforce  and the  design of the  pay and 

grad ing structure  th is section outlines the  gender pay gap. 

5.2 The m ean gender pay gap is ca lcu la ted using the  fo llowing form ula: 

Ma le  Ave ra ge  Hou r ly Ra t e  - Fe m a le  
Ave ra ge  Hou r ly Ra t e 

 
X 100% 

  

Ma le  Ave ra ge  Hou r ly Ra t e 

 

The sam e ca lcu la tion is a lso used to ca lcu la te  the  m edian gender pay gap based on the  
m id-poin t of the  grade or the  overa ll organisa tion. 

A m inus figure  ind icates that the  pay gap favours fem ale  em ployees as the ir hourly 
ra te  is h igher than m ale  em ployees. 

Equal Work Group re fers to the  grade as th is ind icates that ro les with in  each grade 
have been determ ined to be  ‘Work Rated Equiva lent’ using an appropria te  factor based 
analytica l Job Evaluation schem e. 

5.3 
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Ta b le  9 - Me a n  Ge n de r  Pa y Ga p  - Loca l Gove rn m e n t  Em p loye e s 

Equ a l Work  Grou p All Ma le s All Fe m a le s Pa y Ga p 

  Nu m be r Ave ra ge   





 

5.7 The sam e analysis has been undertaken for the  Teaching em ployee group. 



 

 

Ta b le  10 - Me a n  Ge n de r  Pa y Ga p  - Te a ch e rs 

Equ a l Work  Grou p All Ma le s All Fe m a le s Pa y Ga p 

  
Nu m be r 

Ave ra ge  
Ba sic Pa y 

Ave ra ge  Ba sic 
Hou r ly Ra t e 

Nu m be r 
Ave ra ge  

Ba sic Pa y 
Ave ra ge  Ba sic 
Hou r ly Ra t e 

Diffe re n ce  
(£) 

Pa y Ga p  
(%) 

Mu sic In st ru ct or 23 £39,147 £21.45 6 £39,147 £21.45 £0.00 0.00% 

Te a ch e r  - Su pp ly 78 £39,985 £21.91 479 £40,751 £22.33 -£0.42 -1.92% 

Te a ch e r  - Ma in 121 £40,747 £22.33 577 £40,568 £22.23 £0.10 0.45% 
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Ta b le  10a  - Me d ia n  Ge n de r  Pa y Ga p   - Te a ch e rs 

Equ a l Work  Grou p All Ma le s All Fe m a le s                  Pa y Ga p 

  Nu m be r Me d ia n  
Ba sic Pa y 

Me dia n Ba sic 
Hou r ly Ra t e 

Nu m be r Me d ia n  Ba sic 
Pa y 

Me dia n Ba sic 
Hou r ly Ra t e 

Diffe re n ce  
(£) 



 

5.10  The sam e analysis has been undertaken for the  Chie f Officia ls em ployee group. In  view 
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 Edu ca t ion  – Gra de  SLGE14 – sign ificant gender pay gaps have a lready been identified 
and d iscussed in  Para. 5.9 for Teaching ro les. 

 The fem ale  em ployee is a  recent appointm ent and is pa id  a t the  lower end of the  
grade, whereas the  m ale  em ployee has sign ificantly longer service  and has had the  
opportun ity to progress to the  grade m axim um . 
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 Ta b le  11a – Me d ia n  Ge n de r  Pa y Ga p  by Se rvice  Are a 

Se rvice All Ma le s All Fe m a le s Pa y Ga p 

  
Nu m be r 

Ave ra ge  
Ba sic Pa y 

Ave ra ge  Ba sic 
Hou r ly Ra t e 

Nu m be r 
Ave ra ge   

Ba sic Pa y 
Ave ra ge  Ba sic 

Pa y 

Ave ra ge  
Ba sic Hou r ly 

Ra t e 

Pa y Ga p  (%) 

Adu lt s  – Acu t e  & Com p le x Ca re 40 £22,008 £12.06 222 £22,008 £11.73 £0.33 2.74% 



 

Add it ion a l Pa y 

5.15 Additiona l pay e lem ents are  not a sign ificant part of the  Council’s approach to pay. 
Based on those pay e lem ents identified in  Tab le12, the  cost of these e lem ents was 
£99,769 in  the  census pay period. Based on the  low va lue  of these paym ents, there  is 
not like ly to be  any sign ificant change in  the  gender pay gap if these are  considered. 

5.16 There  is no evidence that paym ents are  applied d iffe rently based on gender but are  
pa id  to a ll occupants of the  ro le  that they apply to. The on ly paym ent that applies to 
m ale  em ployees on ly is a  Pay Supp lem ent. The  va lue  of th is paym ent is £636 and pa id  
to the  Ferry Operatives. The reason for th is paym ent should  be  confirm ed to confirm  
that the  paym ent is still requ ired and determ ine if there  are  other ro les that cou ld  
qua lify.  



 

 

 Ta b le  12 – Add it ion a l Pa y – 



 

6 Protected Characteristic Pay Gaps 
6.1 Data has been provided on the  fu ll range of Protected Characteristics in  add ition to 

gender includ ing. 

 Age (Date  of Birth) 

 Disability 

 Ethn icity 

 Sexual Orienta tion 

 Nationa lity Citizensh ip 

 Re ligion 

 Marita l Sta tus 

6.2 The fo llowing analysis is based on Age, Disability and Ethn icity as in  other areas the  
data  ava ilab le  does not provide  sufficient in form ation to undertake va lid  ana lysis. 

Pro t e ct e d  Ch a ra ct e r is t ic – Age 

6.3 Table  13 illustra tes the  age range by gender for the  entire  workforce , which is a lso 
shown in  Graph 5. The overa ll age d istribution  is as seen in  sim ilar organisations in  
that there  are  fewer em ployees, irrespective  of gender a t the  lower and upper age 
ranges.  

 It is noticeable  that a  h igher percentage of the  fem ale  workforce  (23.28%) are aged 
between 35 and 44 com pared to the  m ale  workforce  (14.37%). Th is m ay be an 
ind ication of wom en re turners to work fo llowing fam ily leave.  

Ta b le  13 – Age  Dist r ib u t ion  – All Em p loye e s 

Ra n ge Orga n isa t ion All Ma le s All Fe m a le s 

  Nu m be r Nu m be r % of Age  
Ra n ge 

% of All 
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Graph 6 shows the  grad ing profile  of em ployees with in  the  35 to 44 Age Range (Loca l 
Governm ent Em ployees). As can be seen fem ale  em ployees are  m ore  like ly to be  
Grade 2 to 7 com pared to m ale  em ployees who are  in  every grade except SLGE15. Th is 
m ay suggest that there is a  lim ita tion of wom en re turn ing to work as part tim e working 
is a lso lim ited a t the  upper end of the  pay and grad ing structure . 
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Graph 5 - Age Range by Gender
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6.4 Table  14 shows the  age d istribution for Loca l Governm ent Em ployees on ly. As would 
be  expected th is re flects the  pattern for the  workforce  as whole  as Loca l Governm ent 
Em ployees account for 81.69% of the  workforce . 

 Ta b le  14 - Age  Dist r ib u t ion  – Loca l Gove rn m e n t  Em
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6.6 It is a lso im portant to  m onitor the  gender pay gap by age range. Table  16 shows the  
age-re la ted m ean gender pay gap and Tab le  16 the  m edian age-re la ted pay gap. 

6.7 The age-re la ted gender pay gap is typ ica l of that seen in  sim ilar organ isations. In  the  
lower age range the  gender pay gap favours fem ale  em ployees, but th is then increases 
between ages 25 to 34 and peaks a t 17.01% between ages 35 and 44 and then 



 

 

 Ta b le  16 – Me a n  Ge n de r  Pa y Ga p  by Age  Ra n ge  All Em p loye e s 

Age  Ra n ge All Ma le s All Fe m a le s Pa y Ga p 
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 Ta b le  16a  – 



 

Pro t e ct e d  Ch a ra ct e r is t ic - Disa b ilit y 

6.9 The tota l num ber of em ployees that have a d isab ility is 186, which is equiva lent to 
2.04% of the  tota l workforce . However, there are  5,212 em ployees for whom  data is 
not ava ilab le . Based on the  workforce  that data  is ava ilab le  for, the  percentage of 
those with  a  d isab ility would increase to 4.78%. 

6.10 The overa ll num ber of em ployees with  a  d isab ility with in  each grade accounts for a  



 

 Ta b le  17 
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 Ta b le  17A – Em p loye e s Disa b ilit y - Te a ch e rs 

Equ a l Work  Grou p Orga n isa t ion Not  Disa b le d Disa b le d Un kn own 

  Nu m be r Nu m be r % of 
Grou p 

% of Not  
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 Ta b le  18 – Me a n  Disa b ilit y Pa y Ga p   

Equ a l Work  Grou p Not  Disa b le d Disa b le d Pa y Ga p 

  Nu m be r 
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Pro t e ct e d  Ch a ra ct e r is t ic – Et h n icit y 

6.13 The tota l num ber of non-white  em ployees is 62, which is equiva lent to 0.68% of the  
tota l workforce . However, there are  4,114 em ployees for whom  data is not ava ilab le . 
Based on the  workforce  that data  is ava ilab le  for, then the  percentage would increase 
to 1.24%. 

6.14 The overa ll num ber of non-white  em ployees with in  each grade accounts for a  sm all 
percentage of people  with in  the grade, so it is d ifficu lt to  identify specific issues. 
However, it is noticeab le  that m ost em ployees are  concentra ted in  the  lower grades of 
the  Loca l Governm ent Em ployee group between Grade 2 and 5. 

6.15 The d istribu tion of non-white  em ployees is shown in  Table  19 for Loca l Governm ent 
Em ployees on ly. There  are  on ly 2 non-white  em ployees with in  the  Teaching group and 
none with in  the  Chie f Officia ls group based on the  data  ava ilab le. 

6.16 The e thn icity pay gap is 9.92% com pared to the  overa ll gender pay gap of 9.05% for the  
overa ll workforce . Table  20 shows the  e thn icity pay gap but on ly includes those grades 
where  there  are  re levant em ployees. There  are  no ind ividua l grades where  the  
e thn icity pay gap is sign ificant.  



 

 Ta b le  19 – Dis t r ibu t ion  o f Em p loye e s by Gra de  a n d  Et h n icit y 

Equ a l Work  Grou p Orga n isa t ion Wh it e Non-Wh it e Et h n icit y - No Re spon se 

  Nu m be r Nu m be r % of 
Grou p 

% of 
Wh it e 

Nu m be r % of 
Grou p 

% of Non-
Wh it e 

Nu m be r % of 
Grou p 

% of Et h n icit y - 
No Re spon se 



 
 
 
 
EQUAL PAY AUDIT 2022  PAGE 44 OF 60 

44 |  P a g e  
 

 

 Ta b le  20 – 



 

7 Starting Pay Analysis  
7.1 It is im portant to  ensure  that policies on starting pay are  applied to a ll new starte rs. 

Typ ica lly, th is m eans that em ployees shou ld start a t the  grade m in im um  unless there  
are  specific circum stances such as m arket com parability that m ay need to be  
considered to assist with  recru itm ent. 

7.2 We have undertaken an analysis of a ll new starte rs (in te rna l and externa l 
appointm ents) since  1st April 2022 to the  census date  in  October. In  tota l there  were  
913 new starte rs or job changes of whom  251 were  externa l appointm ents and 662 
were  in te rna l appointm ents based on start date  in  post. 

7.3 Based on a ll new appointm ents (Table  21), it is evident that m ost em ployees 
irrespective  of gender start a t the  grade m in im um . Based on tota l new starte rs, 84.77% 
started a t the  grade m in im um. Based on gender, 83.85% of fem ale  and 88.64% of m ale  
new starte rs started a t the  grade m in im um . 

7.4 Based on externa l new appointm ents (Tab le  22) 98.80% started a t the  grade m in im um . 
Based on gender, 99.48% of fem ale  and 97.14% of m ale  new starte rs started a t the  
grade m in im um . There  is no gender b ias in  te rm s of starting pay.  

7.5 Based on in te rna l appointm ents (Table  23) 



 

 

Ta b le 21 - 
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Ta b le  22 - St a r t in g Posit ion  o f Ext e rn a l Ne w St a r t e rs by Ge n de r 

Equ a l Work  Grou p All Fe m a le s All Ma le s Orga n isa t ion 

  Min im u m  
Poin t 

In  Gra de Ma xim u m  
Poin t 

Tot a l Min im u m  
Poin t 

In  Gra de Ma xim u m  
Poin t 

Tot a l Tot a l 

MODAPP 0 0 0 0 1 0 0 1 1 

SLGE2 7 0 0 7 3 0 0 3 10 
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Ta b le  23 - 



 

8. Casual Employment 
8.1 The overa ll report ana lysis has been based as required on the  tota l workforce  

includ ing casual em ployees. In  th is section we have repeated the  m ain  analysis to 
identify if th is has a ffected the  outcom es sign ificantly.  

8.2 The tota l workforce  is 9,100 em ployees which includes 4,138 casual em ployees of 
which 3,572 are  in  the  Loca l Governm ent Workforce  and 566 are  in  the  Teaching 
workforce , there  are  no casual em ployees in  the  Chie f Officia ls group. 

8.3 The fo llowing add itiona l ana lysis have been undertaken exclud ing Casual em ployees. 

• Workforce  Distribution 

• Full and Part Tim e working 

• Gender Pay Gap 

• Service  Area analysis 

No further ana lysis of any other Protected Characteristic has been included due to the  
sm all num ber of em ployees included against each category. 

Work force  Dist r ibu t ion 

8.4 The d istribu tion of the  workforce  by gender is sim ilar when Casuals are  excluded to 
the  d istribu tion of the  workforce  includ ing Casuals. Table  24 shows the  d istribution of 
the  Loca l Governm ent Workforce  exclud ing Casuals and shou ld be  com pared to Table  
1.  

8.5 When Casuals em ployees are  excluded, the  h ighest num ber of fem ales are  in  Grades 4 
and 5, as is true  when a ll em ployees are  included in  the  analysis.  

8.6 It was noted in  Para. 2.4 that a  h igher percentage of the  fem ale  workforce  were  in  
Grades 7 and 8 but that there  was a noticeable  d iffe rence in  workforce  d istribu tion by 
gender from  Grade 9 onwards. When Casual em ployees are  excluded from  th is 
ana lysis, the  d iffe rence  in  the  d istribution of m ales and fem ales is m ore  noticeable  
from  Grade 8 onwards.  



 
 
 
 
EQUAL PAY AUDIT 2022  PAGE 50 OF 60 

50 |  P a g e  
 

 The actua l num ber of sen ior Teaching ro les is a  sm all percentage of the  overa ll 
workforce . Irrespective  of whether Casual em ployees are  included or not, there  are  86 
m ale  em ployees in  the  Charte red, Principa l and Deputy and Head Teacher grades and 
249 fem ale  em ployees. 

  

8.8 Although, the  num ber of m ale  and fem ale  em ployees in  these groups is unaffected by 
rem oving Casual em ployees



 

 

Ta b le  24 - Loca l Gove rn m e n t  Em p loye e s Exclu d in g Ca su a ls - Work force  Dist r ibu t ion 

Equ a l Work  Grou p Orga n isa t ion All Ma le s All Fe m a le s 

  Nu m be r Nu m be r % of Grou p % of All Ma le s Nu m be r % of Grou p % of All Fe m a le s 

ASP TUPE 2 2 100.00% 0.21% 0 0.00% 0.00% 

MODAPP 6 4 66.67% 0.41% 2 33.33% 0.07% 

SLGE2 234 48 20.51% 4.92% 186 79.49% 6.44% 

SLGE3 313 
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 Fu ll a n d  Pa r t  Tim e  Work in g 

8.10 In  Section 4 of the  report we considered Full and Part Tim e working based on a ll 
em ployees. The fo llowing tab les have been produced to identify if the  sam e issues 
arise  when Casual em ployees are  excluded. 

8.11 Table  26 shows that the  fem ale  workforce  exclud ing casuals is less dom inated by part 
tim e working. When Casual em ployees are  excluded, the  fem ale  workforce  is 60.57% 
part tim e, com pared to 73.53% when a ll em ployees are  included. The overa ll patte rn of 
d istribution  be tween fu ll and part tim e working and gender is the  sam e as when a ll 
em ployees are  included. Male  em ployees are  m ore  like ly to be  fu ll t im e em ployees 
(75.21%) and fem ale  em ployees are  m ore  like ly to be  part tim e (60.57%). 

 

Ta b le  26 – Ove ra ll Nu m be r  o f Fu ll a n d  Pa r t  Tim e  Worke rs by Ge n de r  Exclu d in g Ca su a ls 

Pa r t  Tim e /Fu ll 
Tim e 

Orga n isa t ion All Ma le s All Fe m a le s 

 
   Nu m be r Nu m be r % of 

Grou p 
% of All 
Ma le s 

Nu m be r % of 
Grou p 

% of All 
Fe m a le s 

Fu ll Tim e 2,388 907 37.98% 75.21% 1,481 62.02% 39.43% 

Part Tim e 2,574 299 11.62% 
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part tim e roles are  still with in  Grades 3, 4 and 5 for both m ales and fem ales; however, 
this accounts for a  h igher proportion of the  fem ale  workforce . Exclud ing Casual 
em ployees has no e ffect on the  d istribution of the  workforce. 
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Zellis Contact Details 
For further information regarding any aspect of this document please contact the following: 

Contact Geoff Pearce 

Title Head of Reward Solutions  

Email Geoff.Pearce@Zellis.com 
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