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2017 Gender Pay Reporting Statement 
 
Gender Pay Gap legislation introduced in April 2017 requires all employers of 
250 or more employees to publish their gender pay gap.      
 
Gender Pay Gap reporting should not be confused with Equal Pay.  They are 
linked but separate, different measures:    
 
• Equal Pay - the statutory right for men and women to be paid the same for 

completing work of equal value    
• Gender Pay Gap - Is a review of the average earnings between men and 

women within an organisation.      
 
A Gender Pay Gap may reveal a difference between the average earnings of 
men and women, but it does not mean that people are being paid unfairly. It 
may mean that there are more men in higher paid roles and women in lower 
paid roles across the organisation.    
 
The gender pay gap for Cornwall Council is lower than the national average of 
18.1%.    
 
Cornwall Council has equal pay policies in place to ensure the same pay rates 
apply for particular jobs irrespective of whether the job is occupied by women 
or men.  The Council is an Equal Pay employer. 
 
As at 31 March 2017, 63% of the Council’s workforce was female and 37% 
male.  The Council’s Gender Pay reporting data shows a gap between the pay 
of males and females, largely because the Council has a greater proportion of 
females occupying lower graded roles (74.9% in the lower quartile). This 
proportion reduces in the higher quartiles (to 54.8% in the upper quartile).   
 
The Council will work with staff and its recognised trade unions to investigate 
the reasons why there are not equal proportions of females and males 
throughout the pay structure and review our pay arrangements and implement 
improvements to reduce the gender pay gap.   
 
The Council has set up a Women's Forum for women in any role within the 
organisation to connect and share experiences, provide mutual support to one 
another and discuss relevant issues including equality issues and raising 
aspirations of women and increasing number of women in leadership. 
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The Council will also continue to implement the following actions to address the 
gender pay gap:  
 
• Continue to take a fair and consistent approach to pay and grading by 

ensuring this is underpinned by job evaluation 
• Encourage all employees to take advantage of arrangements that enable 

them to fulfil their caring responsibilities, such as shared parental leave, 
flexible working etc.    

• Re-assess the Gender Pay Gap during 2018/19 
 

Gender Pay Gap data as at 31 March 2017 
 
The Council has analysed pay records as at 31 March 2017 to establish the 
data in this statement. In accordance with the regulations we have excluded 
employees who were on reduced pay (eg those on maternity and sick leave). 
 
Schools are regarded as separate employers for the purposes of Gender Pay 
Reporting so the data below excludes employees based in local authority 
maintained schools.  The data also excludes the Council’s Group of Companies 
who are separate employers.  
 
As at the 31 March 2017 the Council’s workforce comprised 5,331employees of 
which 3,338 were females (62.6%) and 1,993 were males (37.4%). 
 
Mean hourly rates for males and females 
 
• The mean average for males is £ 14.87 
• The mean average for females is £13.07 
• The gap is £1.80 or 12.1% 
 
Median hourly rates for males and females 
 
• The median hourly rate for males is £13.65 
• The median hourly rate for females is £11.62 
• The gap is £2.03 or 14.9% 
 
Quartiles 
 
The table below shows the total workforce ranked by their hourly rate and 
divided into four quartiles.  For each quartile the numbers and percentage of 
females and males are identified.  There are a greater proportion of females in 
the lower quartile than the higher quartiles because there are higher 
proportions of females in lower grade roles.   
 
 Females Males 

Total Quartile Number % Number % 
Lower 999 74.9% 334 25.1% 1,333 
Lower Middle 935 70.1% 398 29.9% 1,333 
Upper Middle 674 50.6% 659 49.4% 1,333 
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Upper 730 54.8% 602 45.2% 1,332 
  3,338   1,993   5,331 

 
Bonus pay data 
 
The Council did not make bonus payments to any employees between 1 April 
2016 to 31 March 2017.  
 
In 2017/18 the Council replaced a system of time served salary progression 
within grades with a system where salary progression is based on an 
assessment of an employee’s contribution (ie. their results and how they 
work).  This new approach to rewarding contribution also introduced the 
opportunity for high performers to receive one-off ‘contribution’ payments.   
 
This new approach has achieved savings compared with the cost of service 
based increments and strengthened the link between employees’ pay and their 
performance.  Next year the one-off ‘contribution’ payments will be reported as 
bonus payments for the purpose of Gender Pay reporting. 
 




