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North Warwickshire Borough Council Equal Pay Audit 2012 
 
 

1. Introduction 
 
North Warwickshire Borough Council supports the principles of equality and the 
valuing of a diverse workforce.  As part of its commitment to equalities issues the 
Council acknowledges the importance of achieving equal pay for its employees.  The 
aim of the audit is to assess whether there is any evidence of pay gap in relation to 
gender, working hours, ethnicity and disability.  The audit has been carried out in 
accordance with the Equality and Human Rights Commission’s recommended 5-step 
model.   

 
2. Background and Legal Implications 

 
Under the Equal Pay Act 1970 women (or men) have a right to equal pay for equal 
work.  An employer can pay a man more for doing equal work, but only if there is a 
genuine reason for doing so which is not related to sex.   
 
An employee can claim equal pay for equal work with a comparator doing work that 
is: 

 The same, or broadly similar (like work), 
 Different, but which is rated under the same job evaluation scheme as 

equivalent, even if the evaluations were carried out at different times 
(work rated as equivalent), or is 

 Different, but of equal value in terms of demands such as effort, skill and 
decision making (work of equal value). 

 
On 27 April 2009, the government published the Equality Bill, which came into force 
in September 2010.  The Bill consolidates existing discrimination legislation and 
contains new measures, which are intended to strengthen protection against 
discrimination.  To address the gender pay gap, public sector employers with more 
than 150 employees are required to publish details of the difference between what 
they pay men and women, as well as other information such as the number of Black, 
Asian and minority ethnic employees.  This forms part of the new public sector 
equality duty. 
 
Equal pay claims now make up one in three of the claims being filed with 
Employment Tribunals.  The vast majority of these are in the public sector (source: 
Equality and Human Rights Commission). 
 
3. Equal Pay audit 

 
The statutory code of practice on equal pay recommends that the most effective way 
of establishing whether a public authority’s pay policies and pay systems are 
discriminatory is to undertake an equal pay audit.   
 
An equal pay audit involves comparing the pay of groups of people who are doing 
equal work in the Council.  This requires an investigation into the causes of any pay 
gaps by gender, ethnicity, disability and working patterns with an aim of closing any 
pay gaps that cannot be justified.  All employers have a duty to ensure equality of 
pay for men and women engaged in equal work.   
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An equal pay audit is an effective diagnostic tool that enables the Council to check its 
status on progress towards equal pay for all employees.  It will enable the Council to 
identify areas where there may be issues of unequal pay and reduce the risk of legal 
challenge.  It also demonstrates to employees and potential employees a 
commitment to fairness and equality.   Finally, it will contribute towards ensuring that 
the skills and potential of all staff are maximised. 
 
In order to conduct the equal pay review a range of data about the Council’s 
employees has been collated and analysed which includes employee number, post 
reference number, job title, division/section, name, grade, spinal point, gender, 
ethnicity, disability, date of birth/age, base salary (FTE), total salary (including 
overtime, honoraria, market supplements etc.) and contracted hours.  The data was 
gathered in October 2011 and details such as headcount may have since altered.  
The audit has been conducted in accordance with Data Protection principles. 
 
4. Assessing equal value 
 
The council implemented a new pay and grading structure on 1 April 2003, in line 
with the National Joint Council (NJC) Job Evaluation Scheme.  This single job 
evaluation scheme is used to estimate work of equal value.  The Local Government 
NJC job evaluation scheme was developed specifically to comply with equal value 
and equality principles.  It is designed to cover all local government jobs.   
 
5. Job Evaluation 
 
The national employers and unions set up the Job Evaluation Joint Technical 
Working Group (JETWG) during the Single Status negotiations.  In designing and 
developing the NJC Job Evaluation Scheme, the JETWG drew on and applied the 
Green Book principles.   
 
The NJC job evaluation scheme is an analytical scheme.  This means that the jobs 
are broken down into components or demands, known as factors, and scores are 
awarded for each factor.  There are 13 factors in the NJC scheme with varying factor 
levels.  On a positive point, knowledge and skills and responsibilities, which are 
found in both male and female dominant roles, have greater weight than physical 
effort which can be found in predominately male posts.  Knowledge has the greatest 
weight at 16.3%.  The final total gives the overall rank order of jobs.  An analytical 
scheme can provide a defence against a claim of equal pay for work of equal value, 
but only if the Council can demonstrate that the scheme is free from bias.  The 
Council applies the scheme in an open manner where employees have a right to 
attend evaluations and see how the scheme operates and evaluates posts.  The 
Council uses a computerised system, which uses an on screen questionnaire to 
analyse jobs and applies rules to automatically evaluate. 
 
The NJC Job Evaluation Scheme’s 13 factors are as follows: 
 

 Knowledge 
 Mental skills 
 Interpersonal and communication skills 
 Physical skills 
 Initiative and independence 
 Physical demands 
 Mental demands 
 Emotional demands 
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 Responsibility for people 
 Responsibility for supervision/direction/co-ordination of employees 
 Responsibility for financial resources 
 Responsibility for physical resources 
 Working conditions 
 

Each factor is defined as having different levels.  Each level is designed to reflect 
increasing steps in demands of the job task and responsibilities. 
When the NJC scheme was initially introduced, managers and unions received 
training relating to the factor levels and how to apply them.   Management and unions 
worked together and formed the Joint Negotiating Forum (JNF) to manage the 
procedure and evaluation of new and existing posts.  Union representatives have a 
clear understanding of the procedure and the NJC Scheme. 
 
Since the initial implementation of the JE Scheme, the organisational structure of the 
Council has changed.  When new roles have evolved from restructures, these roles 
are evaluated. 
 
There are currently 2 trained job analysts within the Council who are Assistant 
Directors.  Guidance produced by the Equality and Human Rights Commission states 
that evaluation by only 1 or 2 people (e.g. line manager and HR Manager) could 
result in biased outcomes.  This risk is reduced through evaluation by a panel of 
managers and union representatives with broad knowledge of jobs across the 
Council.  A separate panel moderates all evaluations.  Union representatives advise 
employees regarding the appeal and re-grading process.  The Scheme is 
administered in an open and transparent manner.  
 
Chief Officers’ roles are subject to job evaluation under the Hay Job Evaluation 
Scheme and are paid a package, which is considered a market rate within districts in 
the local government sector.  West Midlands Council carries out the Job Evaluation. 
 
Coaches in the Leisure Division are paid a fixed market rate.  A benchmarking 
exercise is currently being undertaken to review the rates being paid to coaches.  
The fixed rate is paid to males and females. There is no gender bias. 
 
The Council does award Market Supplements where a post has been advertised 
unsuccessfully.  There are six employees within the Council currently receiving a 
market supplement.  These were awarded because they were posts that the Council 
was unable to recruit to.  There was no gender bias.  The market supplement was 
needed to recruit to the posts.  A recent benchmarking of the posts found that the 
supplements paid still reflect the market rate for the posts. 
 
6.  The audit results 
 
Mean average earnings of employees (based on October 2011 figures) 
 
On average, in the UK in 2011 men earned £13.92 an hour compared with £11.38 for 
women.   (Source: Office for National Statistics).  The Council’s average salaries of 
£11.74 for males and £10.59 for females compare favourably with the national 
average especially as the national figures also include private sector organisations.  
The Council’s average salary for full time male employees at £11.74 is 9.8% in favour 
of men as opposed to the national figure of 18.2% in favour of men.  When 
calculating average earnings consideration has also been made in relation to 
ethnicity, disabled employees and part time workers.  The findings are as follows: 



 4

 
 
        
 
 
 

Hourly      Annual  
 
 
Total average salary (all employees)   £11.09  £21,389.90 
Total average salary for full time employees  £12.18  £23,504.50 
Total average salary for part time employees £  9.49  £18,313.90 
 
Total average salary for female employees  £10.59  £20,435.60 
Female full time average salary   £11.56  £22,310.30 
Female part time average salary   £  9.76  £18,823.60 
 
Total average salary for male employees  £11.74  £22,650.60 
Male full time average salary    £12.68  £24,458.40 
Male part time average salary   £  8.69  £16,775.00 
, 
Total average salary for disabled employees  £16.39  £31,622.50 
Female disabled average salary   £10.34  £19,942.70 
Male disabled average salary    £21.69  £41,842.30 
 
Average salary for British white employees  £11.57  £22,314.50 
Average salary for female British white employees £10.78  £20,799.20 
Average salary for male British white employees £12.74  £24,582.10 
Average salary for BME employees   £12.02  £23,196.70 
Average salary for female BME employees  N/A  N/A  
Average salary for male BME employees  £12.02  £23,196.70 
 
Age 
Under 25      £  7.79  £15,037.90 
25-39       £10.91  £21,057.70 
40-49       £12.37  £23,862.30 
50-59       £11.89  £22,942.50 
60-65       £10.59  £20,432.80 
Over 65      £11.39  £21,972.70 
 
 
Gender pay gaps (%) of average annual pay 
 
Pay gaps are a way of establishing how the average earnings of workers differ 
according to characteristics such as gender, ethnicity, disability or patterns of 
working.  By analysing pay gaps, it is possible to identify that certain groups of 
people earn only a proportion of what other people earn.  The Office for National 
Statistics calculates the full time national gender pay gap at 13.8%.  The report 
indicates the percentage value of any pay gap.  Pay gaps are calculated using the 
employees FTE annual mean salary.  The Council’s pay gap for gender based on 
pay for all full time employees is 9.8%, which is significantly below the national 
average.  The calculations are as follows: 
 
All females and all males   9.8% pay gap in favour of men 
Female full time and male full time  8.8% pay gap in favour of men 
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Female part time and male part time 10.9% pay gap in favour of women 
FT employees and PT employees 22.1% pay gap in favour of FT  
Female part time and male full time 23% pay gap in favour of male FT 
Female full time and male part time 24.8% pay gap in favour of female FT 
 
As a reference guide, the Equality and Human Rights Commission advocates that 
where a pay gap is greater than 3% but less than 5% the position should be regularly 
monitored and for gender pay gaps of more than 5%, action is needed to address the 
issue and close the gap. 
 
The overall gap in pay including all employees is 9.8%; this is calculated based on 
the mean average earnings of a female against the mean average salary of a male 
across the Council.   
 
The pay gap for full time staff at 8.8% is slightly smaller than the all staff figure.  This 
is surprisingly higher than expected as it excludes part time workers, most of whom 
are women, and most of which are undertaking roles within scales 1 to 6. 
 
The comparison between the average earnings of all full time employees against the 
average earnings of all part time employees (calculated as full time equivalent) reveal 
a pay gap of 22.1%.  The Office of National Statistics has stated the UK part time pay 
gap is 28.63%.  It is encouraging to see that the Council’s part time pay gap is 
significantly below the national average.  
 
An analysis of additional payments and benefits such as overtime, honorarium etc. 
paid from March 2010 to April 2012 showed no obvious signs of gender bias. 
 
 
Total number of employees by gender 
 
Men (numbers) 
 

Men (%) Women 
(numbers) 

Women (%) 

221 43.2 292 56.8 
 
According to research women dominate the public sector by 65% (Source: 
Opportunity Now).  Female employees within north Warwickshire Borough Council 
represent 56.8% of the workforce, which is significantly below the average. 
 
Grade distribution of employees by gender 
 
Grade Men 

(numbers) 
Men (%) Women 

(numbers) 
Women (%) 

Apprentice 1  0.45 1 0.3 
Coach 451 0  0.0 17 5.8 
Coach 452 1  0.45 1 0.3 
Coach 453 4  1.8 4 1.4 
Coach 456 4  1.8 24 8.2 
Coach 457 1  0.45 0 0.0 
Coach 458 0  0.0 4 1.4 
Scale 1 8  3.6 13 4.5 
Scale 2 5  2.3 28 9.6 

Scale 3 0  0.0 3 1.0 
Scale 4 31 14.0 32 11.0 
Scale 5 31 14.0 28 9.6 



 6

Scale 6 44 19.9 64 22.0 
Scale 7 27 12.2 11  3.8 
Scale 8 8  3.6 17  5.8 
Scale 9 13  5.9 15  5.1 
Scale 10 12  5.4 11  3.8 
Scale 11 3  1.4 3  1.0 
Scale 12 10  4.6 7  2.4 
Scale 13 8  3.6 4  1.4 

Scale 14 0  0.0 1  0.3 

Scale 15 3  1.4 1  0.3 

Scale 16 0  0.0 0  0.0 

Scale 17 1   0.45 0  0.0 

Assistant 
Directors 

2  0.9 3  1.0 

Assistant Chief 
Executive 
Community 
Services 

1  0.45 0  0.0 

Assistant Chief 
Executive & 
Solicitor to the 
Council 

1  0.45 0  0.0 

Deputy Chief 
Executive 

1  0.45 0  0.0 

Chief 
Executive 

1  0.45 0  0.0 

Total 221 100 292 100 
 
The majority of male and female employees are positioned within Scales 4-10.  Many 
of which are employed in gender dominated roles such as Street Cleansing, Refuse 
and Trades Maintenance for males and Leisure, Clerical and Community roles for 
females.   
 
22% of male employees are positioned in Grade 6 in roles such as Grounds 
Maintenance and Cleansing, which again appear to be gender dominated. 
 
12.4% of male employees are situated in managerial roles within grades 11 to 
Assistant Directors in comparison with just 6.4% of women.  Fewer women occupy 
the higher positions within the Council, which will be contributing, towards the pay 
gap. 
 
The Council is currently not able to take action to address this imbalance due to the 
lack of vacancies and budgetary constraints.   
 
Average male pay compared with average female pay 
 
Salary grade 
 

Male average 
basic pay 

Female average 
basic pay 

% Pay gap 
male/female 

Scale 1 12,228.50 12,260.62 +0.26 
Scale 2 12,828.60 12,970.93 +1.09 
Scale 3 N/A 14,733.00 N/A 
Scale 4 15,261.10 15,304.78 +0.29 
Scale 5 16,537.23 16,681.71 +0.87 
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Scale 6 18,945.68 18,938.94 -0.04 
Scale 7 21,326.37 21,226.36 -0.47 
Scale 8 23,522.13 23,708.00 +0.78 
Scale 9 26,152.31 26,113.73 -0.15 
Scale 10 28,564.45 28,492.00 -0.25 
Scale 11 30,851.00 30,851.00 0 
Scale 12 33,193.50 33,888.57 +0.58 
Scale 13 36,313.00 36,092.25 -0.61 
Scale 14 N/A 38,961.00 N/A 
Scale 15 41,616.00 41,616.00 0 
Scale 16 N/A N/A N/A 
Scale 17 47,157.00 N/A 1 Post 
Assistant Directors 58,311.00 58,311.00 0 
Assistant Chief 
Executive 
Community 
Services 

65,092.00 N/A 1 Post 

Assistant Chief 
Executive & 
Solicitor to the 
Council 

67,792.00 N/A 1 Post 

Deputy Chief 
Executive 

81,601.00 N/A 1 Post 

Chief Executive 97,181.00 N/A 1 Post 
 
The above table indicates the percentage value of any pay gaps within salary grades.  
This is shown as a -% if females are paid less than males and a +% if females are 
paid more than males.  The comparison within salary grades is important as in the 
UK men have been identified as being more willing to negotiate higher salaries 
during the recruitment stages.  There was no consistent pattern of average male pay 
exceeding average female pay or vice versa.  With one exception, all differences 
were less than 1%.  
 
There is no consistent pattern of pay differentials for newly appointed employees by 
gender, ethnicity, disability or part time working.  New employees to a role (whether 
new recruits to the Council or internally promoted) commence at the minimum spinal 
column point of the relevant grade unless managers can justify a case for the 
employee to be placed on a higher point on the scale. 
 
Distribution of working hours 
 
Full time (numbers) Full time (%) Part time 

(numbers) 
Part time (%) 

329 64.13% 184 35.87% 
 
 
Distribution of working hours by gender 
 
Full time 
female 

FT 
female 
% 

Part 
time 
female 

PT 
female 
% 

Full time 
male 

FT male 
% 

Part 
time 
male 

PT male 
% 

163 31.77 129 25.15 166 32.36 55 10.72 
 
Far more women work part time, 25.15% compared with 10.72% of men. 
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Distribution of working hours within pay grades 
 
Grade Full time Full time (%) Part time Part time (%) 
Chief Officers 9  2.74 0  0.00 
Apprentices 2  0.61 0  0.00 
Coaches 0  0.00 60 32.60 
Scale 1 1  0.30 20 10.87 
Scale 2 5  1.52 28 15.22 
Scale 3 1  0.30 2  1.09 
Scale 4 17  5.17 46 25.00 
Scale 5 54 16.41 5  2.72 
Scale 6 95 28.88 13  7.07 
Scale 7 37 11.25 1  0.54 
Scale 8 23  6.99 2  1.09 
Scale 9 25  7.60 3  1.63 
Scale 10 22  6.69 1  0.54 
Scale 11 6  1.82 0  0.00 
Scale 12 17  5.17 0  0.00 
Scale 13 10  3.04 2  1.09 
Scale 14 1  0.30 0  0.00 
Scale 15 3  0.91 1  0.54 
Scale 16 0  0.00 0  0.00 
Scale 17 1  0.30 0  0.00 
Total 329 100 184 100 
 
The largest number of part time employees are found within grades for coaches and 
scales 1-4.  There are more than twice as many females as there are males in these 
grades.  It would appear from the analysis that occupational segregation contributes 
largely towards the council’s pay gap with female employees dominating certain 
positions and part time roles. 
 
Total number of employees by ethnicity 
 
British 
White 

% BME % Undisclosed % 

357 69.59 13 2.53 143 27.87 
 
The proportion of Black and Minority Ethnic employees within the Council is 2.53% 
compared to a BME population in the authority area of 7.4%.   
 
Grade distribution of BME employees and gender 
 
Grade Male Female 
Chief Officers   
Scale 1   
Scale 2  1 
Scale 3  1 
Scale 4 1  
Scale 5 3  
Scale 6 3  
Scale 7   
Scale 8 2  
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Scale 9   
Scale 10 1  
Scale 11   
Scale 12 1  
Scale 13   
Scale 14   
Scale 15   
Scale 16   
Scale 17   
Total 11 2 
 
It is important to recognise that there is no obligation on employees to declare their 
ethnicity and 27.87% of our employees have chosen not to state what their ethnicity 
is. 
   
It is difficult to make a meaningful analysis due to the small number of employees 
involved.  The small numbers of BME employees that we do have are not 
concentrated in certain roles or pay grades.   
 
A pay gap based on ethnicity has therefore not been calculated, as it could be 
misleading due to the small numbers.   
 
Total number of employees by disability status 
 
 
Yes 
 
 

 
Yes (%) 

 
No 
(number) 

 
No (%) 

 
Did not 
respond 
(number) 

 
Did not respond 
(%) 

15 2.92 368 71.74 130 25.34 
 
2.92% of the Council’s employees have declared a disability.  It is important to 
recognise that there is no obligation on employees to declare a disability and 25.34% 
of our employees have chosen not to state whether they have a disability.   
 
Grade distribution of employees by disability status 
 
Grade Male Female 
Scale 1   
Scale 2  1 
Scale 3   
Scale 4  1 
Scale 5 3  
Scale 6  3 
Scale 7   
Scale 8 1  
Scale 9 1 1 
Scale 10 1 1 
Scale 11   
Scale 12   
Scale 13 1  
Scale 14   
Scale 15   
Scale 16   
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Scale 17   
Chief Officers 1  
Total 8 7 
 
The Council holds the disability two-tick symbol, which reinforces the Councils 
commitment to equality within the workplace. 
 
Due to the small number of employees who have declared a disability it is difficult to 
make a meaningful analysis in terms of a disability pay gap.   
 
Total number of employees by age 
 
Total 
aged 
under 
25 
 
 

% Total  
aged 
25-
39 

% Total 
aged 
40-
49 

% Total 
aged 
50-
59 

% Total 
aged 
60-
65 

% Total 
aged 
over 
65 

% 

71 13.8 137 26.71 136 26.51 119 23.20 42 8.19 8 1.56 
 
 
Only 13.8% of the workforce is aged less than 25 years.  The Council is engaging 
young people and offers work experience places every year to a high number of 
students.  In addition to this, the Council continues to retain its apprenticeships.  
 
32.9% of the workforce are aged 50 and above, with 9.75% aged over 60, a 
comparatively older workforce than the national average. 
 
Grade distribution by age 
 
 
Grade 

 
Under 25 

 
25-39 

 
40-49 

 
50-59 

 
60-65 

 
Over 65 

Apprentice 1 1 0 0 0 0 
Coaches 20 23 9 6 1 1 
Scale 1 8 3 6 3 5 0 
Scale 2 10 9 4 1 3 1 
Scale 3 0 1 5 7 0 0 
Scale 4 25 18 1 24 6 1 
Scale 5 5 8 6 27 7 2 
Scale 6 1 35 18 10 8 1 
Scale 7 1 13 32 7 2 0 
Scale 8 0 6 11 10 2 0 
Scale 9 0 7 9 5 0 0 
Scale 10 0 7 11 0 1 0 
Scale 11 0 3 10 7 1 0 
Scale 12 0 1 2 4 3 0 
Scale 13 0 1 6 0 1 1 
Scale 14 0 0 5 0 0 0 
Scale 15 0 1 1 1 1 1 
Scale 16 0 0 0 0 0 0 
Scale 17 0 0 0 0 1 0 
Chief 
Officers 

0 0 6 3 0 0 
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Total 71 137 136 119 42 8 
 
 
Employees in the under 25 category are located in the lower pay grades, they do 
have less experience than their colleagues and cannot as yet fulfil some of the 
essential requirements for certain roles.   
 
6. Steps taken by North Warwickshire Borough Council 
 
The Council has introduced a range of procedures and policies, which support its 
commitment to equalities and diversity.  These include Flexible Working, Flexible 
Working Hours, Home Working, Parental Leave, Paternity Leave, Time off for 
Dependents, Carer’s Leave, Retirement Procedures, Maternity and Adoption 
Procedures, Special Leave, and Leave for Public Duties.   
 
The Council undertakes impact assessments on all employment related policies and 
procedures.   
 
There is equal access to benefits such as sick pay, annual leave (with the exception 
of length of service, which can be justified) and pension with no differences in the 
treatment of the genders for either full or part time staff.   
 
The Council issues a staff personal details form on a regular basis to ensure equality 
data is available, accurate, and up to date 
 
Conclusion 
 
Analysis of workforce data shows that in North Warwickshire Borough Council, the 
earnings gap is not caused by inequalities in pay for equivalent work but may be due 
to the numbers of women in higher paid managerial roles being lower than men are. 
 
The Council has provided places to 5 employees on the Catalyst Programme, which 
is designed to develop employees to be able to apply for senior management posts 
within 3 years of completion.  3 of the 5 attendees were female employees. 
 
In some roles, there is occupational segregation by gender.  For example, the Street 
Cleansing and refuse Collectors roles are exclusively male and Customer Services 
officers are exclusively female.  This is because men are more likely to work with 
other men and women with other women (source: research findings of The Equality 
and Human Rights Commission).   
 
The Council’s pay gap does not mean that the pay practices are flawed; the gaps 
reflect the greater incidence of men at the higher grades within the pay scale and the 
greater incidence of women working part time.  Fewer women are managers 
particularly within scales 11 and above.  This mirrors existing patterns in local 
authorities and the wider UK workforce. 
 
The gender pay gap may be largely due to women’s role as primary provider of child 
and dependant care rather than to pay scales or job evaluation.  This can be seen in 
the distribution of working hours by gender table where it shows that 25.15% of 
women work part time in the Council compared to 10.72% of men.  The reasons for 
this may also include historical notions about men being the “breadwinner” in a 
family.   
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The Council has good policies and procedures relating to family friendly initiatives to 
accommodate the needs of women and carers 
 
This Equal Pay Audit underlines the Council’s commitment to equal treatment for all 
of its employees regardless of gender, ethnicity, disability, working hours or age.   
 
Recommendations 
 

 Produce a Market Supplements procedure to ensure that if the Council 
decides at any time in the future to award additional market supplements 
there is a robust process in place.   

 
 When a vacancy arises, consider whether any positive action initiatives are 

required to address the gender imbalance in senior roles. 
 

 The Council should continue to appoint new employees on the lowest spinal 
column point within the relevant grade.  However, where employees are 
placed on a higher point the production of properly documented decisions by 
managers will enable the Council to justify the decision later if challenged.   

 


