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Executive Summary

1. This report provides Members of Cabinet with details of the Gender Pay Gap, 
and recommends that Cabinet approve the publication of the information in 
line with our statutory obligations.  

Recommendation

2. Consider the Council’s position with regards to the Gender Pay Gap, and 
approve its publication on the Council’s and Government’s websites.

Reason for Recommendation

3. The Council is legally required to publish gender pay gap information relating 
to our employees no later than 30th March 2018.

Key Points for Consideration

4. Background

4.1 The Equality Act 2010 (Specific Duties and Public Authorities) Regulations 
2017 were effective from 9th March 2017. As part of the existing Public Sector 
Equality Duty these imposed a specific duty of Gender Pay Gap (GPG) 
reporting requirements on Public Authorities.

4.2 As a public authority Rochdale Borough Council is required to publish gender 
pay gap information relating to our employees who are employed by us on the 
relevant snapshot date identified as 31st March 2017.

4.3 Each local authority must publish information to demonstrate compliance with 
the period 12 months beginning with the snapshot date of 31st March 2017, to 
be published no later than 30th March 2018. 



4.4 The information is to be repeated at yearly intervals thereafter on the same 
snapshot date of 31st March within that relevant year.

4.5 The Council is required to publish:-

(a) The difference in the mean pay of full-pay male and female employees 
expressed as a percentage.

(b) The difference in the median pay of full-pay male and female 
employees expressed as a percentage.

(c) The proportions number of male and female full-pay relevant 
employees employed in the lower, lower middle, upper middle and 
upper quartile pay bands.

(d) Differences in bonus pay*
(e) The information on our website to be accessible to all employees and 

the public for at least 3 years from the date of publication and to upload 
on the dedicated government website.

* this is not applicable to us as bonus was removed as part of the Pay & Grading 
Review process in 2010.

5. Gender Pay Gap Information

5.1 Attached at Appendix 1, is the information that the Council is required to 
publish by 30th March 2018. This includes the GPG breakdown for Rochdale 
Borough Council as at 31st March 2017 and the methodology used. 

5.2 The calculations show Rochdale Borough Council’s overall mean and median 
gender pay gap based on hourly rates, plus quartile data which are:-

(a) Overall percentage difference in mean hourly rate between male and 
female employees has been calculated as:-

(£12.98 - £12.45) x 100 = 4.08% mean GPG (females; 53p/hr lower)
£12.98

(b) Overall percentage difference in median hourly rate between male and 
female employees has been calculated as:-

(£10.91 - £10.75) x 100 = 1.47% median GPG (females; 16p/hr lower)
     £10.91

5.3 Our proportion of male and female employees according to quartile pay bands 
are:-

Quartile Male Female % Male % Female
Highest 293 513 36 64
Upper Middle 223 583 28 72
Lower Middle 238 568 29 71
Lowest 252 555 31 69
Total 1006 2219 31 69



From this it can be seen that females are the highest proportion across the 
four equally sized quartiles.

5.4 Our comparative position within AGMA is below.

Local Authority Mean 
GPG

Median 
GPG

Blackburn 0.66% -2.80%
Bolton 6% 10.70%
Bury 8.84% 7.73%
Manchester 9.08% 8.81%
Oldham 6.16% 8%
Rochdale 4.08% 1.47%
Salford 8.90% 14.10%
Stockport 2.80% 1.80%
Tameside 3.03% -5.81%
Trafford 10.70% 17%

5.5 From this it can be seen that Rochdale Borough Council’s position is good 
and is within the lowest quartile of comparators with regard to gender pay gap 
differentials.

5.6 It is considered that this is attributable to the ongoing efforts to eradicate pay 
inequalities since 2010 linked to the identification and removal of equal pay 
issues such as the removal of bonus payments and the implementation of job 
evaluation systems and new pay and grading structures.

5.7 The organisation also benefits in the highest quartile from the number of 
females in senior managerial roles, including at Senior Leadership level where 
11 of the 18 senior leaders are women.

5.8 In addition the Council has introduced a Rochdale Local Living Wage (RLLW) 
that has ensured that the hourly rates of the lowest paid employees in Grades 
1 and 2 (such as cleaners, catering assistants and bus escorts – all 
traditionally female dominated roles) have increased annually in line with the 
Rowntree Foundation recommendations. The RLLW is above the national 
minimum wage and national living wage amounts and from 1st April 2018 will 
be £8.75 per hour.

Alternatives Considered

As this is part of the Council’s statutory obligations, there are no other 
alternatives.

Costs and Budget Summary

6. There are no direct financial implications resulting from this report or its 
implementation. 



Risk and Policy Implications

It is a legal requirement for all relevant employers to publish their gender pay 
gap information.  Failing to do so is unlawful, and the A failure to
comply would create a reputational risk for the Council. Equality and Human 
Rights Commission has the power to enforce any failure to comply with the 
regulations; the EHRC has produced a draft policy as to how they plan to 
enforce these regulations which can be found at the link below: – 

https://www.equalityhumanrights.com/en/publication-download/closing-gap-
enforcing-gender-pay-gap-regulations 
  
In addition the Government has indicated its intention to publicly name those 
organisations that fail to comply with the legislation. so the Council would 
also run a reputational risk if it fails to publish this information.  

7.

Consultation

7. The Leadership Team and Cabinet Member for Corporate and Resources 
have been informed of the Councils position.

Background Papers Place of Inspection

8. None N/A

For Further Information Contact: Rosemary Barker, 
rosemary.barker@rochdale.gov.uk

https://www.equalityhumanrights.com/en/publication-download/closing-gap-enforcing-gender-pay-gap-regulations
https://www.equalityhumanrights.com/en/publication-download/closing-gap-enforcing-gender-pay-gap-regulations


Appendix 1

GENDER PAY GAP – ROCHDALE BOROUGH COUNCIL, 31ST MARCH 2017

Gender Pay Gap difference in hourly rate

Women’s hourly rate is:

4.08%
Lower
(mean)

1.47% 
Lower

(median)

Gender Split within each Pay Quartile

Top quartile

36.4% 63.6%

Men Female

Upper middle quartile

27.7% 72.3%

Men Female

Lower middle quartile 

29.5% 70.5%

Men Female

Lower quartile

31.2% 68.8%

Men Female

How many men and women are in each quarter of the payroll



Calculation Methodology

1) Identification of Full Pay Relevant Employees (FPRE)

The table below shows full pay relevant employees as per the GPG definition. 
It excludes:-

 Schools
 External/Agency Workers
 57 employees who were on less than their full pay due to maternity 

leave, sick leave etc
 It includes 577 casual/seasonal workers who were employed on the 

snapshot reporting date

Gender Count Full-Time Part-Time
Female 2219 921 1298

Male 1006 666 340
Total 3225 1587 (49%) 1638 (51%)

2) Calculation of ordinary pay

Ordinary pay is basic pay; allowances; pay for leave. This doesn’t include 
overtime; redundancy; pay in lieu of notice.

The sum used was the amount paid before deductions at source (such as 
deductions for tax, NI, pension and salary sacrifice schemes).

3) Calculation of hourly rate of Pay

All amounts of ordinary pay paid to the employee during the relevant pay 
period was identified and any amount that would normally fall to be paid within 
a different pay period was excluded.

These have been added together, multiplied by 7 and divided by the number 
of days in the relevant pay period.

Not applicable to Rochdale Borough Council

Bonus Pay – 31/03/17

Women’s bonus pay is;
0%

Lower
(mean)

0%
Lower

(median)
Who received bonus pay;

0%
Of men

0%
Of women



4) Calculation of Difference in the mean hourly rate of Pay 

The difference between the mean hourly rate of pay of male full-pay relevant 
employees and that of female full pay relevant employees must be expressed 
as a percentage of the mean hourly rate of pay of male full pay relevant 
employees and was determined as follows:-

(A-B) divided by A multiplied by 100

Where:-
A= Mean hourly rate of pay of all male full pay relevant employees, and
B = the mean hourly rate of pay of all female full pay relevant employees  

5) Calculation of Difference in the median hourly rate of pay

The difference between the median hourly rate of pay of male full-pay relevant 
employees and that of female full pay relevant employees must be expressed 
as a percentage of the median pay of male full pay relevant employees and 
was determined as follows:-

(A-B) divided by A multiplied by 100

Where:-
A= Median hourly rate of pay of all male full pay relevant employees, and
B = the Median hourly rate of pay of all female full pay relevant employees  

6) Proportion of male and female employees according to Quartile Pay 
Bands

The proportions of male and female full pay relevant employees in the lower; 
lower middle; upper middle; and upper quartile pay bands have been 
determined as follows:-

The hourly rate of pay for each full pay relevant employee was determined.
Those employees were then ranked in order from lowest to highest paid.
The ranked employees were divided into 4 sections each comprising of an 
equal number of employees, to determine the lower middle, upper middle, and 
upper quartile bands

The proportion of male full pay relevant employees within each quartile pay 
band must be expressed as a percentage of the full pay relevant employees 
within that band and was calculated as follows:-

A divided by B multiplied by 100

Where:-
A = number of male full pay relevant employees in a quartile pay band, and
B= number of full pay relevant employees in that quartile pay band



The proportion of female full pay relevant employees within each quartile pay 
band must be expressed as a percentage of the full pay relevant employees 
within that band and was calculated as follows:-

A divided by B multiplied by 100

Where:-
A = number of female full pay relevant employees in a quartile pay band, and
B= number of full pay relevant employees in that quartile pay band

NB where employees receiving the same hourly rate of pay fall within more 
than one quartile pay band must ensure that when ranking the employees the 
relative proportion of male and female employees receiving that rate of pay is 
the same in each of those pay bands 


