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Gender Pay Gap Statement as at 31 March 2018

We are an employer, required by law to carry out Gender Pay Reporting under the Equality 
Act 2010 (Gender Pay Gap Information) Regulations 2017.

This involves carrying out six calculations that show the difference between the average 
earnings of men and women in our organisation.  These calculations are: 

 the difference in the mean pay of full-pay men and women, expressed as a percentage;

 the difference in the median pay of full-pay men and women, expressed as a 
percentage;

 the difference in mean bonus pay of men and women, expressed as a percentage;

 the difference in median bonus pay of men and women, expressed as a percentage;

 the proportion of men and women who received bonus pay; and

 the proportion of full-pay men and women in each of four quartile pay bands.

We are required to publish the results on our own website and a government website. We can 
use these results to assess:

 the levels of gender equality in our workplace
 the balance of male and female employees at different levels
 how effectively talent is being maximised and rewarded.

The challenge in our organisation and across Great Britain is to eliminate any gender pay gap.

The figures have been reached using the mechanisms that are set out in the gender pay gap 
reporting legislation.  For more information see: https://www.gov.uk/guidance/gender-pay-
gap-reporting-overview 

https://www.gov.uk/guidance/gender-pay-gap-reporting-overview
https://www.gov.uk/guidance/gender-pay-gap-reporting-overview
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SHDC Results:

1. The difference in the mean pay of full-pay men and women, expressed as a 
percentage is 1.5%

This figure is based on:

• A standard mean male hourly rate of £12.56
• A standard mean female hourly rate of £12.37

2. The difference in the median pay of full-pay men and women for SHDC 
is - 16.2%

This figure is based on:

• A standard median male hourly rate of £10.43
• A standard median female hourly rate of £12.12

3. The difference in the mean bonus pay of men and women, for SHDC is 100 %

This figure is based on:

• A mean annual male bonus of £130.12
• A mean annual female bonus of £0.00

Summary

In other words this result means that women’s mean (average) pay is 1.5% 
lower than men’s.  As a comparison, based on information provided by the LGA 
following the first year of Gender Pay Reporting, the mean gender pay gap in 
local government was 6.8%. Also according to the LGA, across the whole 
economy this was 12%.  It is important to note that 55% of our Senior 
Management Team are employed by Breckland Council due to the Shared 
Management arrangements we have with them and 53% of this group are 
females. 

Summary

This negative figure demonstrates that pay for female employees is 
proportionately higher than that for males. There are a higher proportion of 
females in senior positions at SHDC which increase the median hourly rate.   In 
2017 this figure was -16.5%.  
Following the first year of Gender Pay Reporting, the LGA reported that the 
median gap in local government was 5% and 9.7% across the whole economy.  
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4.  The difference in the median bonus pay of men and women for SHDC is 100%

This figure is based on:

• A median annual male bonus of £2029
• A median annual female bonus of £0.00

5. The proportion of men and women at SHDC who received bonus pay is 

•  Number of males employed who receive a bonus is 6.6%
•  Number of females employed who receive a bonus is 0 %

Summary

At the snapshot date, operatives (Plumbers, Electricians, and Carpenters) 
qualified for a 20% guaranteed bonus.  Their terms and conditions changed 
during the year meaning that they no longer qualify for this. This change to 
their terms and conditions has not had a detrimental impact on them.  At the 
time of reporting SHDC did not employ any females in this work group.

Summary

At the snapshot date, operatives (Plumbers, Electricians, and Carpenters) 
qualified for a 20% guaranteed bonus.  Their terms and conditions changed 
during the year meaning that they no longer qualify for a bonus. This change to 
their terms and conditions has not had a detrimental impact on them.  At the 
time of reporting SHDC did not employ any females in this work group.

Summary

At the snapshot date, operatives (Plumbers, Electricians, and Carpenters) 
qualified for a 20% guaranteed bonus.  Their terms and conditions changed 
during the year meaning that they no longer qualify for this. This change to 
their terms and conditions has not had a detrimental impact on them.  At the 
time of reporting SHDC did not employ any females in this work group.
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6. The proportion of full-pay men and women in each of four quartile pay bands.

SHDC pay quartiles (number of employees in each band).  This is data of those employed 
by SHDC – it does not take into account salaries of some Senior Managers who are part of 
the Shared Management Arrangement with Breckland Council.  While the costs are shared 
by SHDC and Breckland Council, many are in fact employees of Breckland Council so have 
not been included in these figures. 

Band Males Females Description

A 37 17 Includes all employees whose standard hourly rate
places them at or below the lower quartile

B 27 26 Includes all employees whose standard hourly rate
places them above the lower quartile but at or below
the median

C 26 28 Includes all employees whose standard hourly rate
places them above the median but at or below the
upper quartile

D 31 22 Includes all employees whose standard rate places
them above the upper quartile

How does this compare per quartile?

Band A (lowest Band B Band C Band D (highest
paid) paid)

Male: 68.52% Male: 50.94% Male: 48.15% Male: 58.49%
Female: 31.48% Female: 49.06% Female: 51.85% Female: 41.51%

Summary

There are a higher number of males in the lowest quartile reflecting those 
working within the Refuse teams. However when analysing the % of each gender 
included within each of the other quartiles it can be seen that that there is an 
even spread across the quartiles of each gender. 


