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Equality Information for Lancashire County Council – incorporating 
Gender Pay Gap Reporting 

March 2019 

Executive Summary 

To meet the equality information specific duty which forms part of the Public Sector 
Equality Duty (PSED) of the Equality Act 2010, Lancashire County Council has 
compiled the following information to show how it is progressing towards meeting the 
PSED's general aims to: 

• Eliminate discrimination, harassment and victimisation and any other conduct 
which is prohibited under the Act; 

• Advance equality of opportunity between people who share a protected 
characteristic and people who do not share it; 

• Foster good relations between people who share a relevant protected 
characteristic and those who do not share it. 

The Equality Information also includes the County Council's Gender Pay Report 
which is also now required. 

Gender Pay Gap Report  

The Equality Act 2010 (Gender Pay Gap Information) Regulations came into effect in 
March 2017 and require organisations with 250 employees or more to publish 
statutory calculations every year showing how large the pay gap is between their 
male and female employees. 

All public sector employers are required to publish these calculations by 30 March 
2019 – based on a snapshot date of 31 March 2018 – and every 12 months 
thereafter.  This is the second year that the Council has been required to publish its 
gender pay gap report and inclusion in the Equality Information document will 
continue to be one of the methods used by the Council to fulfil this requirement. 

Gender pay reporting is different to equal pay and a different requirement to carrying 
out an equal pay audit.   

Equal pay relates to men and women receiving equal pay for equal work, and not 
meeting this requirement – paying people unequally because they are a man or a 
woman – is unlawful in the UK. 

The gender pay gap shows the difference in the average pay between all men and 
women in the workforce – a positive pay gap is used to indicate that men earn more 
on average and a negative pay gap that women earn more on average – and does 
not necessarily mean that men and women in equivalent roles are not in receipt of 
equal pay. 



2 
 

The Council's Gender Pay Gap Report is set out below. 

Key Notes: 

• The calculations are based on an employee "headcount" as at the snapshot 
date as opposed to full time equivalent numbers. 

• A wider definition of who counts as an employee is used for the purpose of 
the report, taken from the Equality Act 2010.  This means that casual workers, 
who do not generally feature in other reports that the Council produces, are 
included in the numbers. 

• A relevant employee is defined as someone employed by the Council on the 
snapshot date. 

• A full-pay relevant employee is defined as someone employed by the Council 
on the snapshot date who is paid their full basic pay during the relevant pay 
period.  This means that an employee who is on leave and is being paid on a 
reduced or nil rate of pay during the relevant pay period will not fall in to the 
category of "full pay relevant employee" for the purpose of the reporting 
requirements. 

• In the following tables it should be noted that the County Council has its most 
balanced distribution of men and women in the upper quartile of posts (almost 
64.2% are female including the Chief Executive) whilst 72.3% of employees in 
the overall  workforce are female.  This differs slightly from the Corporate 
Measures information which is based purely on a headcount of employees 
and where the upper quartile and senior posts measures are different.  Many 
of the female workforce profile are in cleaning, caring or catering roles which 
traditionally attract lower pay than the lowest paid roles in more male 
dominated work areas such as highways maintenance which is reflected in 
the lowest quartile information.  Women are also over-represented in part time 
roles and may also make greater use of flexible working options available.  
These factors will affect the figures below. 

Mean Gender Pay Gap 

Mean Gender Pay Gap National Average 
(National Statistics 2017 Annual Survey 
of Hours and Earnings with 2016 figure 

below) 
13.0% (as at 31 March 2018) 
13.6% (as at 31 March 2017) 

18.4% 
18.1% 

 

This is the difference between the mean (average) hourly rate of pay of male full-pay 
relevant employees and that of female full-pay relevant employees. 

This figure indicates that male employees of the Council are paid 13.0% more as a 
mean hourly rate of pay than female employees as at 31 March 2018. 
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This indicates a slight narrowing of the mean gender pay gap by about 0.6% over the 
year. 

Median Gender Pay Gap 

Median Gender Pay Gap National Average 
(Chartered Management Institute 2017 

Gender Pay Survey with 2016 figure 
below  

19.5% (as at 31 March 2018) 
20.3% (as at 31 March 2017) 

26.8% 
23% 

 

This is the difference between the median (actual midpoint) hourly rate of pay of 
male full-pay relevant employees and that of female full-pay relevant employees. 

This figure indicates that male employees of the Council are paid 19.5% more as a 
median hourly rate of pay than female employees. 

This indicates a narrowing of the median gender pay gap by about 0.8% over the 
year. 

Mean and Median Gender Pay Gap for Bonus Pay 

Mean Gender Pay Gap for Bonus Pay Median Gender Pay Gap for Bonus Pay  
0% (as at 31 March 2018) 
0% (as at 31 March 2017)  

0% (as at 31 March 2018) 
0% (as at 31 March 2017) 

 

This is the difference between the mean (and median) bonus pay paid to male 
relevant employees and that to female relevant employees. 

The Council does not operate any performance related pay or bonus schemes and 
therefore has no bonus gender pay gap.  This consequently negates the need to 
report on the proportions of male and female employees who were paid bonus pay. 

Proportion of Male and Female Employees in Each Quartile of the Council's Pay 
Structure 

(Quartile Breakdown as at 31 March 2018) 

                 Quartile                 Female                      Male                       Total 
                            1                     85.4%                     14.6%                       100% 
                            2                       73%                       27%                      100% 
                            3                     66.8%                     33.2%                      100% 
                            4                     64.2%                     35.8%                      100% 
           Grand Total                     72.3%                     27.7%                      100% 
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(Quartile Breakdown as at 31 March 2017) 

Quartile Female Male Total 
1 86% 14% 100% 
2 72.1% 27.9% 100% 
3 66.7% 33.3% 100% 
4 64% 36% 100% 

Grand Total 72.2% 27.8% 100% 
 

This is the proportions of male and female full pay relevant employees in the lower, 
lower middle, upper middle and upper quartile pay bands. 

Equality Information 

The County Council have traditionally used a series of employment performance 
measures/indicators in terms of equality with a "watching brief" kept on the 
information.  

Employment Equality Indicators for December 2017 and December 2018 

Indicator % in December 2017 % in December 2018 
BME employees in the 

LCC workforce 
3% 2.9% 

Disabled employees in 
the LCC workforce 

2% 2% 

Women in the LCC 
workforce 

74.2% 74.1% 

BME employees is senior 
LCC posts 

3.7% 3.3% 

Disabled employees in 
senior LCC posts 

3.7% 1.8% 

Women in senior LCC 
posts 

65.8% 57.9% 

 

The information relating to senior posts can be quite volatile as there are a relatively 
small number of employees particularly in the BME and disability categories so an 
individual joining or leaving the County Council can have a significant impact on the 
figures.  Also the definition used has varied between employees at Scale Point 45 
and above and those at Grade 11 and above – this year it has been confirmed that 
the Grade 11 and Above definition will be used going forward but this may have 
adversely impacted comparisons of the figures between 2017 and 2018 as some 
employees will no longer be included within the definition – i.e. those at Scale Points 
45 and 46.  However, as the new NJC Scales are to be adopted from April 2019, 
using Grade 11 and above as the definition has been agreed. 
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There has been a slight decline (0.1%) in the percentage of BME employees in the 
County Council workforce between 2017 and 2018 and a decline of 0.4% in the 
percentage of BME employees in senior posts.  The percentage of BME employees 
in senior posts is slightly above that for the workforce as a whole. 

The percentage of disabled employees in the workforce has remained constant at 
2% between 2017 and 2018 but the percentage in senior posts has halved and for 
the first time since information has been compiled, the percentage of disabled 
employees in senior posts is less than in the workforce overall.  6 disabled people in 
senior posts left the County Council during the reporting period which was 14.3% of 
leavers in this group and is a disproportionate number of senior post leavers 

Almost 58% of senior posts are held by women, which has gone down from over 
65% in 2017.  Consequently the gap between women in the workforce overall 
(74.1%) and women in senior posts has widened to around 16%, although this may 
be attributable to the more complete information available for 2018 as the Gender 
Pay Gap Report suggests greater consistency between 2017 and 2018 for the upper 
quartile figure.  The County Council has a female Chief Executive and the 
Management Team as a whole is comprised of 3 males and 5 females).  

Whilst not part of the Corporate Measures process, comprehensive data for the 
County Council's age profile of employees is available.  It is summarised below: 

Employee 
Profile 

Percentage of 
Employees 
aged 16-24 

Percentage of 
Employees 
Aged 25-39 

Percentage of 
Employees 
aged 40-64 

Percentage of 
Employees 
aged 65+ 

Employees in 
the Workforce 
31 December 
2017  

               4.7%                 25%              64.9%                5.4% 

Employees in 
the Workforce 
31 December 
2018 

               4.1%              25.8%              66.1%                4.1% 

Employees in 
Senior Posts 
31 December 
2017 

                     0              15.9% 
 
 
 

             83.4%                0.7% 

Employees in 
Senior Posts 
31 December 
2018 

                     0             15.4%              83.8%                0.8% 

 

There has been a slight reduction in the workforce profile for employees aged 16-24 
and those aged 65 and over whilst percentages in the other two areas have risen 
slightly.  In terms of senior posts the vast majority of postholders are aged 40-64. 
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Statistics in relation to employee's sexual orientation and religion or belief remain 
very incomplete despite efforts to encourage employees to update this information. 

Elsewhere in this document figures will be provided including staff from BTLS but as 
this section deals with the Lancashire County Council corporate measures, the 
figures above only include Lancashire County Council Directorate based employees.    
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