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GENDER PAY GAP

OUR GENDER 
PAY GAP IS 
ONE OF THE 
LOWEST FOR 
COUNTY 
COUNCILS 
OF OUR SIZE 

This document covers the Essex County 
Council Gender Pay Gap reporting for 
2020/21. Like most comparable local 
authorities, our workforce is made up of 
mainly female employees, representing 
75% of our overall workforce. 
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SNAPSHOT DATE 31 MARCH 2020

INTRODUCTION

The mean average Gender Pay 
Gap for 2020/21 is 9.3% which 
represents a 0.4% decrease from last 
years report. The mean pay gap is 
the difference between the average 
hourly earnings of men and women.

The median average Gender Pay 
Gap for  2020/21 is 9.8% which 
represents a 1.8% increase from last 
years report.

The median pay gap is the difference 
between the midpoints in the 
ranges of hourly earnings of men 
and women. It takes all salaries of 
employees in our organisation, lines 
them up in order from lowest to 
highest, and picks the middle salary. 
The median, we believe is a more 
accurate figure of our gender pay 
gap because it is less affected by 
outliers at the top or the bottom of 
the range. 

Our Gender Pay Gap is one of the 
lowest for county councils of our 
size, however our aim is to close the 
gap entirely. To understand how best 
to make improvements, we have 
worked with an external company 
of diversity and inclusion experts, 
Involve.  Involve use a diagnostic 
tool to look into the reality of what 
life is like here at Essex County 
Council in terms of equality, diversity 
and inclusivity and then assess our 
inclusion maturity.  INvolve rated 
ECC in the middle of a five point 
scale with a title of ‘Implementing’.

Further information on this 
assessment, our gender profile as 
well as ongoing activity to help close 
our Gender Pay Gap follows in this 
document. 

I can confirm that the Gender Pay 
Gap reporting for Essex County 
Council has been completed 
following the department of 
equalities and associated guidance.

Gavin Jones
Chief Executive

Pam Parkes
Executive Director, 
People & Transformation
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GENDER PAY GAP

HAVING A 
GENDER 
PAY GAP 
DOES NOT 
MEAN 
THERE IS 
AN EQUAL 
PAY ISSUE

The Gender Pay Gap Reporting results for 
Essex County Council shows mixed results. 
The mean average for 2020 demonstrates 
that on average women earn 9.3% less 
than men. This is down from 9.7% in 2019. 
However the median average is 9.8%, this 
is up from 8.0% since 2019.
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SNAPSHOT DATE 31 MARCH 2020

2020 RESULTS
(AS AT 31 MARCH 2020)

Our bonus pay gap has increased, 
however it is worth noting that less 
than 1% of employees received a 
bonus payment in the reporting 
period – in 2019, we de-coupled 
performance and pay through 
our new pay and grading system, 
applicable to the vast majority 
of the workforce. Due to this now 
much smaller sample size, figures 
can easily be very distorted by even 
one or two individual payments.  

It’s important to note that having 
a gender pay gap does not mean 
there is an equal pay issue. Equal 
pay means that there should 
be no difference in the pay and 
contractual terms of a woman and 
a man doing the same or similar 
work (or work of equal value) for the 
same employer. It is unlawful to pay 
people unequally because they are 
a man or a woman.

Gender Pay Gap

Mean 
(average)

Median 
(middle)

9.3%  0.4 9.8%  1.8
Bonus Pay Gap*

Mean 
(average)

Median 
(middle)

19.7%  16.9 14.3%  14.3

Proportion of Males and Females 
receiving a bonus payment*

Male Female

1.2% 0.4%

Proportion of Males and Females 
in each quartile band

Lower quartile 
up to: 
£11.52 

per hour

Lower middle 
quartile: 

£11.53 to £14.92
per hour

Upper middle 
quartile: 

£14.93 to £20.29
per hour

Upper quartile 
from: 

£20.30 
per hour

Male Female
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GENDER PAY GAP

WORKFORCE ANALYSIS 
BY GRADE

It’s important to take into 
consideration the gender balance 
of the council. Overall, 75% of our 
employees are female, and each 
grade category is comprised of more 
female than male employees.

The Gender by grade category 
graph demonstrates that the volume 
of male employees increases to 
the more senior end of the grade 
categories. Although our workforce is 
comprised of more Women then Men, 
this in itself creates an imbalance. 

The volume imbalances of male 
employees from “Grade J” category 
(earning on average 16k) to the 
“Grade C+” category (earning 
over 65k) means that the average 
earnings for male employees are 
going to be higher.

It’s important to stress however, that 
this does not equate to an equal pay 
issue at ECC (where men could be 
paid more than women for doing the 
same job).

Gender Split of workforce by grade category (%)*

* Please note this incorporates over 94% of employees. The remaining 
proportion are on differing pay scales due to the nature of their roles, and it 
would not be possible to compare like for like and they are therefore excluded.
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Female Male

Grade J salary from National Living Wage Grade C+ salary from £65,650
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SNAPSHOT DATE 31 MARCH 2020

WORK WE’RE DOING 
TO ADDRESS THE GAP

Since our 2019/20 report, we have already actioned some key 
initiatives to help address the Gap.

We’ve launched a 
new way to attract 
diverse talent to 
ECC including a new 
website and talent 
attraction strategy.

We’ve developed a 
wellbeing strategy 
by understanding the 
views of our workforce 
around what they need 
from ECC.

We have 
commissioned a 
third party review of 
Diversity & Inclusion 
at ECC.

Of particular note was the third party review of Diversity & Inclusion at ECC, 
working with experts Involve to understand how best to make improvements. 
Involve’s assessment is that ECC is ‘implementing’ - we have many of the 
hallmarks of leading organisations in the diversity and inclusion sphere:

Recruitment
We use a range 
of job boards for 
attracting candidates, 
as well as strong 
graduate recruitment 
approaches including 
some which target 
diverse talent 
specifically.

Place to work
Employees hold 
generally positive views 
of ECC as a place to 
work.

Listening
We have listening 
forums and segment 
employee survey 
results by diversity 
steam to try and 
understand our results 
better.

Communicating
We are good at 
communicating about 
diversity and inclusion.

Networks
We have well 
established employee 
networks who have 
access to a budget for 
events and are given 
time to dedicate to 
network activities.

Policy Support
We have a variety of 
resources and policies 
which aim to address 
and support equality 
and inclusion.

Attitude towards D&I
There are few 
detractors in ECC who 
are not on board with 
diversity and inclusion.
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GENDER PAY GAP

WORK WE’RE DOING 
TO ADDRESS THE GAP

We know there are areas to improve, and the following are 
areas suggested by Involve;

Political leadership
A lack of diversity 
across our Political 
Cabinet / other 
Councillors.

ECC Leadership
Lack of diverse 
representation at 
senior levels (Grades 
A-C).

Formal Training
Lack of formal training 
on inclusive recruitment 
and mitigating bias 
in recruitment for 
managers

Strategy & Focus
Lack of operationalised 
D&I strategy, tangible 
targeted programmes 
and accountability 
infrastructure.

Talent
Lack of diversity 
tracking of participants 
of development 
programmes.

Policy Support
Lack of trust that 
grievances will be 
handled confidentially.

Following up
Not following up our 
talk about diversity 
and inclusion with 
tangible actions.

Data & Insight
Lack of KPIs relating to 
diversity and inclusion. 
We don’t use diversity 
data to create targeted 
programmes of work 
outside of the gender.

Experiences
Reported experiences 
of race, gender and 
age discrimination 
(including micro 
aggressions) and a 
view that the ECC 
culture is prohibitive to 
carers and parents

Inconsistent 
approaches and 
experiences across the 
organisation.
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SNAPSHOT DATE 31 MARCH 2020

WORK WE’RE DOING 
TO ADDRESS THE GAP

Taking Involve’s 
suggestions into 
consideration, we 
have now already; 

Shared the findings 
(and our commitments 
to address them) 
with our Employee 
Networks and the 
broader employee 
population

Built in equality & 
inclusion into our 
new People Plan as a 
priority focus area

Started to map the 
role of a new Equality 
and Inclusion Lead 
into ECC, treating 
equality and inclusion 
as a high priority in the 
same way we have as 
Wellbeing

We are also taking 
steps to implement 
the following;

Use the Ways of 
Working programme to 
start to address some 
of the cultural issues 

Task the E&I Lead 
with leading the 
development of an 
Inclusion Strategy and 
underpinning workplan, 
involving existing 
employee networks 
and groups

Look at some ‘quick 
wins’ e.g. what can we 
do to our recruitment 
process / practice to 
address insights

Although we know 
this will not enact 
deep rooted change 
overnight, we are 
confident that these 
steps will help to drive 
us in the right direction 
and ensure Diversity & 
Inclusion is at the heart 
of ECC.  
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GENDER PAY GAP

BACKGROUND

Having a gender pay gap does not 
mean there is an equal pay issue.  
Equal pay means that there should 
be no difference in the pay and 
contractual terms of a woman and a 
man doing the same or similar work 
(or work of equal value) for the same 
employer. It is unlawful to pay people 
unequally because they are a man or 
a woman.

Gender pay gap reporting requires 
organisations with 250 employees or 
more to report their pay gap.

There are six different measures with 
their own calculations.

A written statement, included in 
the introduction of this document, 
confirms the accuracy of the 
calculations as per the Equality 
Act (Gender Pay Gap information) 
regulations 2017.

The reported figures are based on a 
“Snapshot” date of the 31st March 
2020 as per the Gender pay gap 
reporting requirements.

Public sector organisations 
must publish their report on the 
government website as well as their 
own website by 5th October 2021. 
The retention period for this report 
will be three years.

Agency workers and those 
contracted via third party’s are not 
included in the dataset. All other 
relevant employees are included.

The definition and calculations 
required (which we have followed) 
can be found at:
 
www.gov.uk/guidance/gender-pay-
gap-reporting-guidance

http://www.gov.uk/guidance/gender-pay-gap-reporting-guidance
http://www.gov.uk/guidance/gender-pay-gap-reporting-guidance


This information is issued by:
Essex County Council  
People & Transformation

Contact us:
service.centre@essex.gov.uk>
03330 135888

People & Transformation 
Essex County Council 
County Hall, Chelmsford 
Essex, CM1 1QH

 Essex_CC
 facebook.com/essexcountycouncil

The information contained in  
this document can be translated,  
and/or made available in alternative 
formats, on request.

Published October 2021

DS21_7345
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