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We are pleased to present our second gender 
pay gap report for Salford City Council. This 
report sets out our current gender pay gap 
calculations as required by law but also details 
some further analysis we have undertaken 
and highlights some of the actions we have 
been taking over the last twelve months.

We are delighted that both our mean and median 
gender pay gap has reduced from this time 
last year, particularly when early reporting is 
showing the gender pay gap is increasing in 
many organisations. For the second year, our 
mean gender pay gap also remains significantly 
lower than the UK national average. 

Here at Salford we recognise that our workforce 
are our greatest asset, delivering our Great 
Eight priorities and helping us to turn our vision 
for a better and fairer Salford into reality. Our 
values of pride, passion, people and personal 
responsibility are central to our approach and 
remain the personal qualities which every 
employee is expected to demonstrate in all 
they do, making Salford a great place to work. 

As an exemplar employer we work in line 
with our City Mayor’s Employment Standards 
Charter and are committed to inclusion, 
fairness and equality of opportunity for all.  

This is achieved by everyone living our values 
and creating an environment and culture 
which respects individuals, appreciates 
difference and allows everyone, regardless 
of background, to reach their full potential.

Over the last twelve months we have been 
strengthening our approach to flexible working 
across our workforce. We are taking steps 
to improve our recruitment approach using 
the working families, ‘happy to talk flexible 
working’ national campaign in more of our 
job adverts. We have also increased flexible 
working arrangements at senior levels within 
the organisation ensuring that all employees can 
balance work and home life in a positive way. 
We are also prioritising engagement with our 
working carers to look at how we can further 
support the different needs of our workforce.    

We have invested further in workforce 
development and ‘growing our own’ over 
the past year, ensuring our workforce have 
the skills, knowledge and confidence to 
operate and progress in a rapidly changing 
environment. As part of our #LeadingSalford 
leadership framework, we have seen more 
female employees accessing a range of 
different leadership sessions than ever 

before. We also have over 90 women across 
the council either signed up or already 
undertaking an apprenticeship standard as 
part of their professional development. 

Finally we are about to implement our new local 
pay model as a result of the two year national 
joint council pay agreement. We are pleased that 
this will have a positive impact for all employees 
but over 400 women within our lowest pay 
grades are set to see pay rises of more than 
seven percent. We are proud to have been a 
Foundation Living Wage employer from 2013, 
however our new pay model ensures our lowest 
hourly rate for employees is now significantly 
higher than the Foundation Living Wage.

Foreword

Jim Taylor,  
Chief Executive

John Ferguson, 
Lead Member for 
Workforce and 
Industrial Relations
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Gender pay...one year on

423
Increase in the 
number of vacant 
posts being advertised 
as flexible working

Employee awards
Female employee of the 
year + female manager 
of the year

Reduction in
mean gender
pay gap by

1.2%

Reduction in
median gender
pay gap by

3.9% 70%

Over 400 women 
are set to receive a 
7.13% pay increase 
this year 

leadership 
development 
sessions were 
attended by 
female 
managers

Increase of 
women in the 
upper pay 
quartile by 2%

Reduction of 
women in the 
lower pay 
quartile by 1%

Upper
quartile

2%

1%

Lower
quartile

197£
women had a 
salary grade 
increase in the 
last 12 months

£

J BS
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This is the second report on our gender 
pay gap. In line with the legislation 
there are six calculations required 
under the publishing regulations on the 
snapshot date of 31 March 2018. 

Gender pay gap is the difference in the average 
hourly earnings of men and women within 
an organisation. There are six calculations 
required under the publishing regulations: 

• The difference in mean pay between 
male and female employees

• The difference in median pay between 
male and female employees

• The difference in mean bonus pay 
between male and female employees

• The difference in median bonus pay 
between male and female employees

• The proportions of male and female 
employees who were paid bonus pay; and

• The proportions of male and 
female employees in each quartile 
of their pay distribution. Quartile 
means four equal groups.

How do we calculate the 
mean gender pay gap?

We take the hourly rate for all male employees, 
add this together and divide by the total  
number of male employees. We then do the 
same calculation for all female employees.  
The percentage difference between these 
two numbers is the mean gender pay gap. 

Salford’s mean gender pay gap 13.3%

UK national mean gender pay gap 17.9%

 
How do we calculate the median 
gender pay gap?

Median is the middle point between the lowest 
and highest point. We look at the range of hourly 
rates for male and female employees. The 
median gender pay gap is the difference between 
the mid point of male and female hourly rates. 

Median gender pay gap 15.4%

Bonus pay
Salford City Council does not operate any bonus 
scheme so there is no bonus gender pay gap. 

Gender pay
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We’ve divided our workforce into 
four equal groups (quartiles)
according to hourly pay rates

What does our workforce look like?

60.5% 39.5%
Upper

32.3%67.7%
Upper middle

70% 30%
Lower middle

83.3% 16.7%
Lower
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At the snap shot date of 31 March 2018, 
over 70% of Salford City Council’s workforce 
was female, employed in a wide range of 
roles across the council at all levels.

Our workforce information

2293
female

965
male

70.3% 29.6%

45% of our workforce 
are part time
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During the last 12 months we have taken 
steps to further analyse and understand 
the gender pay gap including looking at our 
proportional gender pay gap. This can prove 
a more reliable indicator as it accounts for 
differences in the number of employees across 
different pay grades in the organisation. 

This calculation looks at the gender pay gap at 
each pay grade and then a weighting is applied 
according to the number of women at each 
grade. From this we can then calculate our 
overall proportional pay gap for the council.

Proportional pay gap

781 156

Grade 1

515 262

Grade 2

519 264

Grade 3

292 146

Grade 4

68 64

Grade 5

24 37

Local Scale

8.83 8.98

0.15 0.18 0.41 0.31 0.49 -0.43

1.63% 1.62% 2.71% 1.58% 2.12% -1.24%

0.56% 0.36% 0.61% 0.20% 0.06% -0.01%

11.08 11.27 14.63 15.03 19.13 19.44 22.85 23.34 35.39 34.95

Difference

Gender Pay Gap

Proportional Pay Gap

Employed by grade

Grade 1 Grade 2 Grade 3 Grade 4 Grade 5 Local Scale

Grade 1 Grade 2 Grade 3 Grade 4 Grade 5 Local Scale

Mean hourly rate by grade

Gender pay gap

1.78%
Overall

proportional
pay gap
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As explained in our first report, gender pay is 
different to equal pay and is largely affected 
by the composition of the workforce. Whilst 
we are pleased that the number of women 
in the lower quartile has reduced since last 
year, we still have a high proportion of women 
within this quartile. This relates to a high 
proportion of women occupying our lower 
paid roles such as catering and cleaning. 
These roles can be attractive for women 
who have family or caring responsibilities 
as they are mainly part-time and term-time 
only. This affects our gender pay gap.

We are proud to be able to retain service delivery 
in house, providing opportunities for Salford 
residents and changes to our local pay model 
mean that those occupying roles in the lowest 
quartile are set to receive pay increases of up 
to 7.13%. This new pay model sees the hourly 
pay of our lowest paid employees set at £9.44 
(from April 1 2019) which is significantly higher 
that the foundation living wage of £9 per hour.  

There have been some positive changes within 
our upper pay quartiles too with an increase 
of six per cent more women occupying roles 
within the upper middle and the upper quartiles. 
Further analysis shows that we now have an even 
split of men and women in our top 10 highest 
paid positions within the council. Our previous 
gender pay gap report shows that in 2017 women 
accounted for only 30% of our top ten earners 
so we have made real progress here too. Within 
these top ten positions we also have a range of 
flexible working arrangements, promoting a 
positive work/life blend at the most senior levels.

We have invested in our #LeadingSalford 
leadership framework to develop values-
based leaders who can achieve results 
through and with others, leaders who have 
the skills and confidence to carry out the 
people aspects of their role, leaders who are 
coaches and developers of people and leaders 
who can lead the way forward - taking a place 
and whole system approach to leadership. 

Over the last 12 months we have seen 423 
leadership sessions attended by our female 
managers. This is over 70% of the sessions 
attended. Workforce development continues 
to be a priority as we deliver on our ambitious 
apprentice strategy to recruit new talent into 
the organisation and upskill our existing 
workforce. Programmes to develop future and 
emerging leaders are also in development and 
we will ensure that we continue to ‘grow our 
own’ with opportunities being inclusive to all. 

Understanding our workforce information
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Next steps

• We will use high quality data 
to develop our action plans, 
targeting actions and resources 
to deliver positive results

• We will continue to engage with our 
workforce and other stakeholders, 
encouraging open discussions 
about gender equality. We will also 
continue to work with Stonewall, 
Europe’s largest lesbian, gay, 
bi and trans charity to create 
a truly inclusive workplace

• We will strengthen flexible working 
at all levels across the organisation 
to promote a positive work/life blend

• We will advertise more job roles 
as flexible using the working 
families, ‘happy to talk flexible 
working’ national campaign

• We will further engage with 
our working carers to ensure 
we are meeting the different 
needs of our workforce

• We will support the GM4Women2028 
campaign to see a better future for 
the women of Greater Manchester 
www.gm4women2028.org




