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Executive/routine Executive
Wards All
Council Commitments

1. Recommendations

1.1  The Policy and Sustainability Committee is recommended to review and note
the outcomes of the 2021 annual pay gap report (for gender, race/ethnicity
and disability pay gaps), which will be published later in October 2021.

Stephen S. Moir
Executive Director of Corporate Services

Contact: Katy Miller, Service Director: Human Resources
Human Resources Division, Corporate Services Directorate
E-mail: katy.miller@edinburgh.gov.uk | Tel: 0131 469 5522
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Report

Pay Gap Report

Executive Summary

2.1

2.2

2.3

2.4

2.5

2.6

The Council is currently bound by duties arising from the Equality Act 2010
(Specific Duties) (Scotland) Regulations 2012, which require the Council to
positively eliminate discrimination and publish gender pay gap information
every two years.

Whilst the current regulations require us to publish pay gap every second
year, the Council has committed to publish our pay gap reporting on an an-
nual basis so that we can monitor our outcomes more regularly. The last (gen-
der) pay gap reporting to Policy and Sustainability Committee took place in
October 2020.

This report provides an update on the organisation’s gender pay gap, gender
pay gap by age and part-time gender pay gap. This year the Council has ex-
panded reporting to include pay gap analysis for additional protected charac-
teristics including disability (and long-term health conditions) and race/ethnic-

ity.
The data used within the report is at 31 March 2021.

Key points to note from the 2021 reporting are:

e The gender pay gap remains consistent at 3.8% (slight reduction of 0.3%)

e The density of female workforce in senior grades reduced by 2%

e The part-time gender pay gap increased from 20.0% to 20.5%

e The gender pay gap by age for females over forty years reduced margin-
ally, from 7.0% to 6.7%

e There is a positive gender pay gap by age for females under forty years at
-2.6%, changing marginally from -2.2% last year

e The race/ethnicity pay gap is currently 14.1% (based on current data held)

e The disability pay gap is currently 7.0% (based on current data held)

We've recently undertaken a campaign to improve the quantity and quality of
employee data held for protected characteristics. The analysis contained in
this report is based on the following data:
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Dataset % complete data
Gender (male/female) 100%
Age 100%
Part-time 100%
Race/ethnicity 83%
Disability 80%
Background

3.1

3.2

3.3

3.4

Closing our workforce pay gaps requires a clear understanding of the issues
that drive the differences in pay, and a collaborative effort at every level of our
organisation and at every point in the employee lifecycle. We recognise that
whilst we’re acting locally to close the workforce pay gaps, this requires a
meaningful shift in cultural norms more widely.

Understanding the data and trends gives insight to help us develop strategic
initiatives whereby we remove cumulative bias and improve our pay gap posi-
tion over the longer term.

Close monitoring and impact assessments are critical to support improvement
of the gaps.

A range of positive activities have taken place in this space since we reported
last year with further actions planned for in the coming year to support in-
creased diversity, equality and inclusion within the organisation.

Main Report

4.1

4.2

The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 requires
public authorities with 20 or more employees to publish gender pay gap infor-
mation on the percentage difference between men’s and women’s average
hourly pay, excluding non-contractual overtime.

The Council has three separate pay/grading structures:

* Local Government Employees (LGE) — Grades 1 to 12, underpinned by job
evaluation using the equality proofed Capital job evaluation scheme;

» Teachers — Jobs sized from a pay perspective in accordance with the Scot-
tish Negotiating Committee for Teachers (SNCT); and,

* Chief Officials — Nationally agreed grading structure underpinned by inde-
pendent and external Korn Ferry job evaluation scheme and benchmarking.
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4.5

4.6

4.7

What is pay gap reporting?

A “pay gap” is not the same as “equal pay”. Equal pay is the equal payment of
men and women for undertaking the same work. Men and women are paid
equally for doing equivalent jobs across the organisation.

Pay gap analysis shows the difference in average hourly rate between one
group and another, e.g. women and men (the gender pay gap).

The scope of the organisation’s pay gap analysis is as follows:

Data Scope Workforce Demographic

Employees Groups in Scope | LGE, Chief Official, Craft, Teaching

Employee Groups Excluded | Agency

Permanent, Fixed Term, temporary, apprentice,
Contracts in Scope trainee

Contracts Excluded Casual, supply

Basic Pay, Working Time Payments, Contractual
Payments in Scope Overtime

Payments Excluded Allowances, Salary Sacrifice, Overtime (claims)

This year’s reporting reflects a total of 21,431 contracts in place at 31 March
2021, with a headcount of 17,261.

How are pay gaps calculated?

Pay gap analysis is expressed as a percentage. A pay gap is calculated by
working out the difference between the average hourly rate between one
group and another. Pay gap analysis captures the mean average and median
average hourly rates and resulting pay gaps:

Terminology Description

The mean of a group of values is the sum of all values added to-

Mean average gether and divided by the number of values in the set.

The mean pay gap is a measure of the difference between one
Mean pay gap group’s mean hourly wage and another group’s mean hourly
wage.

The median of a group of values is calculated by ranking all val-
Median average | ues in order, from the highest to the lowest, and taking the value
in the middle.

The median pay gap is the difference between one group’s me-

Median pay gap dian hourly wage and another group’s median hourly wage.
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Workforce Profile

The organisation’s overall workforce gender profile has remained unchanged
since the previous report, at 70% female and 30% male.

Since the last report, the full-time female workforce increased by 1% to 49%,
and there was a corresponding decrease in the part-time female workforce
from 52% to 51%. The number of full-time male employees decreased from
82% in 2020 to 81% in 2021, and the part-time male workforce increased by
1%, to 19%.

The total percentage of females working in senior roles across the organisa-
tion reduced marginally in the period from 68% to 66%. Whilst the LGE and
Chief Official groups saw small increases in female density in senior grades,
the teaching population saw a small decrease.

The workforce age profile remains stable with 67% of the population in the
forty years and over age category. 46% of the female workforce is aged forty
years and over, and 21% of the male workforce is aged forty years and over.

Three percent of the current workforce identify as being ethnic minority; 1.4%
of whom identify as Asian, 0.8% identify as African, 0.6% identify as “other
ethnic group”, 0.5% identify as mixed or multiple ethnic groups, and 0.1%
identify as Caribbean or Black.

Three percent of the current workforce identify as having a disability or long-
term health condition. Around 2.2% of colleagues identify as being disabled
where their disability limits their activities a little; 0.5% of colleagues identify
as being disabled where their disability limits their activities a lot.

The final section of this report “Working to close the gaps” provides insight on
steps we're taking to drive increased diversity, equality and inclusion within
the organisation.

Detailed information on the organisation’s workforce profile is available in Ap-
pendix 1.

Gender Pay Gap

The mean average package pay gap reduced marginally to 3.8% (a reduction
of 0.3% since 2020). This means for every £1 earned by a male employee, a
female employee earns 96p (no change on last year).

The median pay gap was stable at 6.7%. This means for every £1 earned by
a male employee, a female employee earns 93p (no change on last year).

Although the organisation gender pay gap did not move significantly, changes
were observed in the gaps for different workforce groups, and by grade. The
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mean average package pay gap for Local Government Employees (LGES)
narrowed slightly from 11.1% to 10.6%.

Since the last report, the pay gap for grade three reduced by 2.6%, from 8.3%
to 5.7%. A positive pay gap exists for grade 4 (-1.0%) where the mean aver-
age hourly rate for females is higher than that for males; for every £1 earned
by a grade four female a grade four male earns 99p.

Positively, the gender pay gaps reduced across all senior LGE grades since
the last report.

In the last year, the female density of grade eleven increased from 33% to
38% and the pay gap for this grade reduced from 2.5% to 1%.

Some more pronounced pay gaps still exist across LGE grades, in particular
grades one, three and five. A comparison of base and package pay gaps for
these grades shows relatively small gaps in relation to base pay. Analysis
shows that working time payments/other payments drive the gender pay gap
at the lower end of the grading structure.

Part time (female) working patterns tend to attract lower working time pay-
ment earnings compared with full time (male) working patterns.

Overall, we have a significantly higher part-time female workforce (51%) than
part-time male workforce (19%). The density of part-time (female) employees
is higher at the lower end of the pay structure. For example, in grade two
(with a 76% female workforce), 97% of colleagues work on a part-time basis.

The gender pay gap for Chief Officials reduced this year from 6.1% to 4.0%.

The gender pay gap for the Teaching workforce reduced this year by 0.3%, to
2.3%. In some grades we see a pay gap bias in favour of females, and where
females earn more than male colleagues working in the same grade.

It should be noted that no bonus schemes are in operation at City of Edin-
burgh Council. Our bonus gender pay gap is therefore 0%.

Appendix 2 gives an overview of the organisation’s gender pay gap.

Gender Pay Gap (Quartile Pay Band Analysis)

A pay quartile represents a quarter, or 25%, of the workforce, ranked by pay.
The pay quartiles are then broken down by gender. This is then compared in
relation to the organisational gender profile which is 70% female and 30%
male.

The proportion of men and women across the pay quartiles is less consistent
across the lower, lower middle, and upper middle quartiles (see Appendix 2).
In the lowest paid quartile, there is a higher proportion of female to male than
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in the other quartiles. In this year’s data we see a marginal reduction in the
proportion of females in the lowest quartile (from 79% in 2020 to 78% in
2021).

The significant proportion of female workforce in the lowest paid quartile and a
low male representation in this quartile is a contributor to the organisation
gender pay gap. This reflects employment trends within national UK society,
such as more women working part-time, and a higher proportion of women
working in the care sector in lower paid roles.

The workforce composition of the upper quatrtile is closest to the organisation
profile (72% female, 28% male).

Gender Pay Gap by Age

The mean average pay gap for females over forty years of age narrowed
since the 2020 reporting, from 7.0% to 6.7%. This means for every £1 earned
by a male over forty years, a female in the same age group earns 93p.

There is a positive mean average pay gap for females under forty years of
age. The pay gap for this group changed slightly since the 2020 reporting,
from -2.2% to -2.6%. This means that for every £1 earned by a female under
forty years, a male in the same age group earns 98p.

One of the reasons for differences in the gender pay gap between age groups
is that women over 40 years are more likely to work in lower-paid occupations
and, compared with younger women, are less likely to work as managers, di-
rectors or senior officials. For example, 80% of the grade two female work-
force is in the 40+ years age bracket.

Appendix 3 gives an overview of the organisation’s age pay gap.

Part-time Gender Pay Gap

Analysis of the pay gap for part-time employees looks at the rate of pay for
part-time females compared with that of full-time males. Research shows that
part-time employees tend to receive lower hourly earnings than full-time em-
ployees; part-time employees are primarily females; and female employees
are predominantly concentrated in lower paid roles (European Journal of In-
dustrial Relations, 2017).

The mean average pay gap for part-time females and full-time males in-
creased slightly in the last year, from 20.0% to 20.5%. This means for every
£1 earned by a full-time male employee, a part-time female employee earns
80p.

The median average pay gap for part-time females also increased, from
28.6% to 30.0% over the same period.
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The pay gap observed for part-time female employees can be partly explained
by the significant density of part-time female workforce in the lower LGE
grades. Currently 51% of the organisation’s female workforce is part-time,
versus 19% of the male workforce. By comparison, women account for 76%
of all part-time workers in Scotland (Close the Gap).

Appendix 4 gives an overview of the organisation’s part-time gender pay gap.

Race/Ethnicity Pay Gap

This year’s pay gap analysis is expanded to include additional protected char-
acteristics, including race/ethnicity. This analysis compares the pay gap be-
tween White and Black, Asian and Minority Ethnic colleagues.

The race/ethnicity pay gap analysis should be considered in the context that
we hold data for 83% of our total workforce population for this protected char-
acteristic. Whilst this level of data capture gives confidence that the observed
pay gap outputs are meaningful, we’ll be able to achieve greater validity of our
outputs as our level of data capture increases.

The mean average pay gap for Black, Asian and Minority Ethnic colleagues is
currently 14.1%. This means that for every £1 a white employee earns, a
Black, Asian and Minotiry Ethnic colleague earns 86p. The median average
pay gap for this group is similar to the mean average, at 14.6%. A breakdown
of pay gap by ethnicity group shows that this varies with wider gaps observed
for those identifying as “other ethnic group”, African, and Caribbean or Black:

Mean
. Average Pa
Ethnic group Hourl%/ gag
Rate
A - White £16.91 N/A
B - Mixed or multiple ethnic £17.08 -1.3%
groups
C - Asian £14.30 | 15.7%
D - African £13.98 | 17.0%
E - Caribbean or Black £14.14 | 16.6%
F - Other ethnic group £13.59 | 19.9%

One percent of the total Black, Asian and Minority Ethnic population are
working in senior roles and sixty percent of colleagues in this protected group
are concentrated in roles with a salary of £25k or below.

The ethnicity pay gap is slightly higher for the LGE group (8.4%) than the
Teaching group (7.8%). Pay gap analysis for the Chief Official population is
not possible due to limited numbers.
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The race/ethnicity pay gap varies across the different Directorates and by
grade. Positive pay gaps are observed in the Place Directorate (-1.2%) and
Chief Executive’s Service (-5.8%), where ethnic minority employees receive a
higher mean average hourly rate of pay than white employees. This trend is
also seen across LGE grades one, three, four, eight and nine.

Wider gaps observed in the senior LGE grades ten and eleven are linked to
the recent recruitment of Black, Asian and Minority Ethnic colleagues into
roles at this level.

Appendix 5 gives an overview of the organisation’s race/ethnicity pay gap.
Disability Pay Gap

This year’s pay gap analysis is expanded to include additional protected char-
acteristics, including those with a disability or long-term health condition. This
analysis compares the pay gap between employees who identify as having a
disability or long-term health condition, and those employees who do not.

The disability pay gap analysis should be considered in the context that we
hold data for 80% of our total workforce population for this protected charac-
teristic. Whilst this level of data capture gives confidence that the observed
pay gap outputs are meaningful, we’ll be able to achieve greater validity of our
outputs as our level of data capture increases. It should be recognised that
some colleagues may not identify as being disabled, even if they fall within the
legal definition of this.

Using the Government Statistical Service (GSS) harmonised definition of disa-
bility, 18.9% of people aged 16 to 64 years were disabled in 2018. Women
were more likely to be disabled than men, at 21.1% and 16.6%, respectively
(Office of National Statistics).

The mean average pay gap for employees with a disability or long-term health
condition is currently 7.0%. This means that for every £1 earned by a non-
disabled employee, a disabled employee earns 93p. The median average
pay gap for this group is similar to the mean average, at 6.5%.

Two percent of the total disabled population are working in senior roles and
forty-six percent of colleagues in this protected group are concentrated in
roles with a salary of £25k or below.

The disability and long-term health condition pay gap varies by group,
Directorate and by grade. Positive disability pay gaps exist across the
Strategy and Communications, Edinburgh Health and Social Care Partnership
and Resources Directorates. Disability pay gaps exist in the Communities
and Families and Place Directorates.
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The overall pay gap observed for disability and long term health conditions is
driven mainly by the Teaching group, where the current gap is 10.1%.
Teaching roles exist across four main grades (MTEL (Teacher) to MTE4
(Head/Depute Head)) and there’s no disabled population in grades MTE2
(Chartered Teacher) and MTE4 (Head/Depute Head Teacher).

A small positive pay gap exists within the Local Government Employee group

(-0.6%), where disabled employees have a slightly higher average hourly rate

of pay than employees without a disability. There is a positive pay gap in LGE
grades one, two, seven, nine, ten and craft apprentice roles.

Pay gap analysis for the Chief Official population is not possible due to limited
numbers.

Appendix 6 gives an overview of the organisation’s disability/long-term health
condition pay gap.

Benchmarking —how do we compare?

Whilst all Scottish Local Authorities follow the Local Government Benchmark-
ing Framework approach for pay gap reporting for base pay, we are working
with other Scottish Local Authorities throughout 2021 to identify opportunities
to achieve greater consistency of package pay gap data analysis as is re-
qguired when reporting under the Equality Act 2010 (Specific Duties) (Scot-
land) Regulations 2012. This project should allow us to draw robust compari-
son with other Councils in respect of package pay gap outputs and compare
“like with like”.

We’ve benchmarked our pay gap analysis in relation to wider national statis-
tics. As we improve data completeness for disability and race/ethnicity we will
be able to achieve greater validity of pay gap outputs for these protected char-
acteristics:

The organisation’s gender pay gap of 3.8% is lower than the UK average of
11.5%, and lower than the Scottish national average of 10.4% (Close the
Gap);

The part-time gender pay gap of 20.5% is lower than the Scottish national av-
erage of 29.7% (Close the Gap);

The gender pay gap by age (6.7% for females versus males over 40 years) is
lower than that observed at the national level for 40+ years age groups
(18.5% for 40-49 years, 19.5% for 50-59 years, 20.6% for 60+ years, Close
the Gap);
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The race/ethnicity pay gap (14.1% mean, 14.6% median) is slightly higher
than the Scottish national average of 10.3% (Office of National Statistics);
and,

The disabled/long term health condition pay gap (7.0% mean, 6.5% median)
Is lower than the Scottish national average of 24.8% (Trades Union Congress)

Working to close the gaps

This year’s analysis show that we still have some way to go in closing the
gaps, and that linear change is rarely observed in this space. Closing our pay
gaps requires a clear understanding of the issues that drive workforce pay
gaps and a collaborative effort at every level of our organisation and at every
point in the employee lifecycle, from recruitment through to progression op-
portunities.

Understanding the data and trends gives insight to help us develop strategic
initiatives whereby we improve our pay gap position over the longer term.

What’s been achieved this year?

A range of positive activities have taken place in this space since we reported
last year to support increased diversity, equality and inclusion within the or-
ganisation.

The Scottish Local Government living wage was consolidated into employee
base pay at 1 April 2021. The pay and grading structure was redesigned to
allow for consolidation, and some pay progression, for grades one to three.
This change improved the take home pay for 4,400 of our lowest graded em-
ployees (predominantly female) and should drive a small reduction in the gen-
der pay gap for the Local Government Employee workforce in 2021. The im-
pact of this change will be captured in next year’s pay gap reporting.

We have delivered a talent programme for future senior leaders which at-
tracted almost one hundred applications. Of the sixteen successful candi-
dates, twelve were women. The cohort undertook a range of professional de-
velopment opportunities including 360 feedback, professional skills master-
classes, partnership with senior mentors, access to senior management team
meetings and project-based assignments. To date, six of the sixteen have se-
cured a promoted post.

Future talent programmes will be linked to the strategic business plan and will
continue to have the aspiration to ‘reflect the diversity of our city across our
organisation and in our most senior roles’ as an underpinning aim of the pro-
gramme.
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We have been working to improve the quality of the equalities data that we
gather and now have agreement with all local authorities to gather the same
data set when recruiting through Talentlink. This data set mirrors that which
will be used in the Scottish Census from 2022 and therefore enables direct
comparison at inter-authority and national level.

We have been working (and will continue to work) in partnership with diversity
and inclusion specialists including the Council of Ethnic Minority Voluntary
Sector Organisations and Coalition for Racial Equality and Rights to review
our approach to recruitment, attraction, data analysis and professional devel-
opment. The insight we gain through data analysis will inform future actions
to support the development of a more inclusive workplace.

Over the last 12 months we have support the launch and establishment of our
colleague networks over the last twelve months to support colleagues who
share a common protected characteristic. The aim of each network is to:

develop strong, productive working partnerships with managers and col-
leagues;

help inform our approach to ensuring respect and equality in the workplace;
tackle barriers to progression; and,

create a more inclusive working environment.

The following networks have been established:

Network engagement for women’s support (NEWS);

SPARC network — supporting people’s abilities regardless of circumstance;
Black, Asian and Minority Ethnic network;

Black and Minority Ethnic equality workers forum;

STRIDE network — LGBT+ forum; and,

Sustainability network.

The content of our external ‘Working for Us’ webpage and our City of Edin-
burgh Council page on the national MyjobScotland website has been updated
to use more inclusive language and to underline our commitment to attracting
and retaining a diverse workforce. We are producing recruitment videos fea-
turing a diverse range of colleagues talking about the benefits of working for
the Council to help attract a more diverse pool of candidates.

Unconscious bias training for colleagues and recruiting managers has been
piloted, to raise awareness of bias and the impact that has on decision
making, particularly in a recruitment context. We are reinforcing anti-racist
practice to targeted teams and will provide a range of equalities, diversity and
rights learning options to all colleagues across this year. We're also
participating in the Scottish Government’s digital recruitment fair targeting
black and minority ethnic candidates.
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Our SPARC network for colleagues with a disability or long-term health condi-
tion has produced advice for managers to help them take a supportive ap-
proach with people who have disabilities and long-term health conditions,
while also treating them like the professionals that they are. The aim is to im-
prove relationships, helping managers feel more confident approaching often
unfamiliar or difficult subject matter. It is also intended to make colleagues feel
less ‘judged’ when discussing working requirements and is intended to create
more of a partnership approach.

What'’s planned for the year ahead?

A variety of further actions are planned for in the coming year to support in-
creased diversity, equality and inclusion within the organisation.

A review and reform of the current pay and benefit framework for Local Gov-
ernment Employees and Craft was underway with information discussions
taking place with our recognised trade unions but this has been put on hold by
the staff side due to the non-agreement in respect of the national pay award.
The aim of this work was to bring more simplicity, transparency, and fairness
in this space. Reducing the gender pay gap will be one of the key principles
underpinning this review. In particular, we seek to fully understand the impact
of working pattern design on the gender pay gap, and what changes might be
made to ensure consistent access to compensatory payments for both full-
time and part-time colleagues.

As a result of the COVID-19 pandemic, the majority of our workforce, at all job
levels, have expressed the desire to work much more flexibly in the future. We
have commenced a series of workshops to support managers to engage their
team with shaping how future working might look for them — ‘Our Future
Work'.

We are committed to continuing to improve our flexible working provisions, to
ensure that both men and women can undertake (senior) roles regardless of
their caring responsibilities. A review of our Maternity, Paternity and Parental
Leave policy is currently under way to see if there are further enhancements
we can make. Research shows that encouraging more men to take more time
off work to care for their children could help to close the gender pay gap by re-
ducing the negative effects that maternity leave and childcare responsibilities
have on women'’s careers.

Work has been underway to review our job descriptions and person specifica-
tions for gender bias to determine if we are unconsciously appealing more to
one sex or the other, for specific roles. We may use the evidence we gather to
re-write job descriptions and person specifications with a language bias in or-
der to attract candidates into traditionally segregated occupations or roles.
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We have engaged with our colleague networks to seek the ‘lived experience’
of colleagues who have had adverse experiences in the workplace. The infor-
mation gathered will be used to inform our approach to supporting and pro-
tecting colleagues in the workplace and will help our managers to provide the
best possible support to colleagues delivering services across the city. For ex-
ample, feedback gathered from colleagues with a long-term health condition
or disability around the recruitment process will help us to develop a more in-
clusive approach to attraction and recruitment, as well as retaining more col-
leagues from diverse backgrounds.

The SPARC network has surveyed their members to gather feedback on their
experiences of working through the pandemic, both positive and negative.
This information will be used to inform possible new ways of working in an ef-
fort to best support colleagues with diverse needs.

The Council’s recruitment policy and practice is being reviewed, in line with
the Scottish Government Minority Ethnic Recruitment Toolkit. Our aim is to
attract more candidates from minority ethnic backgrounds to apply for posi-
tions within the Council; it will also help us identify and address any systems
and structures in place that might pose a barrier to those from minority ethnic
backgrounds. We’ll examine our recruitment process in detail to determine
whether the process itself may have embedded practice or assumptions that
could lead to unintended bias on the part of recruiting managers and inadvert-
ently favour candidates from a non-minority ethnic background. We’'ll engage
with our colleague networks to inform this review.

We have been piloting positive action measures in recruitment as a means of
increasing the diversity of the teaching, youth work and early years workforce.
These measures include diverse shortlists, diverse recruitment panels and the
use of a ‘tiebreak’ to decide in favour of a stated protected characteristic be-
tween candidates with equivalent experience and performance at interview.

Continued monitoring and review our utilisation of contracts across the organi-
sation, particularly those relating to our flexible workforce, to promote more
opportunities, greater simplicity and fairness.

This is the first year we’ve published our ethnicity/race and disability pay
gaps. We commit to expand the scope of this analysis to develop a more de-
tailed understanding of what drives these pay gaps in relation to observations
in the 2021 reporting, e.g. establishing what drives a higher disability pay gap
for the Teaching population and differences between different ethnic minority
groups.
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The Council is committed to ongoing regular analysis to understand changes
to gaps as they happen. In the coming year, and as we enter a phase of or-
ganisational change and review, we will work to ensure pay gap analysis is
embedded into the change impact assessment process. We will continue to
review, refine and improve our approach towards pay gap data analysis.

Next Steps

5.1

Officers will continue to progress the identified activities in the report and pro-
vide a further update to the Committee in October 2022.

Financial impact

6.1

6.2

In addition to existing investment in this area via the Council’s Human Re-
sources Divisional Budget and the Corporate Learning and Development
budget, Council approved an additional one-off investment of £100,000 to
support specific diversity and inclusion related activities for 2021/22.

Whilst there is a range of research and evidence that confirms the positive im-
pact of diversity and inclusion practices by employers upon enhanced levels
of recruitment, retention, progression and employee experience and advo-
cacy, there is no current empirical evidence or conclusive academic research
that directly correlates such activities to financial implications. Therefore,
guantifying a direct and positive financial impact as a result of our work in this
area is not possible to achieve.

Stakeholder/Community Impact

7.1

7.2

In developing the Diversity and Inclusion strategy and plan we have engaged
with a number of stakeholders including elected members, Trade Unions, col-
leagues and external organisations.

As part of external stakeholder engagement, we continue to refer to external
partners such as Close the Gap, the Employers Network for Equality and In-
clusion (ENEI) and the Council of Ethnic Minority Voluntary Sector Organisa-
tions (CEMVO), in relation to best practice.
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Appendix 1. Workforce profile

Gender profile

Female Male
* 70% * 30%

Female Density - Senior Grades

Senior Grades - Chief
34% Officials, GR10-12 LGEs,

Teaching salary £50k+

20% 100%

¥ Female = Male

wore

Chief Officials

<« B
0% 20% 40% 60% 80% 100%

m Female » Male
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Age profile

<2 21-29 40-49 5059 6064 65+
Part-time working profile

Part-time Full-time
Total workforce 42% 58%
Female 951% 49%
Male 19% 81%




Appendix 1. Workforce profile

Race/ethnicity profile (19% no data/prefer not to say) Disability profile (21% no data/prefer not to say)

BAME White Disabled* Not disabled

M 3% ﬂ\ﬂws% M 3% mn\m%

*Disabled or long-term health condition

Total Workforce Total Workforce
No data 2,840
e No data - 2,941
Prefer notto say ] 570
Other ethnic group | 107 Prefer not to say I 915

Caribbean or Black 21

i Di bId—I'itdItI
African |143 isabled - limited a lo 293

Asian | 253 Disabled - limited a little ‘ g8
Mixed or multiple ethnic groups | 96

White 13,936 Not disabled 13,624
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Appendix 2: Gender pay gap

Organisation
Mean Average Hourly Rate Median Average Hourly Rate
Female Male Gap Female Male Gap
£16.14 £16.78 3.8% £14.05 £15.06 6.7%
Directorate
Mean Average Hourly Rate Median Average Hourly Rate
Directorate Female Male Gap Female Male Gap
Strategy and Communications £21.77 £22.72 4.2% £20.01 £21.88 8.5%
Communities and Families £17.27 £19.70 12.3% £17.03 £20.20 15.7%
Edinburgh Health and Social Care Partnership £14.68 £14.85 1.1% £13.30 £13.30 0.0%
Place £16.23 £15.33 -5.9% £15.35 £14.58 -5.3%
Resources £12.47 £14.50 14.0% £10.35 £11.62 10.9%
Workforce group
Mean Average Hourly Rate Median Average Hourly Rate
Employee Group Female Male Gap Female Male Gap
Local Government Employees £13.51 £1511 10.6% £11.78 £14 .05 16.2%
Chief Officials £64.55 £67.27 4.0% £59.23 £59.23 0.0%
Teaching £23.12 £23.65 2.3% £22 68 £22 68 0.0%
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Appendix 2: Gender pay gap

Quartile analysis

Quartile Female Male Total Contracts Min £ Max £
Lower quartile 78% 22% 4,469 £90.34 £10.94
Lower middle quartile 68% 32% 4,476 £10.95 £14.18
Upper middle quartile 61% 39% 4,428 £14.19 £21.46
Upper quartile 12% 28% 4,491 £21.48 £95.48
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Appendix 2: Gender pay gap

When comparing average hourly wages (mean), women make 96p for every £1 men make:
H‘ ® © o o

2021 2020 2019 2018

When comparing average hourly wages (median), women make 93p for every £1 men make:
H. ® o H’ o

2021 2020 2019 2018
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Appendix 3: Gender pay gap by age

Workforce aged forty years and under

Mean Average Hourly Rate

Female (<40)

Male (<40)

Gap

Median Average Hourly

£16.38

£15.97

-2.6%

Workforce aged forty years and over

Mean Average Hourly Rate

Female (40+)

Male (40+)

Gap

£16.01

£17.16

6.7%
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Rate
Female
(<40) Male (<40) Gap
£15.81 £14.91 -6.0%
Median Average Hourly
Rate
Female
(40+) Male (40+) Gap
£14.05 £15.34 8.4%




Appendix 4. Part-time gender pay gap

Organisation
Mean Average Hourly Rate Median Average Hourly Rate
Female Male Gap Female Male Ga
(Part Time) (Full Time) (Part Time) (Full Time) P
£13.93 £17.52 20.5% £11.09 £15.84 30.0%
Directorate
Mean Average Hourly Rate
. Female Male
Directorate (Part Time) (Full Time) Gap
Strategy and Communications £21.86 £22 85 4.3%
Communities and Families £14 90 £21.04 29.2%
Edinburgh Health and Social Care Partnership £14 08 £15.00 6.1%
Place £13.76 £15.43 10.8%
Resources £10.79 £16.49 34.6%
Workforce group
Mean Average Hourly Rate
Female Male
Employee Group (Part Time) | (Full Time) Gap
Local Government Employees £11.91 £1585 24.9%
Chief Officials N/A £67 27 N/A
Teaching £23.28 £23.79 2.1%
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Appendix 5: Race/ethnicity pay gap

Organisation

Mean Average Hourly Rate Median Average Hourly Rate
BAME White Gap BAME White Gap
£14 .35 £16.72 14.1% £12.86 £15.06 14.6%
Directorate
Mean Average Hourly Rate
Directorate BAME White Gap
Strategy and Communications £23.92 £22.60 -5.8%
Communities and Families £15.25 £18.28 16.6%
Edinburgh Health and Social Care Partnership £13.70 £15.00 8.7%
Place £16.07 £1588 -1.2%
Resources £12.76 £13.34 4.4%
Workforce group
Mean Average Hourly Rate
Employee Group BAME White Gap
Local Government Employees £13.20 £14 41 8.4%
Chief Officials N/A £62.20 N/A
Teaching £21.47 £23.29 7.8%
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Appendix 6: Disability/long-term health condition pay gap

Organisation

Mean Average Hourly Rate

Median Average Hourly Rate

Disabled Non-disabled Gap Disabled Non-disabled Gap
£15.48 £16.65 7.0% £14.05 £15.03 6.5%
Directorate
Mean Average Hourly Rate
Directorate Disabled Non-disabled Gap
Strategy and Communications £24.27 £2220 -9.3%
Communities and Families £16.35 £18.20 10.1%
Edinburgh Health and Social Care Partnership £15.13 £14.88 -1.6%
Place £14.16 £15.94 11.1%
Resources £13.83 £13.27 -4.2%
Workforce group
Mean Average Hourly Rate
Employee Group Disabled Non-disabled Gap
Local Government Employees £14 42 £14.34 -0.5%
Chief Officials N/A £62.53 N/A
Teaching £20.99 £23.25 9.7%
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