
GENDER PAY GAP REPORT 2017 (position as of 31/03/2017) 
 
This is the first time we have reported on the gender pay gap at Chiltern and South Bucks District Councils. In 
the interest of openness and transparency I think it is important that we share this information with all staff, 
Members and partners. 
 
At Chiltern and South Bucks District Councils we have made an express commitment to ‘encouraging 
inclusivity, valuing diversity and equality’.  We take this very seriously and support equality through fair 
pay.  All of our job roles are evaluated using the Hay methodology which looks at the attributes of the role 
not the role holder, and this ensures that men and women are paid equally for doing the same job across the 
Councils.  
 
Through our Gender Pay Gap analysis we have found that the greater proportion of men than women in 
senior roles creates a gender pay gap, and this gap is further affected by the greater proportion of women 
than men in lower grade roles.  
 
We are working hard to address this imbalance through inclusive and diverse recruitment, offering flexible 
working and fostering an inclusive culture. Addressing the disparity in gender representation at senior levels 
will take time, but will help to close the current gender pay gap. 

Bob Smith, Chief Executive 
 
Gender Pay Gap Figures 
 
The gender pay gap is defined as the difference between the mean or median hourly rate of pay the male 
and female colleagues receive. The mean pay gap is the difference between the average hourly earnings of 
men and women when calculated by adding up all the figures and dividing the result by the number of 
figures in the list.  The median pay gap is the difference between the midpoints in the ranges of hourly 
earnings of men and women.  It takes all the salaries in the sample and lines them up in order from lowest to 
highest and picks the middle-most salary. 
 
The figures provided in these charts are based on hourly rates of pay as at 30th March 2017. 
 
Difference in hourly rate as a percentage of men’s pay (combined workforce of CDC and SBDC) 

 
 
Proportion of Male and Female Employees in Each Pay Quartile 
 
Overall, 34.7% of our combined workforce is male and 65.3% is female. The following chart shows the gender 
split when we order hourly rate of pay from the highest to the lowest and group into four equal quartiles. 

 
 



  
 
Why We Have a Gender Pay Gap 
 
While we are confident that men and women are paid equally for doing equivalent jobs across the Councils, 
the main reason for our gender pay gap is an imbalance of male and female colleagues across the 
organisations.  At the moment there are fewer women in senior roles than men, as well as a higher 
proportion of women relative to men in more junior roles. 
 
Within the upper pay quartile there is a much wider gap between the highest to lowest salary than in the 
other quartiles.  Therefore although there are similar number of women and men in the upper quartile 
overall, if we look just at those in ‘senior management positions’ on 30th March 2017 (i.e. Heads of Service 
and above), we have 60% male and 40% female post holders, and if we look at the most senior 3 posts 
‘members of Management Team’ the post holders are 66.7% male.  We still have work to do to ensure that 
we are developing a talented, diverse pool of people who will become our senior managers of the future. 
 
We also have a lot of posts in roles that traditionally tended to be more dominated by women, such as 
administration and customer service, which are in lower grades.  This is illustrated by our lower middle 
quartile figures. 
 
How We Are Addressing The Pay Gap 
 
There are three strands to our approach to addressing this gap, starting with recruitment: we aim to recruit 
from the widest possible talent pool. We ensure that the language in job adverts is gender neutral and 
encourage diverse interviewing panels wherever possible in order to avoid unconscious biases. Having taken 
a career break to raise a family is no impediment to returning to a fulfilling role working for the Councils. 
 
The second strand is retention - once we have the right people we want them to stay.  We offer a 
comprehensive reward package that includes a competitive salary, wide range of benefits and wellbeing 
initiatives.  We encourage our staff to maintain a good balance between work and home life and offer a 
range of flexible working options at all levels:- 42% of our staff work part time. 
 
The final strand is development. In order to develop our people around 50 people are undertaking a 
management development programme that leads to a recognised management.  This programme also 
includes coaching skills training, and more formalised coaching is available where appropriate to support 
individuals as they develop in their career at the Councils.  We also recognise that new skills can be acquired 
outside of the day job. 
 
There is still a lot more to do and we will continue to focus on building a more diverse workforce and 
inclusive culture.  


