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1. [bookmark: INTRO]Introduction
The gender pay gap is calculated as the difference between average hourly earnings (excluding overtime) of men and women, as a proportion of average hourly earnings (excluding overtime) of mens’ earnings. This means that a positive value for the gender pay gap indicates that, on average, men earn more than women. A negative value indicates that, on average, women earn more than men.

The gender pay gap measure uses hourly earnings, instead of weekly or annual earnings, to better account for the fact that men generally work more hours per week on average than women. 

The reason the gender pay gap estimates presented here do not include overtime is that overtime can skew the results, because men generally work more overtime hours on average than women.

According to the Office of National Statistics, the UK gender pay gap shows men generally earn more, with April 2025 data indicating a:- 
· median pay gap of 12.8% and 
· a mean pay gap of 13.4%.

Employers with 250+ staff must report their gender pay gap data annually, including mean/median pay gaps and bonus gaps.

The gender pay gap isn't necessarily about equal pay for equal work but reflects systemic differences in pay, job roles, and working hours between men and women (House of Commons Library and the Office for National Statistics). 

2. [bookmark: report]Gender pay gap reporting – March 2025
The annual pay gap report for Guildford Borough Council is published in line with government regulations.  All figures have been calculated using the standard methodologies used in the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 with the snapshot date of 30 March 2025.

3. [bookmark: def]Gender pay gap definitions
The gender pay gap is defined as the difference between the mean and median hourly rate of pay that our male and female employees receive.
· The mean pay gap is the difference between average hourly earnings of men and women.
· The median pay gap is the difference between the mid-point in the range of hourly earnings of men and women, when arranged from lowest to highest.

4. [bookmark: fig]Gender pay gap figures for 2025
There were 666 Guildford Borough Council staff included in the gender pay gap calculations on the snapshot date of 31 March 2025.





The chart below shows the percentage of female to male employees.



Our mean gender pay gap was -8% and our median pay gap was -7%.  This compares to -9% for both in 2024.  This means that we have a negative gender pay gap between male and female employees.  
Our female employees have an average (mean) hourly rate that is 8% higher than that of our male employees.
At the midpoint (median) within the range of hourly earnings that we pay our male and our female employees, our female employees have an hourly rate that is 7% higher than our male employees’ hourly rate.

The main reason for this gender pay gap is an imbalance of male and female colleagues across our services as we have a much higher proportion of men working in our Environmental Services including Parks and Streetscene and Refuse where only 2% of employees are female.  Many of these roles fall within the lower pay bands.

The difference in mean and median hourly rates based on every £1 women earn can be seen below.

Men
£0.70
Women
£1.00
Men
£0.80
Women
£1.00




-7% median pay gap
-8% mean pay gap











5. [bookmark: quart]Gender pay gap by quartile

The gender pay gap by quartile shows the proportion of male and female employees in quartile pay bands.  These are calculated by placing the workforce in order of their hourly rates from lowest to highest and then dividing this into four equal parts.  The lower quartile therefore contains the workforces on the lowest hourly pay rates and the upper quartile contains the workforce on the highest hourly rates.




This shows that a higher proportion of females in the upper, upper middle and lower middle quartiles earn more than men.  There is a 54% difference in the lower quartile however and this is because the majority or employees in this quartile tend to be male, working in areas such as Grounds Maintenance, Refuse and Waste etc.
6. [bookmark: bonus]Bonus Pay Gap 
The bonus pay gap is the difference between the bonus pay paid to male employees and that paid to female employees. 
Guildford Borough Council does not pay bonuses as such but the following are included in the government’s definition:
· Honorariums
· Long Service Award payments.
The bonus pay gap was calculated using all such payments made to employees between 1 April 2024 – 31 March 2025.  During this period, honorariums were made to 15 men and 25 women (including those under the S113 agreement).
7. [bookmark: bonusfig]Bonus Pay Gap Figures
Only 1 man and 2 women received a long service award.  There is no pay gap with long service award payments as this is the same for both male and female and there is therefore no bonus pay gap for these.




Guildford Borough Council does not pay bonuses and, while we do pay honorariums and other extra payments, these are calculated within the weekly pay.
8. [bookmark: address]How we are addressing the Gender Pay Gap
At Guildford Borough Council we are committed to equality of opportunity and equal treatment for all employees regardless of their sex, race, religion or belief, age, marriage or civil partnership, pregnancy or maternity, sexual orientation, gender re-assignment or disability.
We use a local government job evaluation scheme (Greater London Provincial Council) to determine the pay range for each job so that both men and women in similar roles are paid on the same pay grade.  We can therefore be confident that the gender pay gap exists for other reasons such as the number of men in more operational roles.
The table below shows the gender pay gap figures for the past three years.
	Year
	Mean
	Median

	2023
	-6%
	-12%

	2024
	-9%
	-9%

	2025
	-8%
	-7%



There is little change in the gender pay gaps over the past three years.
We recognise that reducing our gender pay gap is a long term commitment and we commit to working closely with our People and OD Team to achieve our Delivery Plans for both EDI and Health and Wellbeing in order to address the gap.

Percentage of male and female employees on 31 March 2025


Female	Male	0.44500000000000001	0.55500000000000005	

Gender Pay Gap by Quartile

Female	
Upper quartile	Upper middle qualtile	Lower middle quartile	Lower quartile	0.50595238095238093	0.51807228915662651	0.52409638554216864	0.23493975903614459	Male	
Upper quartile	Upper middle qualtile	Lower middle quartile	Lower quartile	0.49404761904761907	0.48192771084337349	0.4759036144578313	0.76506024096385539	Quartile by gender
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