
Gender pay gap
Leicestershire County Council

All organisations with over 250 staff are required to publish figures to 
show how big the pay gap is between male and female employees. 
This is part of our Public Sector Equality Duty, which we must comply 
with by law. The figures used are from March 2021.
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Our current (mean) pay gap stands 
at 10%, in other words, female 
employees mean hourly rate is 
10% lower than male employees. 
This has remained the same as 2020.

Our current (median) pay gap 
stands at 4%, in other words, female 
employees median hourly rate is 
4% lower than male employees. 
This has increased from 4% in 2020.

By comparison a sample of published data on gov.uk for the same reporting date of March 2021 
demonstrates that Cambridgeshire County Council had a median pay gap of 9% and a mean of 
7%; Newcastle City Council a median of 6.8% and a mean of 1.7% and Warwickshire County 
Council a median of 5.4% and mean of 2.6%. Leicester City Council report a gender pay gap in 
favour of females of 0.8% median and 1.1% mean. We recognise that our predominantly female 
workforce isn’t represented at all levels and we need to attract more women into senior job roles.

Our workforce (around 6,000) is nearly ¾ female (73% female and 27% male).

While the increase in female representation in more senior roles has continued, there has also 
been a continued increase in females in grades six-eight which may account for the slight 
increase in the median pay gap figure for this year.
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The mean can be defined 
as the average of a set of 
numbers. This is achieved 
by adding up the values and 
then dividing by the number 
of values.

The median can be defined 
as the middle number in 
a ranked list of numbers. 
The median can be used to 
determine an approximate 
average.



We need to continue to help break these gender stereotypes, and attract more women into 
senior roles. There are a number of examples of where the council demonstrates its commitment 
to promoting the representation of women at all levels in the workplace. The council has a 
number of programmes in place to promote female representation in senior roles. Examples 
include the Springboard and SpringForward management training programmes, demonstrating 
the Council actively celebrating our women managers as role models. International Women’s Day 
is also celebrated annually in March.

Delivery of the Springboard model has continued in a virtual format and there are 22 participants 
on the current programme. A new SpringForward programme which is due to start has 13 
participants.
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Proportion of men and women in each pay quartile*
Quartiles divide ranked data 
into four quarters. These are:

• Lower quartile - 

* Official government guidance states that Gender Pay Gap reporting requires other monetary payments such as allowances, 
shift premium pay etc to be taken into account when calculating hourly pay. This is in addition to basic pay. Due to this reason 
there are a small number of anomalies whereby some employees in lower grades are currently accounted for in higher quartiles.
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The lowest 25% of numbers

• Lower middle quartile - 
The second lowest 
25% of numbers

• Upper middle quartile - 
The second highest 
25% of numbers 

• Upper quartile - 
The highest 25% of numbers

In December 2022, Leicestershire County Council became the first county council to have been 
accredited as a menopause friendly employer. Menopause Friendly accreditation is a recognised 
standard of achievement, one which means that we satisfied a highly qualified independent panel 
of judges that our organisation has a clear understanding of how menopause can have an effect 
at work, that we are working towards long term, sustainable change in our workplace and are 
fostering an inclusive culture where everyone can be at their best.

In addition to the council producing the Gender Pay Gap information it is important to note 
that we also conduct an Equal Pay Audit every three years. This analyses whether there are 
discrepancies in pay for employees undertaking similar roles. Previous audits have not identified 
any gender pay issues. There is also a HAY Job Evaluation Scheme that ensures that no gender 
pay issues should occur. Leicestershire County Council has a 0% mean and median bonus 
gender pay gap (as we do not operate any performance related pay / bonus scheme).


