	Title of the policy
	Equal Pay audit 2011/12

	Date
	22 July 2014

	Lead Officer
	Pet Rose, HR Adviser

	Who else is involved in undertaking this assessment?
	N/A


Step 1 - Overview of policy/function being assessed
	A. Outline: What is the purpose of this policy? (specify aims and objectives)

	This Audit was undertaken to scrutinise the Council’s compliance with the various legal requirements, to detect any areas of discrepancy within the Council’s pay policies, practices and systems and to recommend action to address any discrepancies identified by the Audit.


	B. What specific group(s) is the policy designed to affect/impact?

	The Audit covers all Charnwood Borough Council employees.

	C. Which groups have been consulted as part of the creation or review of the policy?

	Management Team, Trade Unions (Unison and GMB) and Members.


Step 2 - What we already know and where there are gaps
	A. List any existing information/data you have/monitor about different diverse groups in relation to this policy?  Such as in relation to ethnicity, religion, sexual orientation, disability, age, gender, transgender etc. 

Data/information such as:

· Consultation

· Previous Equality Impact Assessments

· Demographic information

· Anecdotal and other evidence

	The audit revealed the composition of the Council’s workforce at the time of the audit to be:

Male: 40% 

Female: 60% 
White British: 87%

Non White British: 13%

Age – 15 – 39: 29%

           40 – 49: 32%

           50+: 39%

There was insufficient recorded data to undertake an audit on other protected groups.

	B. What does this information / data tell you about diverse group? If you do not hold or have access to any data/information on diverse groups, what do you need to begin collating / monitoring? (please list)

	The above information allowed an equal pay audit to be carried out on sex, ethnicity and age.  With regard to the other protected groups:
· As only 10 employees identified themselves as being disabled, there was a high risk of these individuals being identified.  No analysis was therefore undertaken in respect of this group; 

· Only 36% of employees declared whether or not they had religious beliefs and within this group 6 employees had declared their belief in 3 sub-categories. As there was a risk of these individuals being identified, no analysis was undertaken in respect of this group; 

· Regarding the other protected groups no data was available.

As employees choose whether or not to disclose their relationship to protected groups, the Council can only encourage such disclosure to enable greater analysis of potential pay discrepancy in protected groups. 



Step 3 - Do we need to seek the views of others? If so, who?

	A. In light of the answers you have given in step 2, do you need to consult with specific groups to identify needs / issues? If not please explain why.

	As stated above, the Council can only encourage individuals to disclose information in relation to protected groups. 
The audit is applicable to all Council employees.  


Step 4 - Assessing the impacts
	
	In light of any data/consultation/information and your own knowledge and awareness, please identify whether the policy has a positive or negative impact on the groups specified and provide an explanation for your decision. (please refer to the general duties on the front page)

	Age
	N/A

	Disability (physical, visual, hearing, learning disabilities, mental health)
	N/A

	Gender 
	N/A.

	Religious Belief
	N/A

	Racial Group
	N/A

	Sexual Orientation
	N/A

	Transgender
	N/A

	Other protected groups (pregnancy & maternity, marriage & civil partnership)
	N/A

	Other socially excluded groups (low literacy, priority neighbourhoods, socio-economic, etc)
	N/A

	All
	N/A


Step 5 - Action Plan
	Please include any identified concerns/actions/issues in this action plan:
The issues identified should inform your Service Plan and, if appropriate, your Consultation Plan

	Question Number

(Ref)
	Action


	Responsible Officer


	Target Date

	
	Preliminary examination of the data suggested that there may be sex, ethnicity or age based differentials in pay where certain allowances are paid. However, further examination shows that these discrepancies are related to the job roles and not discrimination towards the post holder.
The Council’s pay scale structure has the potential for being seen as discriminatory and should be the subject of a review due to the length of Scale 1.  Long pay scales can lead to unequal pay, especially when other scales within the same pay structure are of shorter length.  It can be argued that a large number of pay points within a scale is indirect discrimination on the basis that historical data shows that females are more likely to take a break in their working life. Therefore, in a long pay scale, statistically it would take longer for a female to reach the top of the grade than a male. 

Craft employees have TUPE transferred into the Council on a different pay scale and were not included in this audit.  This group needs to be included in the next Equal Pay Audit.
There was no record of two posts being evaluated under the Hay job evaluation scheme and as such these posts were excluded from the Audit.

	All Managers
HR

HR/Manager

	No action required
This has now been addressed by the introduction of the Living Wage which has reduced the length of Scale 1 to two points.

2014/15

These posts have now been evaluated.


Step 6 - Who needs to know about the outcomes of this assessment and how will they be informed

	
	Who needs to know

(Please tick)
	How they will be informed

(we have a legal duty to publish EIA’s)

	Employees
	(
	This assessment will be sent to the Service Head for agreement and published on the Council’s website.  
Employees will be informed of the Equal pay audit’s existence (via managers) and information will be available via the Council's intranet.

	Service users
	
	

	Partners and stakeholders
	
	

	Others
	
	

	To ensure ease of access, what other communication needs/concerns are there?
	
	


Step 7 - Conclusion (to be completed and signed by the Service Head)
	Please delete as appropriate

	I agree / disagree with this assessment / action plan


	If disagree, state action/s required, reasons and details of who is to carry them out with timescales:



	Signed (Service Head):

	Date:


Please send completed & signed assessment to:  Rachel Beaumont
January 2011

