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Foreword  

 

 

Birmingham City Council directly employs over 10,000 people.  Like all public sector 

organisations, with over 250 employees, we are required to publish data on our gender pay gap 

(the difference between the average hourly wage of all men and all women in our workforce). 

Publishing this data is a requirement under the Equality Act 2010 (Specific Duties and Public 

Authorities). 

 

Publishing this information meets requirement under legislation, and also, reaffirm
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Understanding the data in this report 
 

As a public sector employer with 250 employees or more, 
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What do the numbers mean? 

For each of these six calculations, the result is expressed as a percentage of male hourly pay. If 

there is a positive figure, it means that men are earning more by that amount. If there is a 

negative figure, it means that men are earning less by that amount.  

 

For example: 

In this example, male employees  

earn 9.1% more than their  

female counterparts. 

 

 

 

 

 

In this example, male employees  

earn 5.2% less than their  

female counterparts. 

 

 

 

 

Who is included in this report? 

For Birmingham City Council, the data covers all full-pay relevant employees. Full-pay relevant 

employees are those that were employed on the snapshot date of 31st March 2022 and were 

paid in the period that the snapshot date falls, without any reductions in pay i.e., covers all 

http://www.gov.uk/genderpaygap
http://www.gov.uk/genderpaygap
http://www.birmingham.gov.uk/
http://www.birmingham.gov.uk/
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Gender Pay Gap 2022 
 

Birmingham City Council Workforce 2022 
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The quartile pay bands 

These figures show how many men and how many women, both full and part-time, are in each 

of the pay quartiles – lower, lower middle, upper middle, and upper.  

 

                
 

              
 

 

If women and men were evenly distributed across all levels of the organisation, then these 

figures would match the gender breakdown of the overall workforce – 58% female and 42% 

male. 

 

These figures show that male and female workers are not evenly distributed across the Council. 

The workforce is predominantly composed of females; 42% males and 58% females, with this 

female dominance being a feature of each quartile.   

 

 

 

 

 

Upper 

Male Female

Female 
62%

Upper Middle

Male Female

Male
45%

Female 
55%

Lower Middle

Male Female

Male
44%

Female
56%

Lower

Male Female

Male 
42%

Female 
58%

Male 

38% 
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Mean gender pay gap 
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What are we doing to close the gap? 
Birmingham City Council is committed to a policy of equality of opportunity in its employment, 

procedures and practices, and all the services for which it is responsible, ensuring they are and 

remain non-discriminatory and are compliant with legislation in relation to age, disability, 

gender reassignment, race, religion or belief, sex, sexual orientation, marriage and civil 

partnership and pregnancy and maternity. 

 

 

This report was produced in February 2023, by which time the Council is delivering against a 

refreshed equalities strategy action plan called Everyone’s Battle, Everyone’s Business.  There 

are a number of actions from this strategy that will either support or directly help to reduce the 

gender pay gap.  These include: 

 

- Consciously Inclusive Recruitment training for all senior leaders.  This training covers 

subtle bias creep in job descriptions, adverts and interview process.  Councillors 

involved in senior recruitment have also received this training which is now being 

extended to middle managers and leaders. 

- Senior leadership recruitment has been refreshed and now includes quarterly reporting 

cycles which monitor longlist, shortlist and appointment offers by gender and the 

gender make-up of recruitment panels. 

- Workforce Diversity dashboard published on intranet providing gender breakdown by 

grade and Council directorate and service. 

- Menopause Policy launched 

- Listening forums 

 

Other projects in pipeline include: 

- Refresh where we advertise our jobs and the job application process to reach a more 

diverse candidate pool, whilst simplifying the recruitment process. 

Refresh 
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