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The chart below shows the average hourly pay for men and women in each of our pay grades.
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Figure 6

The other metrics we committed to begin measuring were:

The proportion of women and men who return to work after maternity, paternity, 
adoption or shared parental leave to resume their original jobs.

In the last 12 months, 100% of our staff who have taken maternity, paternity, adoption or shared 
parental leave have returned to their original jobs.

Separate gender pay gap figures for full-time and part-time employees. 

Analysis of this year’s data shows very small gaps across all groups apart from the median for part-
time staff. The sample of men for this calculation is very small, at just 18. Had the median point been 
one line lower in the sample, the median pay figure would have been £18.37 and the gender pay gap 
for that group would have been zero, so the very small sample size is a significant factor in this figure, 
given that the mean gap for this group is 4.2%.
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The proportion of women who work part-time and flexibly compared to men, and at 
what level such arrangements are found.
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4. What More Will We Do?
To further address our gender gap, we will need to make even greater progress in balancing the male/
female workforce profile across our various grades and allow more time for the measures taken in 
recent years to have greater effect. 

Having only recently expanded our reporting as part of our commitment in our 2017 Gender Pay Gap 
Report, we will continue to monitor these new measures as it is too early to draw robust conclusions 
from the data we have.




