


GENDER PAY GAP 2024

We are the first council in the country to develop and launch a Gender Equality Charter; we have a
month-long programme of events for Women’s Empowerment; a thriving Women’s Network (with
two sub-groups for new and expectant parents and menopause support group); and Women'’s
Empowerment Awards to mark the diverse achievements of the women of Barking and
Dagenham. For many roles we now offer flexible working as standard and provide the tools and
training to make this a reality.

It is because of our programmes and efforts that we have closed the mean hourly pay gap at
senior, middle and professional levels in our organisation. We have more women than men on our
executive team and a balanced leadership team, and we are one of few councils in the country
with more women than men in our political Cabinet.

For a changing organisation like ours the
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A meeting is being arranged with networks to confirm next steps.
Gender Pay Gap Action Plan we said we would....

1. Continue to embed and promote flexible working and in particular family friendly working
practices, particularly among men. We continue to do this via our Dispersed working
programme. We will make sure that the new statutory rights to request flexible working are


https://www.endsalaryhistory.co.uk/




Pay quartiles

Pay quartile bands will be different for each organisation, but we follow the same methodology set
out in the national pay gap guidance, which requires us to divide total disclosed employee

numbers by four. We have put the equivalent LBBD pay grades in each quartile, but there is some
overlap through spinal column points.

Upper quartile
(PO.3 and above)

63%

White/ White British

Upper middle quartile
(SO.2to PO.4)

67%

White/ White British

Lower middle quartile

(Scale 5to SO.2)

57%

White/ White British

Lower quartile

37%

Black, Asian and Multi-
Ethnic

33%

Black, Asian and Multi-Ethnic

43%

Black Asian and Multi-Ethnic

(Apprentice Grade to Scale 5)

64%

White/ White British

36%

Black Asian and Multi-
Ethnic

We have under-representation of Black
Asian and Multi-Ethnic staff on the
senior leadership team, leadership
team and across the top two quartiles,

and the workforce as a whole, although
we are seeing much higher levels of
representation for new starters.




Bonus Pay
Black Asian and Multi-Ethnic

employee’s bonus pay is

46.5% 17.2%

HIGHER HIGHER
(Mean) (Median)

Who received bonus pay

9.1% 12.6%

WHITE BRITISH Black Asian and
Multi-Ethnic

Being updated with networks
Ethnicity Pay Gap Action Plan over the next year we said we would...

1. Continue to monitor the impact of our values-based approach to recruitment, and how
diverse panels and anonymised recruitment help to increase representation at all levels in
the organisation, including internal recruitment.

2. Continue to implement our actions set out in the Race at Work Charter (5 principles) and
have implemented and evaluated the impact of Reverse Mentoring with a new scheme
planned.



