
Aberdeenshire Council: Equal Pay Statement (2025) 
1. Equal Pay Statement 
This is an Equal Pay Statement in relation to all employees including teaching staff (Education Authority). 

Aberdeenshire Council is committed to the principle of equal pay for all its employees in compliance with the 
Equality Act 2010. Section 149 of the 2010 Act places an obligation on all public sector employers to have due 
regard to the need to eliminate unlawful discrimination, harassment, and victimisation, and promote equality 
of opportunity. 

Aberdeenshire Council aims to eliminate any bias in its pay structures, systems and conditions of service, 
regardless of age, disability, ethnicity or race, gender, martial or civil partnership status, pregnancy, political 
beliefs, religion or sex. It is recognised that avoiding unfair discrimination will improve morale and retention of 
its workforce, improve efficiency, and contribute to ensuring that it is an employer of choice. 

It is important that Aberdeenshire Council has fair, equitable and transparent pay structures, systems, and 
conditions of service, and that employees have confidence that bias will be eliminated if it exists. To this end, 
Aberdeenshire Council will ensure that adequate resources are in place to meet its equal pay objectives, work 
in partnership with recognised trade unions to eliminate unfair or unlawful practices that impact on pay and 
take appropriate remedial action. 

Aberdeenshire Council applies a nationally agreed job evaluation scheme enabling a fair and transparent 
grading systema cross the organisation. 

Our objectives are to: 

• Eliminate any unfair, unjust or unlawful practices that impact on pay. 
• Take prompt remedial action to address any inequality. 
• Regularly monitor pay consistency across the organisation. 
• Monitor and review the application of relevant policies and procedures. 

In particular, Aberdeenshire Council will: 

• Monitor pay statistics internally and externally and publish employment information as it relates to pay 
and gender pay gap information including occupational segregation. 

• Undertake an equal pay review for all employee groups every two years. 
• Plan and implement required actions in partnership with trade unions. 
• Provide training and guidance for those involved in determining pay. 
• Inform employees of the method of determining pay levels and calculating payments. 

2. Horizontal Occupational Segregation 
Horizontal occupational segregation refers to the clustering of men and women into particular types of 
occupation. 

Clerical & Administrative 
This covers clerical and administrative employees up to but not including service managers. Typical post titles 
are finance assistants, assistant housing officers, receptionists, administration assistants, customer services, 
registrars, library assistants, personal assistants and secretaries. 



 

Figure 1: Distribution of employees by gender within Clerical & Administrative roles (2020-2024) 

The data demonstrates a consistently high concentration of female employees within clerical and 
administrative roles, with females accounting for approximately 93-94% of the workforce across the reporting 
period and males representing 6-7%. There has been no material change in this distribution over time. This 
indicates a persistent pattern of occupational segregation, with these roles remaining predominately female-
dominated. 

Care 
This covers front-line employees in social work, leisure, community, and school support services such as 
home carers, family support workers, coaching assistants, children’s escorts, nursery nurses, sheltered 
housing staff, pupil support assistants and community learning session workers. 

 

Figure 2: Distribution of employees by gender within Care roles (2020-2024) 

Care roles remain female-dominated, with females consistently representing 95-96% of the workforce. Male 
representation has remained low at approximately 4-5% over the reporting period. There has been no 
meaningful shift in gender balance within this occupational group. 

Catering 
This covers front-line catering employees and line management but not administrative support. Typical post 
titles are catering assistants, cooks and unit supervisors. 
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Figure 3: Distribution of employees by gender within Catering roles (2020-2024) 

Catering roles are almost exclusively undertaken by female employees, with females accounting for 
approximately 99% of the workforce and males consistently representing only 1%. This is the most gender-
segregated occupational group within the organisation. 

Cleaning 
This covers front-line cleaning employees and line management but not administrative support. Typical post 
titles are cleaner, public convenience attendants, mobile operatives and site supervisors. 

 

Figure 4: Distribution of employees by gender within Cleaning roles (2020-2024) 

Cleaning roles remain predominantly female, with female representation ranging between 90% and 91% over 
the reporting period. Male representation has remained stable at approximately 9-10%. 

Managers 
This covers all the senior managers including the chief executive, directors, heads of service, area managers, 
project managers, social work managers, and support service managers. 
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Figure 5: Distribution of employees by gender within Managerial roles (2020-2024) 

The gender distribution within managerial roles is relatively balanced when compared to other occupational 
groups, with female representation fluctuating between 48% and 51% over the reporting period. Male 
representation mirrors this trend. 

Operational, Craft & Physical 
This covers a wide range of crafts, physical work, and technical subjects where career development is not 
specifically into professional levels. Typical post titles are mechanics, school caretakers, janitors, road 
workers, landscape workers, refuse collectors, dog wardens, drivers, building maintenance staff, roads and 
property inspectors. 

 

Figure 6: Distribution of employees by gender within Operational, Craft & Physical roles (2020-2024) 

This occupational group remains male-dominated, with males accounting for approximately 63-64% of the 
workforce and females representing 36-37%. This distribution has remained stable across the reporting period. 
Despite some female representation, there is no evidence of a shift towards a more balanced workforce. These 
roles continue to reflect traditional gender patterns associated with physical and craft-based occupations. 

Professional & Technician 
This covers a range of fully qualified employees and those on professional or technical career development 
schemes. Typical post titles are planners, engineers, HR advisors, economic development technicians, health 
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& safety officers, librarians, solicitors, accountants, social workers, waste officers, housing officers, coaches, 
instructors, trainers, community learning, senior practitioners, and team leaders of professionals. 

 

Figure 7: Distribution of employees by gender within Professional & Technical roles (2020-2024) 

Professional and technical roles show a female majority, with representation increasing slightly from 69% to 
71% over the reporting period. Male representation has correspondingly decreased to 29%. This group 
demonstrates a more balanced distribution than many other occupational categories, though a gender 
imbalance remains. 

Teachers 
This covers permanent and supply teaching employees, probationary teachers, and visiting specialists along 
with associated professionals including educational psychologists, quality improvement officers and music 
instructors. 

 

Figure 8: Distribution of employees by gender within Teaching roles (2020-2024) 

Teaching roles remain significantly female-dominated, with female representation consistently between 84% 
and 85%. Male representation has remained stable at 15-16%. There is no evidence of change in gender 
balance over time. This reflects long-standing national patterns within the teaching profession but remains a 
key area of occupational segregation. 
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3. Gender Pay Gap Analysis 
The data referred to in this section is based on incumbencies or posts held by each employee. Some 
employees may have multiple incumbencies, for example a pupil support assistant may also hold posts for a 
children’s escort and a relief nursery nurse. During the report incumbencies are referred to as “employee data” 
or employees. 

The figures below show what Aberdeenshire Council has reported for the Gender Pay Gap Statutory 
Performance Indicator (SPI) for the six financial years from 2019/20 through to 2024/25. These follow the 
national specification which all Scottish Local Authorities are required to use when reporting to the 
Improvement Service annually to populate the Local Government Benchmarking Framework (LGBF). The 
specification requires calculation of the respective mean average hourly rates for all Females and Males within 
the workforce. 

3.1 Premise of calculation for mean pay gap 
Aberdeenshire Council has used the basic (excluding overtime) hourly rate of pay for each employee and then 
calculated the average hourly rate of pay for male and female employees. 

The mean average for each gender is determined by adding together all of the individual hourly rates of pay and 
then dividing this by the total number of employees. The calculation per national guidance is set out below for 
reference: 

A = female average hourly rate 

B = male average hourly rate 

(A/B) x 100 = TOTAL 

100 – TOTAL = PAY GAP 

3.2 Chart details – average hourly rate 
The information in the following table (Table 1) and graph (Figure 9) shows the gender pay gap for all 
Aberdeenshire Council employees from 2019/20 to 2024/25. 

 Average Hourly Rate  

Year Male Female Gap (%) 

2019/20 £14.83 £15.04 - 1.37 

2020/21 £15.55 £15.53 + 0.12 

2021/22 £15.85 £15.77 + 0.47 

2022/23 £17.17 £17.33 - 0.90 

2023/24 £18.56 £18.71 - 0.80 

2024/25 £19.65 £19.86 - 1.06 

 
Table 1: Average hourly rate of pay by gender and resulting gender pay gap (2019/20 to 2024/25) 

https://www.improvementservice.org.uk/benchmarking


 

Figure 9: Trend in gender pay gap (%) for Aberdeenshire Council (2019/20 to 2024/25) 

A positive figure in the Gap (%) column of Table 1 shows the percentage to which the average hourly rate for 
males exceeds that of females. By means of illustration, in 2020/21 males were paid on average 0.12% more 
than females. Conversely, negative figures in this column indicate the extent to which the average hourly rate 
for females exceeds that of males. For example, in 2024/25, the average hourly rate for females was 1.06% 
greater than that for males. 

The gender pay gap over the reporting period has remained relatively small and has fluctuated between 
positive and negative values. This indicates that, on average, there has been no structural or sustained pay 
advantage for either males or females across the workforce. 

In recent years, the gap has moved in favour of female employees, with the average hourly rate for females 
exceeding that of males by 1.06% in 2024/25. This follows a similar pattern observed in 2022/23 and 2023/24. 

However, the presence of a minimal overall pay gap should not be interpreted as an absence of gender 
inequality. The relatively balanced headline figure is influenced by the distribution of men and women across 
different occupational groups. Significant horizontal occupational segregation persists (see Section 2), with 
females concentrated in certain roles (for example: care, clerical, catering and teaching) and males 
concentrated in operational and craft roles. 

4. Caring Responsibilities 
Aberdeenshire Council has well-established work life balance and family friendly initiatives which support and 
encourage both females and males in the workplace, including the following: 

• Flexible working hours 
• Reduction of hours / job share 
• Term time working 
• Compressed hours 
• Career breaks 
• Child care vouchers 
• Special leave to cover emergencies 
• Statutory provisions relating to maternity, paternity and adoption leave, including shared parental leave 

The above provisions are kept under review to ensure that they remain effective and meet Aberdeenshire 
Council’s legal and employee requirements. 
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5. Living Wage 
As part of Aberdeenshire Council’s commitment to Fair Work First, which is the Scottish Government’s flagship 
policy aimed at promoting high-quality, fair work and workforce diversity across Scotland, all employees, 
including apprentices, are paid at least the Real Living Wage (RLW). In connection with this, Aberdeenshire 
Council is an accredited RLW employer. 

6. Future Actions 
• Aberdeenshire Council will continue to encourage males and females to apply for non-traditional roles 

through various recruitment programmes. 
 

• Aberdeenshire Council has been seeking to recruit more males into traditionally female roles such as 
home carers, primary school teachers and clerical & administrative posts, and more females into areas 
such as craft work, landscape, and waste environments, as well as traditionally male roles such as LGV 
drivers and technical professions. 
 

• Aberdeenshire Council will take positive action in employee development, retaining the current 
consistent proportion of male and female employees attending training. 
 

• Aberdeenshire Council will consult and plan actions in consultation with employees and trade unions. 

 

https://www.livingwage.org.uk/accredited-living-wage-employers
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