CCR Gender Pay Gap 2024-2025

The table below display the differences in the average pay between men and women as at
31st March 2025.

Table 1: Corporate Gender Pay Gap

Corporate Mean Hourly Rate Median Hourly Rate
Male £33.73 £33.31

Female £25.61 £24.75

Pay Gap 24.07% 25.70%

The mean average involves adding up all of the hourly rates and dividing the result by how
many numbers were in the list.

The median average involved listing all of the hourly rates in numerical order. If there is an
odd number of results, the median average is the middle number. If there is an even number
of results, the median will be the mean of the two central numbers.

The quartile table below shows the proportions of male and female full-pay relevant
employees in four quartile pay bands, which is done by dividing the workforce into four equal
parts.

Table 2: Corporate Gender Quartiles

Quartiles I\Nnglzf % No of Female | % Total
Q1 Lower hourly 3 239, 10 77% 13
pay

Q2 Lower

middle hourly 3 25% 9 75% 12
pay

Q3 Upper

middle hourly 7 58% 5 42% 12
pay

Q4 Upper hourly 8 67% 4 339% 12
pay

TOTAL 21 43% 28 57% 49

Note: Total includes all permanent Cardiff Capital Region staff who were paid in March 2025.
Gender Pay Gap Action Plan 2025-2026
Context

As per the Public Sector Equality Duty legislation, Cardiff Capital Region (CCR) must publish
an action plan designed to address the organisation’s Gender Pay Gap.

2024/25 is CCR’s first year as a public body and during the reporting period temporary
staffing arrangements were in place across a number of areas, including locum and agency
support that are not included in the figures above.

During 2024/25 CCR has taken steps to provide a more stable staffing structure and address
it's gender pay gap by undertaking an organisational restructure, the internal aspect of which
was implemented on 15t April 2025. Whilst this has already positively impacted our gender




pay gap by reducing it to a mean of 21.8% (11.4% including agency staff) as at 1t April
2024, it is clear that further action is needed during 2025/26 and beyond to make the
required progress.

Data indicates that our Gender Pay Gap is largely attributable to over-representation of
female staff in lower pay quartiles, and under-representation in higher quartiles.

A significant number of vacancies remain within the staffing structure and external
recruitment therefore presents an excellent opportunity to further reduce or eliminate our
gender pay gap during 2025/26.

Our Gender Pay Gap Action Plan aims to address these disparities and create a roadmap
for increased representation of female employees in the upper quartiles of the organisation.

Action Plan
Area Action Timeline
Organisational Review existing policies and practices to identify if September
Policy any are a contributory factor to identified inequality 2025
in pay.
Where necessary, implement policies that increase September
access to opportunities such as family-friendly 2025
policies, flexible working, part-time work, job
sharing etc.
Increase awareness of existing family-friendly May 2025
policies to internal staff.
Development Make development and appraisal opportunities October 2025
Opportunities mandatory, to promote the personal development
of employees.
Implement a new standardised performance October 2025
management & development framework.
Dedicate annual funding to CCR’s Training Budget. Complete
Support career progression routes by embedding a June 2025
clear organisational structure.
Promote networking opportunities and increase September
access to networking for female staff, and others 2025
with protected characteristics.
Recruitment Carry out a strategic review of recruitment practices | August 2025
Practices to ensure an equality-based employee-value
proposition
Review and revise recruitment and promotion August 2025
policies, processes, and practices.
Review recruitment data to assess proportion of May 2025
female applicants to lower quartile and upper
quartile pay roles.
Increase awareness of family-friendly policies to May 2025
prospective applicants and ensure reference to
family-friendly policies is included in all job
descriptions advertised.
Actively promote vacancies to marginalised groups, May 2025
through focusing outreach methods and advertising




in forums that specifically target people and groups
with protected characteristics.

Limit the use of locum / agency staff where April 2025
possible
Use equality lens support on all job adverts and job April 2025

descriptions




