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LOCAL SOLUTIONS
INTRODUCTION
Our Vision is of a society where all people can live with dignity, lead fulfilled lives and
realise their full potential. Our Mission is to build resilience, raise aspiration and
improve lives.
In accordance with the Equality Act 2010 (Gender Pay Gap Information) Regulations
2017, as an employer with 250+ employees, we are required to publish details on our
Gender Pay gap as at 5th April 2018. This will be the second year this data has been
reported.
At Local Solutions we want to ensure everyone is rewarded fairly for their work and
enjoys the same access to all opportunities. The Gender Pay gap is different from
equal pay reporting as it looks specifically at the difference in average female
earnings compared to average male earnings.

BRANDING

The information below shows our median and mean gender pay gap based on hourly
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As outlined below Local Solutions’ workforce still consists of considerably more
females than males, 584 in total, 476 of which are Female, 108 Male. The
predominance of females has a significant impact on the overall gender pay gap.

LOCAL SOLUTIONS
MEAN & MEDIAN FIGURES
Our MEAN Gender Pay Gap was 13.89%
The MEAN Gender Pay Gap is the difference between the mean hourly rate of
pay of male full pay relevant employees and that of female full pay relevant
employees.
Our MEDIAN Gender Pay Gap was 2.56%
The MEDIAN Gender Pay Gap is the difference between the median hourly rate
of male full pay relevant employees and that of female full pay relevant
employees.
Our MEAN Bonus Gender Pay Gap was 1.25%
The MEAN Bonus pay average for each gender is calculated by adding all the
bonuses received and dividing this by the number of people of that gender that
received a bonus.
Our MEDIAN Bonus Gender Pay Gap was 0.07%
The MEDIAN Bonus pay takes the middle pay value from a sorted list of bonus
payments received by each gender during the twelve-month period leading up
to the 5th April 2018 (lowest to highest). The difference between the mid-point
average rate of pay for males and female workers then provides the Median
Bonus Gender Pay Gap.

Local Solutions do not pay bonuses to our employees, we do acknowledge via
employee recognition schemes, Long Service Awards, which demonstrates all
our bonus data above (Female 3.78% & Male 6.48%).

LOCAL SOLUTIONS
PAY QUARTILES
The quartile pay bands are the proportions of male and female full pay
relevant employees in the lower, middle, upper middle and upper quartile.

INTERPRETING THE
GENDER PAY GAP
The Office for National Statistics states that the overall UK gender pay gap for
2018 was 17.9%. While our gender pay gap of 13.89% (mean) and 2.56%
(median) remains below the UK average, like our 2017 results, we will
endeavour to continue to close the gap.
Local Solutions’ workforce still consists of 82% female and 18% male. This ratio
is reflective of the workforce in the social care sector, the lower quartile data is
represented by 88% of females working in roles as care support workers, which
are the lower paid roles.
Similar to our 2017 gender pay gap data, males remain in the highest paid
quartile in comparison to others. This is represented in the pay quartile bar
chart above (which ranks all our employees from lowest to highest and then
divides into four equal groups). An annual organisational uplift has largely
attributed to this, as there are more males working in senior roles. (4/5 Males in
the Leadership Group, however we have 5/7 Female Heads of Department)

