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Abstract
This dissertation was undertaken for an undergraduate’s bachelor degree in human resource management, and has studied the strategies used within the public sector to reduce the pay gap.
An academic literature review was produced using a range of academic sources. The main findings showed that within public sector organisations in the UK adequate information was available on the pay gap, and strategies were in place. However, there appeared a lack of literature accessible on strategies in place within the public sector.  The literature available also showed that the private sector exhibited smaller pay gaps when compared to public sector organisations.
The findings of the literature review were used to create an online survey for the employees at Brecon beacons National Park Authority (BBNPA) and an interview with the HR manager at BBNPA. The survey received 50 responses.
The findings from both survey and interview showed how BBNPA have adequate strategies in place to reduce the pay gap. The findings showed those strategies that were most effective and how the organisation encourage women to apply for leadership roles, assisting with the reduction of a pay gap. The findings also showed how pay gap data would influence most staff on where they decided to work.
The findings of the researcher showed that in this case the public sector did in fact have adequate strategies in place to reduce the pay gap. As the organisation is not large enough to report its pay gap data it is vital that they keep using those strategies already in place. Recommendations were made for BBNPA to carry on with their practise, and to follow a communication cycle to communicate messages on the effectiveness of strategies clearly. BBNPA were also advised to consider Chwarae Teg’s services, and RNLI and Pepsicos best practise.
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[bookmark: _Toc8636014]Chapter 1-Introduction
This dissertation will aim to critically analyse the strategies in place to reduce the pay gap in the public sector. 
Previous studies have been made to find why the pay gap exists, and the strategies implemented to reduce the pay gap (McKinsey, 2018). The dissertation will aim to find whether the public sector have strategies in place, having considered the responses of HR managers, and public sector employees. 
[bookmark: _Toc8636015]1.1 Background
In 2017, the government introduced a policy for all employers with a workforce of two hundred and fifty or more to record and publish their pay information. (Government, 2018). This legislation only states to produce data and a written statement explaining the accuracy of the pay gap data. This is then signed off by an appropriate body (Government, 2019). Alongside this government requirement, Wales has introduced a public sector equality duty (PSED) for public sector organisations to consider. The PSED offers CEO’S and chief executives adequate guidance to promote equality in the workplace by following specific guidelines (Commission, 2017). By reporting figures within the workplace regarding the pay gap it will help organisations become more aware of how to address this issue (Commission, 2017). It is vital that organisations adhere to this legislation. The government will impose penalties and fines to those who do not release such data (Government, 2019).


[bookmark: _Toc8636016]1.2 Rationale
There are several studies regarding the pay gap and adopted strategies in a number of organisation in the UK. However, there is a paucity in literature regarding the pay gap and the public sector (Smith, 2018, BBC, 2018, Gap, 2018).  There are also several studies regarding the strategies in place within organisations to reduce the pay gap (McKinsey, 2018, Government, 2018). There is limited literature regarding the strategies used within public-sector organisations to reduce the pay gap.  The dissertation will look at the range of strategies used in the public sector to reduce the pay gap.
[bookmark: _Toc8636017]1.3 Aims and Objectives
Aim: To critically analyse strategies in place to reduce the pay gap in the public sector.

1. To critically analyse previous academic literature on the pay gap in the workplace
2. To analyse how strategies are in place to ensure there is no pay gap in the public sector.
3. To conduct primary research in the Brecon Beacons National Park Authority (BBNPA) to find how HR managers in the public sector implement strategies to reduce the pay gap. To find also, if public sector employees believe their employer is being proactive in implementing strategies to ensure there is no pay gap.
4. To produce recommendations to reduce the pay gap in the public sector. 
[bookmark: _Toc8636018]1.4 Research
The researcher will produce an online survey using google documents. This survey will be distributed to BBNPA employees to gauge an understanding on those strategies they believe are effective in reducing the pay gap, along with any evidence of strategies in their organisation. An online survey will be completed as the researcher will be able to gain richer data (Reja, et al., 2003). An interview will also take place with the HR manager to understand what strategies are in place, and what appears the most successful in reducing the pay gap.













[bookmark: _Toc8636019]Chapter 2-Literarure Review 

The aim of this dissertation is to critically analyse strategies in place to reduce the pay gap in the public sector. 
The objectives one and two will be met in this chapter.
1. To critically analyse previous academic literature on the pay gap in the workplace
2. To analyse how strategies are in place to ensure there is no pay gap in the public sector.
There has been considerable discussion over pay gap within organisations, and particularly of gender pay gap. The gender pay gap is the disparity in pay between men and women (Higgins & Regan, 2016).
[bookmark: _Toc8636020]2.1 Pay Gap in organisations in the UK
According to the Office for National Statistics (ONS) there are many contributory factors that can lead to a pay gap in the workplace. One factor could be that most Chief Executive positions are often male dominated. Compared with women in roles of less responsibility, men earn three and a half times more than women (Statistics, 2017). Having spent twenty years working in a company there has been evidence to show that a male’s pay would have risen by 20.8% whereas for a woman this stands at 17.5% (Evans, 2018). High profile organisations such as Ryanair and JP Morgan have as few as 3% of women in well paid positions within their company. ONS revealed that all sectors in the UK demonstrate a pay gap favouring men. The education sector which populates more females than men show a pay gap difference of 20%, with men more frequently appointed in higher paid positions (Guibourg, 2018).
However, what appears obvious is that before this pay gap issue can be addressed it is crucial to understand why it exists in the first place. It could be argued that discrimination may play a part. However due to the equality legislation, employees now have significantly more rights in the workplace (Government, 2010). The qualifications and skills of women may also be deemed a factor. An example of this can be seen at Birmingham City Council where women went on strike having been denied bonuses offered to men in similar roles. In some companies women may not be seen as suitable candidates to hold powerful leadership roles.
In some instances, women are more populated within an organisation and therefore, it could be argued that they should get more pay as there are a higher number of females. However, when these statistics are analysed more closely, the jobs carried out by many women are secretarial and therefore lower paid salaries, compared to the high paid leadership positions men occupy. (Cox, 2017). A Welsh Law firm, Geldards, employs two hundred and thirty six women and only ninety one men. However, 80% of the business support and secretarial roles are held by women. This firm is not performing well in appointing women in high paid roles, as compared to other private sector companies, such as Unilever (MacLellan, 2017) . Many jobs are gendered, and therefore many women do not apply for these positions as they are primarily seen as male positions. An example of this would be in the construction industry, where much of the workforce is male. ONS found that 22% of pay gap examples is a result of job specification, such as, with the demands of manual labour (Women, 2014).
The Human Capital model is one theory used to understand the pay gap. This model was formed in the 1960’s from Schultz who described human capital as “knowledge, skills and abilities of the people employed in an organisation (Antonaras & Dekoulou, 2019).” In 2013 the human capital definition was updated and explained as “people, their performance and their potential in the organisation (CIPD, 2017).” Based on the human capital model, Jacob Mincer and Solomon Polachek believe the pay gap occurs as a result of women choosing careers based on their shorter working lives. Women’s working lives may be shorter due to childcare and maternity leave. This therefore results in less investment in human capital and therefore leads to less pay (Grybaitė, 2006). Economist Gary Becker (2012) also explained how women are more likely to work part time compared to men which therefore decreases their experience in the labour market. The human capital model may understand the reasons for a pay gap to a degree, but it cannot fully grasp other contributory factors to why the pay gap exists.

[bookmark: _Toc8636021]2.2 Pay Gap Impact
Organisations must act upon pay gap statistics, and reduce this disparity. Evidence has shown that up to 60% of women would take an organisation's data on pay gap into consideration, when applying for a job. It is not only the female’s new employer that may be affected by such information but also their current employer. It was also revealed that 58% of women would not recommend their current place of employment if it displayed a pay gap issue. Such research highlights the impact pay gap has on business. In ignoring the problem, companies are losing out on appointing ideal candidates for jobs (Commission, 2018). Many organisations face significant challenge in narrowing the pay gap. For such reasons, it is important they adopt strategies to face the problem. By having a structured plan in place the business becomes more attractive to prospective employees. These organisations can be seen to be addressing the difficulty rather than avoiding it.
[bookmark: _Toc8636022]2.3 Strategies
For organisations to ensure there is no pay gap, policies must be implemented to achieve a high level of equality (Government, 2019) .
Including women in both the recruitment and short listing process.
Obviously, to ensure more females are seen in the workplace, and moving towards a reduction in the pay gap more women should be shortlisted for job vacancies. Qualified women should be invited for interview giving them more of a chance to become employed. This is one positive action that can be implemented. However, as importantly it must be clear that the woman is suitable for that position and not merely employed to show more favourable statistics (Government, 2017). Global accountancy firm PwC has pledged not to shortlist only male candidates for interviews. With a 44% pay gap favouring men PwC has realised that it needs to make its organisation more diverse. The firm has also set a target of having a diverse panellist when interviewing, and are actively making plans to improve the pay gap problem (Morrison, 2018).
Salary negotiations
When jobs are advertised, the salary being offered should be made known to potential candidates. In being open and transparent in displaying such information, more will apply for the job and therefore this could help reduce the pay gap. (Government, 2018). Some organisations believe that women’s lack of salary negotiation skills can be a contributory factor to this problem. However, a study by University of Pennsylvania has shown that this is not a contributor to the pay gap with men and women’s negotiation skills being the same (Young, 2019). Arguably, a contributor to the pay gap may not be the negotiation skills of women but their confidence to salary negotiate. A study from the University of Glasgow showed that around 75% of women lack confidence in the workplace (Heyndyk, 2018). For women to be able to salary negotiate and therefore reduce the pay gap in the organisation, building their confidence is key (Forbes, 2018).
Improve flexibility
To increase the number of applications for jobs, the research shows that the hours of work should be advertised as flexible. For example, there should be options for working from home. Managers should also demonstrate flexible working hours and go even further and promote such work patterns so that it is accepted as the norm. Both genders should be advised to work flexibly to show it is not just a female preference (Government, 2018). One of the main factors contributing to the pay gap is organisations refusing flexibility in the workplace. Leading firm, Deloitte has found that by improving its workplace flexibility it has a much higher staff retention rate. The organisation has focussed on listening to what suits individuals (McGoogan, 2018).
Set Targets
Many organisations pay gap problems stem from more males holding leadership roles. To ensure women are offered the same opportunities as men specific targets should be made. Lloyds TSB has set a goal to ensure 40% of its senior roles will be filled by women by 2020. The manager director of Women On Boards UK, Fiona Hathorn, explains however that in some fields of work this is not possible. For example, engineering roles may have more male applicants. Realistic, individual targets should be set by each organisation to suit the setup of their company (BBC, 2018).
Paternity Leave
Many women do not take on certain roles as there is a lack of shared parental care. The CIPD want more organisations to promote paternity leave and use the ‘use it or lose it’ scheme. Men will be offered up to three weeks paid paternity leave. However, if they do not take it, it cannot be reclaimed at a later date. By promoting this policy, a woman may feel more comfortable with applying for leadership roles as the challenge of looking after a child can be shared with a partner (BBC, 2018). Along with the data report requirement of pay gap in organisations, companies are similarly urged to publicise their paternity policy. Jill Miller the CIPD diversity and inclusion adviser, explains that by being more transparent with parental policies, organisations will be seen in a more positive light, which may help reduce the pay gap (Webber, 2018).

Culture
The culture in organisations needs to change. Some companies are maybe being perceived as male dominated workplaces. Leaders and managers should all stress the importance of having an open culture where jobs advertised are open to all genders (BBC, 2018). It is important to create a coaching culture within organisations to help women apply for leadership roles. Many women are absent from work for up to a year due to maternity leave. It is important for organisations to understand that women are still able to uphold leadership roles despite their lengthy absence. It is the organisation's responsibility to remove any barriers which may affect the success of its business by not encouraging and coaching women to apply for leadership roles. (Matusiak, 2018).
According to the Equality Human Rights Commission the strategy organisations need to concentrate on most to reduce the pay gap is getting women into leadership roles. This is then closely followed by increasing flexibility in the workplace and increasing paternity leave (Government, 2017).
The aforementioned strategies have been implemented and tested within organisations, and are seen to work positively in reducing the pay gap (Government, 2018).  The strategies have been proven to show success, and the Women’s Equalities Committee (WEC) presented them to the government in the hope of making them compulsory in all organisations. However, the government refused to make all organisations adopt a flexible work approach, and declined to increase paternity leave by a week. The WEC fear that the pay gap will only become wider (Frith, 2017). Sam Smethers the Chief Executive of Fawcett Society campaigning for women's rights explained that many organisations have a pay gap and that action plans are urgently needed within the organisations for females to be attracted to the business and apply for jobs (Commission, 2018).
[bookmark: _Toc8636023]2.4 Best practise used in organisations
It is important to have clear strategies in place to ensure that the goals and objectives set, are met (Reddy, 2018). Mckinesy has set out clear steps to ensure they reduce their pay gap. Similar to Lloyds TSB, they too foresee 40% of women in leadership roles by 2020. They have also introduced a networking event, namely ‘Women as Future Leaders’ which helps attract women into leadership roles. This organisation understands when women are recruited it is important to retain them, and therefore they have put steps in place to ensure this happens. A buddy scheme is used, where male leaders help female colleagues with any questions they may have on leadership roles and the barriers they may face. A 'pathway to partner' programme has also been introduced where females are encouraged to take an interest in the prospect of becoming a leader (McKinsey, 2018).
Within any organisation, the Human Resource team play an integral part in reducing this pay gap. They need to have clear, and manageable strategies in place. An example of where this is achieving success is with Unilever UK. Here, women are getting paid 8.8% more than their male counterparts. (Claire, 2018). Unilever’s annual pay gap report showed how women occupy just over half of the leadership roles. Such results show that this has increased by nearly 15% compared to data released in 2010. For this to have been achieved the HR team would have implemented strategies encouraging women in leadership roles by offering training and increasing flexibility (MacLellan, 2017). The Vice President for HR in Unilever explained how they still need to improve by ensuring both men and women are treated and paid equally. This will be achieved by continuing to use current policies. Women will also be targeted at every stage of their career to make them aware of promotion opportunities (Unilever, 2017).
'Chwarae Teg' a Welsh gender equality charity helps businesses reduce their pay gap. The charity works with businesses on three key areas. The first, reviews the recruitment process by having a diverse range of applicants. The second area businesses should focus on according to the charity, is improving flexibility and agility in the workplace leading to more women taking leadership roles. The third key area is where the charity works with managers and directors to eliminate bias jobs and create a more diverse workforce (Forey, 2018). The charity also offers organisations to join their 'FairPlay' Employer scheme. This scheme helps organisations plan objectives, and meet with staff through workshops. It also offers trained professionals to visit the organisation (Teg, 2018). The pay gap should not merely be reduced for favourable company statistics, but for the benefits a diverse workforce may have on a business. In having a diverse workforce, organisations will encourage new perspectives to be used in the business, where different beliefs and views are shared. In having a varied workforce, a psychological phenomenon called 'groupthink' could be avoided. Groupthink is where individuals do not offer their own opinion, but agree with what the rest of the group suggest even if they do not believe in it themselves. Promoting diversity in the workplace, will have a positive impact on the employees themselves. The workforce would become more dynamic and interesting, while at the same time strengthening the success of the organisation (Advisor, 2017).

[bookmark: _Toc8636024]2.5 Government Schemes
Members of Parliament also understand the importance of reducing the pay gap. Labour MP Stella Creasy has started the campaign ‘#PayMeToo which has been introduced to support women tackle the pay gap within their organisation. Creasy strongly believes that more than merely reporting the pay gap data needs to take place. Action needs to be taken (Topping, 2018).


[bookmark: _Toc8636025]2.6 Women in Leadership Roles
When companies were asked to reveal pay gap data, many were found to not have an issue. In the best examples, men and women were equally balanced in holding leadership positions within the organisation. Companies such as the broadcasting network Channel 5, and Barclays bank both have a minimal pay gap. In these cases, it is in fact women who are earning more. With 19% of women holding positions in the highest 25% paying jobs. Compared to other broadcasting stations such as the BBC and Sky, Channel 5 led the way. BBC showed great discrepancy in terms of financial remuneration between genders, and because of such a revelation, the BBC has been looking closely at how Channel 5 achieved such equality within its organisation. This broadcasting station has mainly females in senior roles with its partnered news station promoting two female reporters. The broadcasting station also consists of around 46% of upper –middle paid roles occupied by women (Silverman, 2018).
[bookmark: _Toc8636026]2.7 Pay Gap in the public sector
Public sector organisations within the United Kingdom have not reduced their pay gap statistics. To alleviate the problem, it is crucial that their HR teams put strategies in place to increase applications from women for leadership roles. Networking events and buddy schemes should be implemented. The public sector need to adopt many of the practises already in use by the private sector (Rudgard, 2017).
From recent reports, it can clearly be seen that the public sector has not improved its pay gap in the last twenty years. This is in stark contrast to the private sector who are now improving the pay gap for both full and part time workers. The private sector has increased pay for its female workers by 2.6%, compared to 2.2% less than men twenty years ago. It still needs to narrow the pay gap for its full -time female workers as there is still a 15.9% pay gap, but this is an improvement on its 23.8% gap in 1997. Statistics taken from the public sector show little sign of improvement. Admittedly, the government have achieved its goal in increasing females in the workplace, but many of these employees are part time staff (Rudgard, 2017). Sam Smethers CEO of Fawcett Society explained how it is important for women to progress within the public sector and that the stigma of girl’s jobs and boy’s jobs must be eradicated (Fawcett, 2018). Private sectors have reduced the pay gap by ensuring equal pay is given. These realise the importance of having women in leadership roles to improve work stability, enhance productivity and to also create a diverse culture. If public sectors similarly were to realise the enhancement of having females in leadership roles, the pay gap could be much smaller (Gap, 2018).
Studies show how only approximately 37% of females are in leadership roles within the public sector (Consultancy, 2017). However, this is not regarded as a concern as the recommended percentage of women in director and leadership roles in the United Kingdom is only 35%. To ensure that this percentage is increased and therefore a reduction in pay gap achieved, the government has now identified recommended strategies to be put in place within the public sector. They have suggested that transparency is key, when appointing new recruits. Diversity must be seen from the CEO and filtered down to all jobs within the organisation. They have acknowledged that this can only be achieved with an open culture where people are not afraid to speak. Alongside this, diversity and inclusiveness should be taught and therefore appropriate training given. To ensure more women are applying for leadership roles, team building activities should be introduced. Such intervention will allow females to familiarise themselves with, and understand the qualities of a leader. Monitoring must be put in place to ensure all procedures are happening within the organisation (Commonwealth, 2016). As these recommendations are optional it is up to the discretion of the organisation as to whether they are implemented.
Swansea City Council, a public-sector body in Wales has an 11.5% pay gap between men and women whereas Newport City Council has a 3% difference, with women getting paid more. As all councils in Wales employ over two hundred and fifty employees they are expected to report their pay gap data. However only five have reported their data due to the Welsh Government stating they are able to produce their data in an existing policy (Mosalski & Miller, 2018). The councils that have produced their pay gap data do not give any information to support the figures, show how they tackle pay disparity or offer any strategies they may already have in place (Council, 2018). This clearly shows that there is a gap in literature regarding the strategies in place for public sectors to use to reduce the pay gap. It can also be seen that nine out of the ten public sector bodies pay men more than women, by 14% (Topping, 2018).
The evidence provided shows how strategies are in place within some organisations, and when implemented effectively the actions have a positive impact on reducing the pay gap. However due to the high percentage of pay disparity between men and women in the public sector it is clear many strategies may not have been implemented. There is also a literature gap, highlighting a lack of consistency. It is difficult to comprehend whether the public-sector bodies use strategies but do not feel the need to express how these are implemented, or if they just have no strategies in place.
Chapter 3 will look at the methods the researcher will use in order to conduct primary research to reach the dissertation aim.




[bookmark: _Toc8636027]Chapter 3- Research Methodology
The aim of this dissertation is to critically analyse strategies in place to reduce the pay gap in the public sector.

This chapter aims to address the third objective:
3. To conduct primary research in the Brecon Beacons National Park Authority to find how HR managers in the public sector implement strategies to reduce the pay gap. To find also, if public sector employees believe their employer is being proactive in implementing strategies to ensure there is no pay gap.

The chapter will identify the methods in which the data will be collected and analysed.

[bookmark: _Toc8636028]3.1 Research Onion
According to Saunders, et al (2016)  research is “a process that people take in a systematic way to find out things.” Ghauri and Gronhaug (2005) explain how a systematic research approach is not based on just beliefs but on logical relationships also.
[image: ]The research onion is a framework used to help aid the researcher in the collection of data. The framework also helps the researcher discover ways to analyse this information (Saunders, et al., 2009).[bookmark: _Toc8398508][bookmark: _Toc8558747]Figure 1: The Research Onion (Saunders, et al.2009).


This framework will be used to help the researcher understand that the questions asked rarely fall into one philosophical field according to the ‘onion’ (Saunders, et al., 2009).

[bookmark: _Toc8636029]3.1.2 Philosophy
Interpretivist will be the philosophy used by the researcher. This method is used to understand social reality (SAGE, 2008).  In using this philosophy, it is paramount that the researcher holds an empathetic stance. In doing this the researcher will be able to discover new themes by connecting with the participants (Saunders, et al., 2016).  An Interpretivist philosophy revolves around social reality formed by human experiences. Thoughts and feelings of participants will be looked at therefore allowing the researcher to collect qualitative data. (Wellington & Szczerbinski, 2007).
This philosophy will be used in this research to gather a better understanding of the thoughts and feelings of public sector employees working in the Brecon Beacons National Park Authority. The researcher will then have greater knowledge of the pay gap within this public-sector organisation from both individual experiences of employee, and from information given by HR managers.
[bookmark: _Toc8636030]3.1.3 Approach
The approach taken by the researcher will be Inductive.  This approach will see the researcher gathering data to gain a better understanding of the chosen topic of research. This then aids the researcher in developing a theory. This will consist of the researcher questioning previous data found, and using this information as a starting point. In doing this the researcher will understand how participants think and feel, thus allowing the researcher to work their way towards a theory (Engel & Schutt, 2005).  On completion of this research, the researcher will be able to develop a theory on whether strategies are in place to reduce the pay gap in the public sector.


[bookmark: _Toc8636031]3.1.4 Strategy
Robson (2002) explains that a case study is research which investigates a contemporary phenomenon.
Case studies are usually linked with qualitative data such as in-depth interviews and surveys (Swanborn, 2010). A case study permits the researcher to understand complex issues in a flexible and validating way (Harrison, et al., 2017).
Case studies allow the researcher to gain a rich understanding of the research, and therefore tend to use a combination of data collection methods (Saunders, et al., 2016).  The research will consist of an online survey and an interview process. The participant’s responses from both survey and interview will measure the commitment of employers in attempting proactively to reduce the pay gap.
[bookmark: _Toc8636032]3.1.5 Choice
In this dissertation, the researcher will use mixed methods to collect data from participants. The researcher will use both interviews and a survey to understand the thoughts and feelings of the employees at the chosen organisation. Qualitative data will therefore be collated. Quantitative data will also be collected from the survey regarding how many people answered based on gender and age  (Saunders, et al., 2016).  The mixed methods will be conducted parallel to each other to support the themes found in both survey and interviews.
· Qualitative data is usually in textual forms such as interviews or surveys. This data is non-numerical and therefore other sources of qualitative data can be used such as photos and video clips.
· Quantitative data is numerical data collected from usually questionnaires and statistics.
(Creswell & Plano Clark, 2018)
Qualitative data will be used mainly, where a survey will be issued to public sector employees. The survey will allow employees to answer both closed and open ended questions to understand their thoughts and experiences of the pay gap within their organisation.  Qualitative data will also be used when interviewing HR managers to find those strategies in place to reduce the pay gap, or if there appears to be an absence of such strategies.
Tashakkori and Teddlie (2003) emphasised the importance of using mixed methods to give a better opportunity in answering research questions. More information can be gathered if analysing the data in two ways.
[bookmark: _Toc8636033]3.1.6 Time horizon
A cross sectional time horizon will be used in this research. This time horizon is “the study of a particular phenomenon at one particular time (Saunders, et al., 2016).”  Cross sectional time horizons will be used as there is a limited amount of time to conduct the research. A survey will be used for employees from the public sector to express their feelings on the pay gap.
[bookmark: _Toc8636034]3.2 Collection and analysis
For this dissertation, the researcher has chosen to design an online survey and to conduct a semi structured interview.  The survey will be structured in the same way for all participants, to ensure there is no bias. Surveys are one of the most popular ways to collect data as they are effective when collecting data from a large proportion of people (Saunders, et al., 2016).  Respondents of these surveys are also more likely to respond, than with postal questionnaires. Therefore, this wider response contributes towards the acquisition of more information (Van Gelder, et al., 2010).
Interviews also allow the researcher to refine their ideas by asking specific questions. The interview process the researcher will use is semi-structured. This type of interview allows the researcher to ask relevant questions, not in any specific order, but rather when appropriate. Additional questions may also be added regarding the nature of events within the organisation (Saunders, et al., 2016).


[bookmark: _Toc8636035]3.2.1 Questionnaire Design
The questionnaire will contain twelve questions including those on demographics and regarding the strategies which are most effective in reducing the pay gap. They will consider whether the company equip staff with leadership skills and whether strategies are implemented to reduce the pay gap.
The questions will mainly be multiple choice, closed end questions. Close end questions allow the researcher to collect quantitative data quickly and allows the researcher to compare respondents when gathering an overall view (DeFranzo, 2014). The multiple-choice questions will arguably be the most important questions as these will help the researcher understand whether the organisation implement strategies to reduce the pay gap. Multiple choice questions will also help detect whether the company equip staff with skills to become leaders, and whether pay gap within an organisation would influence people's choice to work there. Close end questions will be used to gather information quickly as there is only limited time to collect primary data.
Open end questions will also be used to understand the initiatives implemented by the organisation to equip staff with leadership skills. This type of questioning is used to allow people to express their opinions without being influenced by the researcher. They also allow the research to be more open at the start, and more direct at the end of the research project as a greater judgement will have been made (Bogdan & Bilken, 2015).  There will only be two open end questions, as it would be too time consuming if there were more (Saunders, et al., 2016).
It has been found that online questionnaires allow open end questions to be richly answered as they are typed instead of handwritten (Reja, et al., 2003).  A Likert scale will be used to measure how effective strategies are to reduce the pay gap in the public sectors employees’ opinion.  Likert scales allow the respondent to agree and disagree to an extent (Zickermann, 2015). The scale consists of odd points allowing the respondents to neither agree nor disagree. According to Saunders, et al,  (2016) there should be no more ratings than seven as this reduces motivation for participants to complete the survey.  By using the Likert scale the researcher is able to analyse the statements separately or collaboratively. For this research project the statements will be looked at separately to understand which strategies are the most effective (Saunders, et al., 2016).
[bookmark: _Toc8636036]3.2.2 Pilot study
The questionnaire will be piloted among peers before the final distribution. A pilot study will allow the researcher to understand if the questionnaire is suitable to distribute.  As an initial study, it will be used to gather primary information on any problems and systematic knowledge based on the main research. The significance of the pilot study is to pinpoint any inadequacies of the draft questionnaire. The advantages of using a pilot study is that it will allow the research to be precise and accurate (Daniel & Sam, 2011).
[bookmark: _Toc8636037]3.2.3 Interview
To gain a better understanding of whether strategies are in place within the public sector the researcher will conduct an interview with the Human Resource Manager at the Brecon Beacons National Park Authority.  Interviews allow the researcher to ask purposeful questions to the interviewee to gain valid information on the research project.  The researcher will also conduct an interview to understand if there are any strategies to reduce the pay gap and if so how are these communicated to staff (Saunders, et al., 2016).  The researcher will ask the interviewee if there are any strategies in place within the organisation to reduce the pay gap, and if there are they will be asked to rank the most effective. The researcher will also ask how the strategies are shared with staff and if they have any supporting literature. As the interview is semi structure the researcher may ask additional questions relating to answers given by the interviewee.  Notes will be taken in order for the researcher to collect themes from the interview.
[bookmark: _Toc8636038]3.2.4 Triangulation
As the researcher is using a multi method choice triangulation will be used in the research project. Triangulation involves using more than one method to find information to aid research. By conducting two method of data collection the researcher will be able to gauge the ‘reality’ of the pay gap within the public sector. Using triangulation adds depth and breadth to the research project (Denzin, 2012) .


[bookmark: _Toc8636039]3.3 Analysis
To analyse the survey a statistical analysis technique will be used using the software SPSS. This software will allow the researcher to understand how many believe there are strategies in place and will prioritise which they believe to be the most effective strategies. Trends and patterns will also be highlighted by the researcher using this technique.  As only one interview is taking place the researcher will look for themes in the interview relating to the online survey (Saunders, et al., 2016).

[bookmark: _Toc8636040]3.3.1 Sampling
Non-probability sampling will be used to collect data for this study. Non-probability sampling “provides a range of alternative techniques to select samples based on your subjective judgement (Saunders, et al., 2016).”
The sample size will be made up of fifty participants and a HR manager from the Brecon Beacons National Park Authority, a public-sector organisation. Fifty participants is considered an adequate number due to the time horizon and also on the organisation  (Saunders, et al., 2009).  The researcher will also use fifty participants as according to Stutely (2003) thirty responses or more is an adequate number to receive reliable data.  The participants will be aged eighteen or over.
The sample will include employees from the public sector within different departments. The sample will include participants in management roles to employees who work part time. The sample will be contacted through an email sent by the HR manger offering a link to participate in the survey. The sample for the interview will include both the CEO of the organisation and the HR manager.
[bookmark: _Toc8636041]3.3.2 Reliability and validity
An Interpretivist philosophy is more likely to have high validity and low reliability due to participant’s responses being viewpoints (Methodology, 2019).
Reliability is the stability of research, and therefore dependable data is needed to conduct reliable research.  In research terms reliability is when research can be tested multiple times and receive similar results from a similar group of participants (Trochim, et al., 2015).
In research, validity is the logical argument to support theoretical claims (Taylor, 2015). In this dissertation the researcher will validate all responses from the survey and also from the interview. Validating the data in this dissertation will help the researcher understand different themes and also support the research previously found on gender pay gap.  To assess the validity of the surveys and interviews content validity will be used. A judgement of the data received will be made by the researcher based on the previous literature found (Saunders, et al., 2016).

[bookmark: _Toc8636042]3.3.3 Limitations
The limitations faced by the researcher in this dissertation are the engagement with staff within the public sector. It may be difficult to get fifty responses for the survey due to many of the staff working outside and therefore having no access to a computer. Therefore, the sample may not be an accurate representation of the public sector, but even so it will give the researcher greater information. The limited time frame is also a limitation to the researcher. The limited time frame may affect the collection of primary data and also access to resources.

[bookmark: _Toc8636043]3.3.4 Ethical considerations
Cooper and Schindler (2008) define ethics as norms or standards of behaviours. The researcher’s main concern when implementing the survey is to not cause any harm to the participants (Easterby-Smith , et al., 2008).
At the beginning of the survey there will be a statement attached. The statement will include information on what the research is with a definition of the pay gap, assurance of confidentiality and an option to participate in the survey or not. Robson (2002) explains how important is it not to apply any pressure on participants to partake.   There are no vulnerable participants undertaking the survey as all participants are over the age of eighteen. The interviews will also not include any vulnerable people.
The data received will be anonymous and confidential. All data received will be held in accordance to the General Data Protection Regulation (GDPR). Under GDPR all surveys will be analysed together and no data will be shared with other people apart from the researcher and the researcher supervisor at the University of Wales Trinity St David.
Chapter four will use the methodology discussed in this chapter to analyse the data collected. Themes from the data will be analysed alongside statistics.










[bookmark: _Toc8636044]Chapter 4-Analysis

The aim of this dissertation is to critically analyse strategies in place to reduce the pay gap in the public sector.

This chapter will interpret the results of the online survey distributed to public sector employees at the Brecon Beacons National Park Authority (BBNPA). The chapter will also look at the interview between the researcher and HR manager at the Brecon Beacons National Park Authority.
The sample consisted of fifty public sector participants, thirty females and eighteen males.  Two participants did not wish to disclose their gender. As 81 females and 45 males work at BBNPA it is evident that more women would respond to the survey.

The following results will be analysed by the researcher by using statistics and highlighting themes. Objective three will be addressed within this chapter:

3. To conduct primary research in the Brecon Beacons National Park Authority to find how HR managers in the public sector implement strategies to reduce the pay gap. To find also, if public sector employees believe their employer is being proactive in implementing strategies to ensure there is no pay gap.

The online survey can be split into separate sections. Questions 1, 2 and are based on demographics. Questions 3, 4 are concerned with leadership within the public sector. Question 5 is to understand if flexible working is offered within BBNPA.  Questions 6, 7 and 8 are to understand if there are strategies in place to reduce the pay gap and if so which ones are most effective. Question 9 and 10 are in place to understand if the organisation is fairly represented by females in leadership roles and if the pay gap in an organisation would affect you if you worked there.

[bookmark: _Toc8636045]4.1 Section 1-Demographics

[bookmark: _Toc8636046]4.1.1 Gender
Question 1 asked the participants what gender they identified themselves as.
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[bookmark: _Toc8398509][bookmark: _Toc8558748]Figure 2: Gender of Participants


36% participants identified as male and 60% as female. The remaining 4% identified as neither or preferred not to say. As more women responded to the survey it can appear that women are perhaps more engaged within BBNPA. However, it can also be seen that more women answered the survey simply because more women working in BBNPA. This shows that the overall population is reflected by the surveys responses. This therefore shows how most responses will be based on the perspective of female public sector employees. Women may be more engaged within the workplace as they benefit more from the flexible working options, therefore women at BBNPA are actively engaging with the organisation (McGoogan, 2018).   .
[bookmark: _Toc8636047]4.1.2 Age

Question 2 asked the participants how old they were by using an age bracket. The smallest age group who took part in the survey were 18-25 with the highest participants being in the age range of 46-55. 
[image: ][bookmark: _Toc8398510][bookmark: _Toc8558749]Figure 3: Age of Participants









As the age range of 46-55 populated the survey in responses it can be seen that many of the responses were from employees in leadership roles. According to the HR manager most leaders in BBNPA are in this age range (Lewis, 2019). A study showed how millennials are affected by the gender pay gap but to a much smaller degree (Michaels & Lee, 2018).  Therefore the responses given will be more beneficial, as the age range affected more by the pay gap have responded.

[bookmark: _Toc8636048]4.2 Section 2-Leadership

[bookmark: _Toc8636049]4.2.1 Leadership role encouragement
Question 3 asked participants on whether they believed their organisation encouraged staff to apply for leadership roles irrespective of their gender.

[image: ][bookmark: _Toc8398511][bookmark: _Toc8558750]Figure 4: Leadership Encouragement







[image: ][bookmark: _Toc8398512][bookmark: _Toc8558751]Figure 5: Leadership Encouragement men and women








The survey showed how 80% of employees believe that the BBNPA encourage women to apply for leadership roles. It can be seen that the BBNPA are excelling when it comes to having women in leadership roles. As women are in leadership positions it shows how the public sector in this instance are promoting equality and enhancing the productivity to create a diverse workforce (Gap, 2018, Lewis, 2019).

18% of participants believed leadership support was not given in the organisation with six females and two males voting. The lack of communication may be an issue for 18% of the workforce not believing they were encouraged to apply for leadership roles. The HR department should ensure communication is used for employees to be aware of when leadership roles are available.

[bookmark: _Toc8636050]4.2.2 Leadership Skills

Question 4 asked participants on whether they believed they were equipped with the necessary leadership skills.

[image: ]
[bookmark: _Toc8398513][bookmark: _Toc8558752]Figure 6: Leadership Skills

An equal proportion of females answered yes and no to the statement with 61% of males saying yes and 38% saying no. These results could be dependent on the roles in which the employees hold. It could be seen that perhaps employees in administrative roles are not seeking progression and therefore are not aware of the skills needed to be a leader.  For the results to improve, the HR team should promote training more widely, and increase communication in offering all employees who seek progression, leadership skills.


[image: ][bookmark: _Toc8398514][bookmark: _Toc8558753]Figure 7: Leadership skills based on age










This graph shows the age range 26-35 believe there are no strategies in place to reduce the pay gap compared to the age range of 46-55 who believe there are. As the majority of leaders at BBNPA are in the age range of 46-55 they would be more aware of the skills as they are currently in leadership roles.

Question 4 also asked participants if there were able to identify how the organisation helped with leadership skills.  There were twenty-three responses out of a possible fifty. From this section, it can be seen that the majority of staff believed that the help they received from the organisation to gain leadership skills was through management training. Other participants believed that leadership skills were developed through peer support and appraisals.

The study found a number of strategies used within the BBNPA such as encouraging women into leadership roles by offering management training incorporated with ILM.
(Please find all answers to question 4 in appendix 3).

[bookmark: _Toc8636051]4.3 Section 3- Flexibility Options

Question 5 asked the participants if they believed their organisation offered flexible working options.
[image: ][bookmark: _Toc8398515][bookmark: _Toc8558754]Figure 8: Flexible working options









92% of the population of participants agreed that there were flexible working options in place with only 8% disagreeing. The 8% who disagreed with the question may have not have had to engage with flexible working options. According to the HR manager the majority of those who engage with the flexible working options are older. The manager also explained how the organisation tended to have females take maternity leave when older (Lewis, 2019)

Similar to Unilever a pioneering example of reducing the pay gap, BBNPA have adopted the strategies of having more women in leadership roles. A reason for this is due to the high promotion of flexible working options (Unilever, 2017). 92% of the organisation believed there were flexible working options in place.  Flexible working options are promoted to both genders to create an equal workplace. Paternity leave is offered to both genders to build an open trusting organisation.

[bookmark: _Toc8636052]4.4 Section 4- Strategies to reduce the pay gap

Section 4 was the most important part of the survey as it helped the researcher understand and answer the research topic questions on whether there are strategies in place within the public sector to reduce the pay gap.

Question 6 asked the participants whether their organisation offered sufficient strategies to reduce the pay gap.


[image: ]
[bookmark: _Toc8398516][bookmark: _Toc8558755]Figure 9: Strategies in BBNPA

The majority of participants believed there were strategies in place with only 28% of the population voting no and the other 16% chose not applicable.  The employees may believe there are no strategies in place due to not actively engaging with strategies such as flexible working option to reduce the pay gap. Another reason may be the lack of knowledge on how the strategies link with reducing the pay gap. The HR team should consider producing literature for employees to become more aware of what the organisation offers to demonstrate best practise.
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[bookmark: _Toc8398517][bookmark: _Toc8558756]Figure 10: Main Strategies in BBNPA
Using cross tabulation it was found that men believe there are only two strategies used within the organisation to reduce the pay gap, displaying salaries and creating a non-stereotyped culture. In contrast, females believed that there were signs of all strategies mentioned within the organisation.  It may be that men believe there are only two strategies in place as more women hold leadership roles. The women in leadership roles may understand the benefit these strategies are to the organisation compared to the men who are not in these roles. It has been found that women use flexible working options more than men (McGoogan, 2018). Therefore, women are more engaged with the strategies in BBNPA compared to men.


Going on from question 6, question 7 asked the participants if answered yes to the previous question what did they believe the main strategy was to reduce the pay gap in their organisation.





[image: ][bookmark: _Toc8398518][bookmark: _Toc8558757]Figure 11: Main strategy to reduce the pay gap










The majority of participants answered that the main strategy to reduce the pay gap in their organisation was by creating a non-stereotyped culture.  Following this, 24.1% believed displaying salaries in job advertisements helped reduce the pay gap. Only 6.9% of the participants believed promoting flexible working had an impact on reducing the pay gap.

Employees at BBNPA also believed that this strategy was used the most within their organisation to reduce the pay gap. ONS found that 22% of pay gaps are due to roles being specific to a gender (Women, 2014).   It can be seen that BBNPA are an organisation who can demonstrate best practise to other organisations who have a pay gap due to stereotyping jobs.
BBNPA show best practise in not stereotyping jobs based on gender, by encouraging women to apply for warden jobs and men in administrative roles.
The study showed that women public sector employees identified a number of strategies being used within their organisation. The strategies used in the organisation were the ones discussed in the literature review as being the most effective to reduce the pay gap (Government, 2018).  According to Frith  (2017) the pay gap is only set to get wider. The study however found that in this organisation there are strategies already in place and therefore goals and objectives are being met to reduce the  pay gap (Reddy, 2018). 

Question 8 allowed the participants to answer how effective or not effective the strategies were to reduce the pay gap. The statement is as follows:

To what extent do you agree with the effectiveness of the strategies to reduce the pay gap?
The strategies were:
1. To what extent do you agree with the effectiveness of the strategies to reduce the pay gap?Use women in the recruitment process
2. DdDisplay salaries in job descriptions
3. Promote flexible workingPromote flexible working
4. promote paternity leave Promote paternity leave
5. Set targets
6. Create a culture where there are no stereotyped men/women jobs

[bookmark: _Toc8398519][bookmark: _Toc8558758]Figure 12: Effectiveness of Strategies








According to public sector employees the most effective strategy is number 6, creating a culture where there are no men/women stereotyped jobs with 51% agreeing. This was an unexpected finding as according to (Government, 2017) the most effective strategies to reduce the pay gap were getting more women into leadership roles and increase flexible working options.
Statement number 3, promoting flexible working was closely followed with a combined total of 78% believing it was either effective or very effective. The least effective strategy was number 5, setting targets, with the majority of opinions in this category, not sure at 46% and 14% believing it was not effective or not effective at all.   According to the Government (2018) it is clear that all strategies stated have a positive effect on reducing the pay gap in organisation. It is evident that BBNPA need to communicate with staff more on the effectiveness of these strategies such as setting targets.   


[bookmark: _Toc8636053]4.5 Section 5- Leadership representation and Pay gap impact

Question 9 asked the participants whether or not they believed their organisation was fairly represented by females.

[image: ][bookmark: _Toc8398520][bookmark: _Toc8558759]Figure 13: Fairly Represented











88.2% of men believed their organisation was fairly represented and 83.3% of women also agreed. Only 14.3% of the participants believed their organisation was not fairly represented by females.  According to the Office of national statistics (ONS) men dominate senior roles by earning three and a half times more than women (Evans, 2018).  The researcher found that the CEO of the BBNPA was male, however contrary to the ONS finding, women here in fact dominate the senior leadership roles. The 14.3% of participants who did not believe their organisations was fairly represented think is this due to the organisation having a flat structure. The HR manger explained how it does encourage women into leadership roles however there are not enough roles for people to apply for (Lewis, 2019). In the literature review it was found that 46% of women were paid in the upper-middle paid jobs (McKinsey, 2018). The survey found that BBNPA had two out of three women in senior leadership roles receiving a pay grade 15.  The BBNPA can be found to exceed the recommended percentage of women being in leadership roles at 35% according to the government (Commonwealth, 2016).

Question 10 asked the employees at BBNPA whether the pay gap in an organisation would affect if they were to work there or not.

[image: ][bookmark: _Toc8398521][bookmark: _Toc8558760]Figure 14: Pay Gap Impact









56.5% of participants said that the pay gap would determine if they were to work in an organisation where as 43.5% said no.

[image: ][bookmark: _Toc8398522][bookmark: _Toc8558761]Figure 15: Pay Gap Impact Men and Women









This bar chart shows that women are more influenced by an organisation’s pay gap. Whilst men have an equal opinion on whether it would affect them or not.
The literature review found that the pay gap in a company would determine 56.5% of public sector employees on whether they would work there or not. This finding was similar to the evidence in the literature review, as 60% of employees said they would be determined by a pay gap if they were to work in an organisation (Commision, 2018).
Unlike Swansea City Council with a 11.5% pay gap favouring men and then nine out of ten councils who favour men in pay, BBNPA show how best practise has been used. This may be linked to the fact that women are more concerned with the pay gap data in an organisation and therefore more likely to utilise the strategies in place to reduce the pay gap, such as flexible working options. (Mosalski & Miller, 2018).  It is also evident that the BBNPA show best practise as according to the HR manager they have no problem with recruiting women for leadership positions (Lewis, 2019).

[bookmark: _Toc8636054]4.6 Interview

Following on from the online survey an interview was conducted to provide rich qualitative data.
The interview that took place was semi structured between the researcher and the HR manager at BBNPA. The interview took place at the BBNPA headquarters in Brecon. The purpose of the interview was for the HR manager to explain if there were strategies within the organisation. The purpose of the interview was to also gauge a picture of the strategies within the organisation from the person who implements them. Similar questions were asked to the HR manager as to the employees, to understand if both parties have different or the same perceptive on the issue. As the interview was semi structured the questions were designed beforehand, however additional questions were asked during the interview.

[bookmark: _Toc8636055]4.6.1 Leadership Roles and Support

The HR manager was asked how staff were supported and encouraged into leadership roles at the organisation.
It was clear that the organisation supported staff in leadership roles. Management training based on ILM is used to create excellent leaders at BBNPA. The HR manager said that:
“If a member of staff wants to go for a role, we encourage internal staff to go for them. We put management training in place. To ensure that staff feel supported we also offer training specific to the role (Lewis, 2019).”
It is evident from the survey that employees are aware of the management training offered. However, there remains a small proportion of employees who were unaware of the encouragement given.
The HR manager was also asked how staff were equipped with skills to go for leadership roles.
A two-day course is also offered for managers based on ILM principles. We also equip staff with leadership skills by offering managing safely courses and secondments to management positions in the organisation and others (Lewis, 2019).
[bookmark: _Toc8636056]4.6.2 Flexibility
To gauge an understanding of whether the employees at the BBNPA were correct in saying there were flexible working options, the HR manager was asked how do you promote flexible working in your organisation.
So at interviews if they ask we say we offer flexible working options. In induction we go through them. If ever queried at interview we always say we offer work options in which people can apply for. If coming back of maternity we try and retain work options, put in place job shares, part time opportunities (Lewis, 2019).
The HR manager demonstrated how best practice is used by communicating with staff from the outset that flexible working options are offered.  However, from the survey it can be seen that employees do not believe this is an effective strategy used to reduce the pay gap. As BBNPA show such good practise in offering flexible working options, it is important that the effectiveness of reducing the pay gap by using this strategy is communicated to all staff. This will benefit the staff and the organisation by understanding the benefits of using this strategy. Flexible working options could also be displayed in job advertisements. This would allow candidates to know the best practise BBNPA are adopting.
As the HR manager spoke about maternity options, the researcher asked whether flexible working was offered to both genders.
Yes, men can do compressed hours open to all, extended further than just women to promote equality in the workplace (Lewis, 2019).
The researcher then asked whether or not paternal leave/paternity leave was offered. This was asked to find how the organisation promotes equality.
2 weeks paid full paid paternity leave is offered. Fair opportunity for men also.  Shared parental leave policy, to make it fair when women take leave they would get maternity pay. Also allows if partner works within another organisation, checks with other organisation with their policy (Lewis, 2019).
By allowing flexible working options for both genders it shows how BBNPA are an inclusive organisation who demonstrate best practise by promoting equality.

[bookmark: _Toc8636057]4.6.3 Strategies to reduce the pay gap

For the researcher to gather if there are any strategies to reduce the pay gap within the organisation, the HR Manager was interviewed. As it is seen as a HR managers role in implementing the strategies, they would have the most knowledge. 
The HR manager discussed how women are encouraged into leadership positions in BBNPA. BBNPA has included women in the recruitment process, and encouraged them to go for leadership roles to create a culture where jobs are not stereotyped based on gender.  The HR manager also discussed how women are in warden roles and men in administrative roles.

We encourage women into leadership roles, an equal recruitment process. Creating a culture where women believe they can apply for these roles with support, flexible working options. Not stereotyping roles for example, we have women is warden roles and men in administrative roles (Lewis, 2019).
Unexpectedly the study showed how this public sector organisation is already using some of the recommendations made by the government to reduce the pay gap (Commonwealth, 2016).  The interview showed that women are encouraged to apply for leadership roles and the organisation is also promoting diversity and an open culture. However, there were some elements in which the BBNPA have not adopted, such as implementing training to teach inclusiveness, and ensuring women continue to apply for leadership roles.

To understand what the main strategy used in the organisation is the researcher asked the HR manager what is the main strategy you use and how is it effective?

By not stereotyping jobs, encourage an equal process. We encourage people to develop in house and develop their careers. Encourage an equality culture which is transparent and fair. I believe we have an open culture within the organisation where people are able to pursue a career with no judgement from other employees or the management team (Lewis, 2019).

The employees at BBNPA believed their management team was fairly represented by women. The researcher wanted to know how many women were in leadership roles.
The chief executive is male however two women are in senior positions at grade 15 ranging from £41,000 up and only one man. The next tier down also forms the leadership team consisting of four women and two men. There are more women working for the organisation than man, 81 women and 45 men (Lewis, 2019).
The interview with the HR manager emphasises the fact that everyone is encouraged to apply for leadership roles irrespective of gender. The survey showed how only a small proportion of participants did not feel encouraged. Therefore, it is important for the HR manager to communicate with staff the benefits of applying for leadership roles, and inform of the training offered to support them.

As there were more women in the organisation the researcher wanted to ask if there was a pay gap in BBNPA in favour of women compared to men.
Due to only having 126 staff we do not have to report our pay gap data however we do produce a pay policy statement for the welsh government and is published on our website. This has been done for people to see how transparent we are as an organisation and happy for anyone to see how much our chief executive and leadership team get paid.  As the CEO is male it may be seen that our organisation were to favour men in the pay gap data. However I believe this would only be marginal due to the fact there are more women in leadership roles and by creating an open non stereotyped culture (Lewis, 2019).
(Please find full interview responses in appendix 4)


From the interview it can be seen that BBNPA does in fact have strategies in place to reduce the pay gap. BBNPA offer flexible working and  encourage both genders to apply for leadership roles. The organisation had made an open culture where equality is promoted by not stereotyping jobs for men and women. The information from the HR manager has reinforced how the employees at the organisation responded. However, there are still some strategies in which employees at the BBNPA seem unsure as to how they benefit the reduction of the pay gap.  As from the survey it showed more women are determined to work for an organisation according to the pay gap. It can be seen that perhaps this is why BBNPA have more women working for them.

Chapter 5 will address the findings made in this chapter. The findings will be discussed and evaluated by using previous academic literature surrounding the pay gap in the public sector.













[bookmark: _Toc8636058]Chapter 5-Conclusion 

The aim of this dissertation is to critically analyse strategies in place to reduce the pay gap in the public sector. The findings in this chapter will be analysed further and cross referenced with the findings in Chapter 2. The main findings will also be discussed with recommendations for BBNPA to reduce their pay gap.
This chapter will address objective four:
4. To produce recommendations to reduce the pay gap in the public sector.

[bookmark: _Toc8636059]5.1 Aims and Objectives
The aim of this dissertation was to critically analyse strategies in place to reduce the pay gap in the public sector.
5.1.1 Objective 1: To critically analyse previous academic literature on the pay gap in the workplace
Objective 1 was met by the researcher in Chapter 2. The objective was met with the researcher looking at academic literature on the pay gap in the workplace. The researcher used a range of sources such as journals, newspaper articles and books. The main themes found were that the private sector demonstrates lower pay gaps when compared to that of the public sector. Another finding was that the government do not request any supporting literature on how an organisation has reduced their pay gap, including the strategies they may have used.
5.1.2 Objective 2: To analyse how strategies are in place to ensure there is no pay gap in the public sector.
Objective 2 was also met by the researcher in Chapter 2. The researcher looked at a range of sources such as county council websites, office of national statistics and government legislation. The researcher was able to identify the main strategies used in the public sector. The main findings found were that the most effective strategies used in organisations were not stereotyping jobs based on gender, displaying salaries, using women in the recruitment process and promoting flexible working opportunities.

5.1.3 Objective 3: To conduct primary research in the Brecon Beacons National Park Authority to find how HR managers in the public sector implement strategies to reduce the pay gap. To find also, if public sector employees believe their employer is being proactive in implementing strategies to ensure there is no pay gap.
The researcher fulfilled objective 3 in chapter 3 and 4. The researcher used both quantitative and qualitative data. The researcher conducted an interview with the HR manager at BBNPA and produced a survey with 50 respondents from BBNPA employees.  The methodology of this data can be found in chapter 3 and the analysis of the data in chapter 4.  The survey and interview both found that BBNPA are proactive in implementing strategies to reduce the pay gap. BBNPA however need to understand how strategies are used to reduce the pay gap.
5.1.4 Objective 4: To produce recommendations to reduce the pay gap in the public sector.
Objective 4 was met in chapter 5 by the researcher. The researcher was able to further analyse the primary data found and suggest adequate recommendations in order for BBNPA to reduce their pay gap.  The researcher recommended that BBNPA follow organisations such as the RNLI and Pepsico to carry on implementing best practise. The researcher also recommended that BBNPA HR manager use a communication cycle to deliver the message on how effective the strategies in the organisation help reduce the pay gap.



[bookmark: _Toc8636060]
5.2 Main Findings

The evidence from both qualitative and quantitative data show similar themes. The study also shows contradiction between primary and secondary evidence.
[bookmark: _Toc8636061]5.2.1 Leadership

The first main finding showed how women are encouraged to apply for leadership roles. The study showed that flexible working opportunities and management training all have an impact in encouraging women to apply for leadership roles. The organisation has contradicted the majority of other organisation in the literature review such as Sky and BBC as they show clear strategies in order to reduce the pay gap (Mosalski & Miller, 2018, Silverman, 2018). BBNPA have evidence to prove they encourage women, as two out of three senior leadership roles are held by women. 
[bookmark: _Toc8636062]5.2.2 Strategies

The second main finding shows how BBNPA have sufficient strategies in place to reduce the pay gap. The main strategy in reducing the pay gap in the organisation is not stereotyping jobs based on gender. This appeared to be both the most effective and noticeable in the organisation. This was followed by displaying salaries in job descriptions to show transparency. The participants found that promoting flexible working options was the least effective in reducing the pay gap. It is important for BBNPA to now work on other strategies to create an even more diverse organisation, as the strategies already adopted have been proven to have a positive impact its organisation’s pay gap data (Government, 2017).

[bookmark: _Toc8636063]5.2.3 Pay gap Impact

The third and final main finding to this study was that an organisations pay gap data would have an impact on an employee’s choice of place of work. It is therefore vital for the HR team to continue to improve and develop their strategies to reduce the pay gap.
Based on the evidence shown it can be seen that BBNPA is making progress in reducing the pay gap by adopting strategies recommended by the government. It is difficult to understand the full extent of their pay gap data due to the organisation not having to report it. It is therefore important for BBNPA to carry on using these strategies.


[bookmark: _Toc8636064]5.3 Recommendations for the Public Sector

The recommendations made will help public sector organisations reduce their pay gap.
As the main findings have been analysed it is important for BBNPA to understand the importance of improving their strategies. Recommendations have been made for the organisation to ensure they carry on reducing the pay gap and creating a more inclusive and diverse workforce. A reduction in the pay gap in the public sectors is so important as the gap is only set to get wider (Frith, 2017). It is also evident that public sector organisations such as Swansea City Council, are not reducing their pay gap issues (Mosalski & Miller, 2018).It is important for the public sector to understand that the recommendations are voluntary and therefore it is up to the HR manager on whether strategies will be either used or improved.
As BBNPA and many other public sector organisations with less than two hundred and fifty staff do not have to report their pay gap data to the government it is important they are aware of pay gap implications. As the legislation only states for organisations to produce data and a written statement which explains how the pay gap data is accurate it is important for everyone to understand the strategies in place (Government, 2019).  As the survey found that male employees only noticed two strategies being used within the organisation, supporting literature should be implemented. With literature being produced the employees at BBNPA would have a better understanding of the strategies in place and how these are implemented. It is important for public sector employees to be aware of the strategies in place to reduce the pay gap, so that both employee and organisation can benefit. If the organisation creates a culture to reduce the pay gap it would improve its reputation. By promoting best practice and achieving a good reputation, organisations would appeal to prospective candidates, and retain present employees .
For employees to understand the importance and effectiveness of the strategies, good communication must be used. The HR manager should consider possible communication models such as the communication cycle model. This model consists of a sender, receiver and a message.
[image: ]
[bookmark: _Toc8398523][bookmark: _Toc8558762]Figure 16: Communication Cycle
For the recipient to receive a message, the HR manager must produce written literature on the effectiveness of strategies and how important they are in reducing the pay gap. The message needs to be encoded and therefore understandable for the employees. The literature must be relevant to the organisation.  To ensure there is no misunderstanding known as noise in the model, the HR manager must clearly identify the strategies used in the organisation. An example of this would be the different options of flexible working. The HR manager must then comment on each strategy on how they help reduce the pay gap in BBNPA. To ensure that noise is not a problem when communicating the literature, the HR manager should email the message to all employees. This will allow everyone in the organisation to have a copy of the literature. When the message has been conveyed to the recipient it is their responsibility to decode the message. For the message to have been understood the HR manager should also implement training on pay gap strategies. This will allow the HR team to receive feedback on whether the employees understand those strategies in place. As every recipient will interpret the message differently it is important for the HR manager to demonstrate how the organisation uses best practise and promotes equality. This will ensure that the recipients understand the benefits of using these strategies (Toolshero, 2018).

As with the success of Unilever, public sectors must ensure to improve diversity and inclusiveness in the organisation, and so strategies must be improved and worked on (Unilever, 2017). Public sectors should consider joining Chwarae Teg’s ‘fair play’ scheme. This scheme would benefit the organisation by assisting recruitment processes to encourage diversity, improve flexibility in the workplace and help eliminate bias in different jobs. The scheme would involve trained professionals assisting the organisation in reducing the pay gap (Teg, 2018).
Public sectors should follow the company Pepsico, owners of Walkers crisps, in ensuring their pay gap is reduced. Walkers have a 75% male workforce, however it is in fact women who accrue more bonuses every year. The company have set up a scheme to inspire women to apply for leadership roles. The company also offer a structured development programme for women to feel confident and equipped with the correct leadership skills (Pepsico, 2017).
Public sectors should also look at The Royal National Lifeboat Institution (RNLI) best practise. The RNLI have a pay gap of 3.1% favouring women. The organisation prides its self on rewarding employees with non-cash rewards if they go above and beyond their job role. The RNLI ensure bonuses are offered equally to both genders to create a diverse workforce (RNLI, 2018).
For BBNPA to excel, and demonstrate their best practise, innovation should be shown to other organisations and the public. As with   #PayMeToo campaign BBNPA should consider creating an online presence in promoting their strategies to reduce the pay gap (Topping, 2018). This would allow the organisation to connect with other organisations and share best practise with other public sector bodies such as Swansea City Council who demonstrate a concerning gender pay gap (Mosalski & Miller, 2018).  BBNPA could also display best practise by inviting other organisation to their training days. This would allow other HR managers to see how BBNPA develop their leaders and promote strategies that employees gain from.
An action plan has been made by the researcher, for BBNPA to follow. These recommendations are to be addressed by a specified date.  Action planning will allow BBNPA to reflect on the bigger picture which is reducing the pay gap. The action plan will also aid BBNPA in measuring its success, and bringing people together, working towards a shared aim (University, 2017).




[bookmark: _Toc8636065]5.3.1 Action Plan
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[bookmark: _Toc8398524][bookmark: _Toc8558763]Figure 17: Action Plan
[bookmark: _Toc8636066]5.4 Limitations

A limitation for this study was the sample size being 50. As BBNPA only consist of approximately 120 employees the sample size was just under half of the organisations population. The aim of the study was met. However, a larger sample size would have allowed a richer understanding on the strategies used within the organisation.
As the study was a case study, the dissertation concentrated on one organisation. If other organisations were used and a different strategy was chosen a broader understanding may have emerged on the strategies used in the public sector.
As the organisations did not have to provide pay gap data the topic of the dissertation may not be understood by all employees at the organisation. Therefore, this may have been a limitation due to questions not being answered in depth.


[bookmark: _Toc8636067]5.5 Recommendations for further studies
The researcher used both quantitative and qualitative data within the study. As the researcher used both surveys and interviews to further their research other options could be looked at in further studies. A focus group may have been beneficial to the researcher to understand the employee’s individual thoughts and feelings to gain a richer understanding.
As explained in limitations, other organisations may be used in further studies to gain an in-depth understanding on strategies used in a number of public sector organisations. This will allow the researcher to use more detailed information to fulfil the aim.
The final recommendation for further studies would be to complete the study in private sectors. As the study was based on public sector bodies it would be interesting to see how private sector gender pay gap data compares to that of the public sector.
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Appendix 3- Question 4 responses  
Via a Leadership & Management programme; Coaching both training to be a coach and Coach training; Programme Management training; Health & Safety training and other CPD courses and seminars/conferences
Management Training
Able to book onto courses to further education and skills.
Through training courses 
encourages training
training
Project management is encouraged
Training requests through performance management reviews
Management development training, leadership training
management training
Appraisals and succession planning
through courses 
To a degree, but leadership programmes are capped so that you already have to be in a leadership role to participate in some of the training opportunities.
Providing leadership courses - ILM 3, 5, 7
Professional leadership development courses and qualifications such as ILM and MSP/Prince 2 to name a few examples
Courses, 1 to 1's
Through Training 
Certain staff are able to access ILM but this happens more in some departments
Only through peer to peer support.
performance management review process which includes individual training plans for staff
Management training has been offered internally and staff are supported to take up external professional training.
Management training 
Place you on management placement/courses 

Appendix 4- Interview Questions and full responses
	How do you support and encourage staff to apply for leadership roles?


	If a member of staff wants to go for a role, we encourage internal staff to go for them. We put management training in place. To ensure that staff feel supported we also offer training specific to the role

	Do you equip staff with skills to apply for leadership roles? If yes, how?

	We encourage managers to attend training sessions, we have also used ILM. All managers follow ILM management training. A two-day course is also offered for managers based on ILM principles. We also equip staff with leadership skills by offering managing safely courses and secondments to management positions in the organisation and others

	How do you promote flexible working in your organisation? Preferably towards women. 

	So at interviews if they ask we say we offer flexible working options. In induction we go through them. If ever queried at interview we always say we offer work options in which people can apply for. If coming back of maternity we try and retain work options , put in place job shares, part time opportunities

	Are they offered to everyone? 

	Yes men can do compressed hours open to all, extended further than just women to promote equality in the workplace

	What about Parental leave? 

	2 weeks paid full paid paternity leave is offered. Fair opportunity for men also.  Shared parental leave policy, to make it fair when women take leave they would get maternity pay. Also allows if partner works within another organisation, checks with other organisation with their policy

	Do you implement strategies to reduce the pay gap? 

	By not stereotyping jobs, encourage an equal process. We encourage people to develop in house and develop their careers. Encourage an equality culture which is transparent and fair. I believe we have an open culture within the organisation where people are able to pursue a career with no judgement from other employees or the management team

	How many women are in leadership roles in your organisation? 

	The chief executive is male however two women are in senior positions at grade 15 ranging from £41,000 up and only one man. The next tier down also forms the leadership team consisting of four women and two men. There are more women working for the organisation than man, 81 women and 45 men

	What is the pay gap percentage in your organisation? Does it favour women or men? 

	Due to only having 126 staff we do not have to report our pay gap data however we do produce a pay policy statement for the welsh government and is published on our website.
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