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COTSWOLD ARCHAEOLOGY GENDER PAY GAP REPORT 

Based on the data as at the snapshot date (April 5 2021), Cotswold Archaeology’s mean gender pay 
gap was 11.5% and median gender pay gap was 2.8%. This means that the average hourly rate for 
men is 11.5% higher than women and the median rate is 2.8% higher.  The figures reported last year 
were a mean gender pay gap of 12.13% and a median gender pay gap of 11.81%.  
 
In addition to these calculations, companies are required to publish the distribution of their gender 
pay by Quartiles. This means separating our employees into four groups based on their pay and 
calculating the proportion of men and women in each group. The graph below shows our quartile 
distribution for the 2021 snapshot date. 
 

 
 

The distribution of the quartiles demonstrates that the largest difference in our gender distribution is 
in the higher positions within Cotswold Archaeology. The ‘Upper Hourly Pay Quarter’ represents 
positions from the equivalent of Senior Project Officer up to members of the Senior Management 
Team. The table below outlines how this is split across the departments. 
 

Department Female Male Grand Total % of total group 

Fieldwork 2 23 25 39% 

Publications 12 9 21 33% 

Consultancy 3 6 9 14% 

Senior Management 2 5 7 11% 

Operational Support 1 1 2 3% 

 
Whilst the Fieldwork department represents the largest proportion of this group, the number of 
Females is one of the lowest. This is unsurprising given the working requirements of the fieldwork 
team e.g. variable hours, away projects. The more office-based roles have a closer split of females to 
males. 
Although this is the first time Cotswold Archaeology has been required to report its Gender Pay Gap, 

we have been voluntarily tracking this for several years. The table below sets out figures for the last 

four years. 
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 April 2018 April 2019 April 2020 April 2021 

Mean Male 14.35 15.1776 14.87 15.47 
Mean Female 12.41 12.8844 13.06 13.68 
Mean Pay Gap 13.54 15.1 12.13 11.5 
     
Median Male 11.53 13.5799 13.07 12.40 
Median Female 11.03 11.4435 11.52 12.05 
Median Pay Gap 4.28 15.7 11.81 2.8 

 

Over the last three reporting periods we can see an improvement in both the Mean and Median 

figures. Whilst the Mean can be subject to distortion from variances in pay, the Median (mid-point) 

gives a more accurate figure to understand the gender pay gap. This improvement is further 

demonstrated when the quartile changes over the last four years are reviewed. 

 

 

The graphs demonstrate the shift in the two ‘Upper’ quartiles over the last three years with a growth 

in the percentage of females in these groups and a decrease in males. This suggests the beginning of 

a levelling out in these pay ranges. 
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Actions 

With COVID guidelines in place over the last two years, we have implemented improved flexible 

working practices that provide for greater flexibility on locations and hours worked. However, this 

flexibility is largely centred around office-based roles. Our real challenge is in the fieldwork team, and 

in particular testing the potential for flexibility in the more senior roles to enable more females to 

continue their career and development within this team. We will continue to look for opportunities to 

challenge ourselves in this area. 

As part of quarterly management reporting, we will include figures on recruitment activities showing 

the balance of genders across each stage of the recruitment process. These figures will also be made 

available to staff through company communication channels. 

We will provide support for our senior female leaders to develop their mentoring skills and use them 

as a forum to ensure our practices support the development of female colleagues inside CA and the 

wider sector. 

Gender Pay Gap Versus Equal Pay 

Cotswold Archaeology is committed to be an employer that treats men and women equally, in pay 

and in all other ways. We ensure that people receive equal pay for carrying out the same or equivalent 

role. The Gender Pay Gap figures do not indicate that we fail to meet legal requirements with regards 

to Equal Pay. Rather they point to a skewing towards men in more senior positions. 

 

 

 

 
Neil Holbrook 

Chief Executive 
Alli Preece 

Director of HR & Facilities 
 


