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What is Gender Pay Gap Reporting?

The Equality Act 2010 (Gender Pay Gap Information) Regulations 20171  will, from 6th April 2017, require 
all private and voluntary sector employers with at least 250 employees to publish annual information 
to show whether there is a difference in the average pay of their male and female employees. For this 
legislation a wider definition of who counts as an employee is being used which means that an individual 
counts if they are employed under a contract of service, a contract of apprenticeship, or a contract 
personally to do work2.

This legislation has been put in place in order to address the fact that, despite female employment being 
at its highest rate, women’s labour market outcomes continue to lag behind men’s, especially in terms of 
pay and progression. It is important to note the distinction between equal pay and the gender pay gap: 
The former deals with the pay difference between men and women working in the same jobs, similar jobs 
or carrying out work of equal value; the latter refers to the difference in the average pay between all men 
and women in a workforce. 
 
How will Gender Pay Gap Reporting affect my business?

If your organisation has at least 250 employees then you will be required to adhere to gender pay gap 
reporting processes. This will mean that within 12 months your business will need to report the results 
of six calculations on your website and on a public government site following confirmation from an 
appropriate person, such as a chief executive. The required calculations are:

- Average gender pay gap as a mean average
- Average gender pay gap as a median average
- Average bonus gender pay gap as a mean average
- Average bonus gender pay gap as a median average
- Proportion of males receiving a bonus payment and proportion of females receiving a bonus   
 payment
- Proportion of males and females when divided into four groups ordered from lowest to highest  
 pay

Along with these figures, employers have the option to present a narrative that goes into more detail 
on the results and reasons behind them. This is an opportunity for the employer to comment on the 
challenges and successes that they have experienced as well as outline long-term plans to improve 
results where necessary.

What is the GBCC position on Gender Pay Gap Reporting?

The GBCC welcomes all activity directed towards closing the gender pay gap and addressing issues 
related to diversity in the workplace. We recognise that, alongside the moral and societal reasons for 
pursuing a more gender balanced working environment, diverse and inclusive workplaces experience a 
number of benefits in areas such as competitiveness, profitability and innovation.

Nevertheless we are wary of yet another administrative burden being placed upon the business 
community at a time when there are already a large number of policy changes that they need to adapt 
to. The introduction of the Apprenticeship Levy, changes to business rates, and the National Living Wage 
are just a few examples of changes to Government legislation that businesses have had to deal with 
recently. It is also important to note the economic and political uncertainty that exists as a result of Brexit 
that makes it difficult for businesses to confidently make long-term plans or adjustments. 

What is the GBCC position on Gender Pay Gap Reporting?

The GBCC will be working closely with legal experts from GBCC Patron businesses and the wider 
network in order to make sure that we can present you with detailed and practical guidance to help our 
members understand and prepare for the requirements of the Gender Pay Gap Reporting process.  
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