
Gender pay gap reporting – what you will need to provide
For gender pay gap reporting you will need to publish the following 13 numbers. The numbers are:

1. Mean gender pay gap as a percentage of the mean pay of a male employee;

2. Median gender pay gap as a percentage of the median pay of a male employee;

3. Difference in mean bonus pay between men and women as a percentage of the mean bonus paid to a male employee;

4. The proportion of male employees who received any bonus pay;

5. The proportion of female employees who received any bonus pay;

6. The number of male employees in your top pay quartile;

7. The number of female employees in your top pay quartile;

8. The number of male employees in the second quartile of pay;

9. The number of female employees in the second quartile of pay;

10. The number of male employees in the third quartile of pay;

11. The number of female employees in the third quartile of pay;

12. The number of male employees in the lowest quartile of pay; and

13. The number of female employees in the lowest quartile of pay.

For those numbers which relate to pay, it will be as a snapshot of what is paid for the pay period including the 30 April (2017) and for the bonus figures it will be all bonuses paid throughout the year between 1 May (2016) and 30 April (2017).

Pay includes basic pay, paid leave, maternity pay, sick pay, area allowances, shift premium pay, bonus pay and other pay (including car allowances paid through the payroll, on call and standby allowances, clothing, first aider or fire warden allowances). However it does not include pay for a different pay period, overtime pay, expenses, the value of salary sacrifice schemes, benefits in kind, redundancy pay, arrears of pay and tax credits. 

Pay is to be calculated before deductions for PAYE, national insurance, pension schemes, student loan repayments and voluntary deductions.

The gross hourly rate of pay which must be used is determined using the weekly pay divided by weekly basic paid hours for each relevant employee. You will need to work out an hourly rate of pay for each employee in order to be able to do the calculations.

The regulations say Bonus Pay includes the following, but importantly isn’t limited to them so includes anything which you consider is a bonus: payments received and earned in relation to profit sharing, productivity, performance and other bonus or incentive pay, piecework and commission; long term incentive plans or schemes (including those dependent on company and personal performance); and the cash equivalent value of shares on the date of payment. 

For the more complicated elements I have confirmed below what is required below.

1. Mean pay gap

This is the difference in mean pay, during the pay period, between male and female employees expressed as a percentage of the mean pay of male employees during that period. 

The calculation you must use is: 

(A−B)   ×100 

A

​​​​​

A is the mean gross hourly rate of pay of all male employees employed by you on the relevant date. 

B is the mean gross hourly rate of pay of all female employees employed by you on the relevant date. 

So, you work out an hourly rate of pay for each employee.  Add together the hourly rates for all the men employed by you on 30 April and divide the total by the number of men employed by you on 30 April (the outcome of which is A in the above calculation). Add together the hourly rates for all the women employed by you on 30 April and divide the total by the number of women employed by you on 30 April (the outcome of which is B in the above calculation).  

You should end up with a percentage. If consistent with the national gender pay stats this will be somewhere around the range between 9.4%, which is the full time national pay gap, and19.2%, which is the actual pay gap when part-time workers are taken into account.

2. Median Pay gap

This is the difference in median pay, during the pay period, between male and female employees expressed as a percentage of the median pay of male employees during that period. 

The calculation you must use is:

(C−D) ×100

C 

C is the median gross hourly rate of pay of all male relevant employees employed by you on the 30 April. 

D is the median gross hourly rate of pay of all female employees employed by you on 30 April. 

So, you work out an hourly rate of pay for each employee employed on 30 April.  Put all the male employees’ hourly rates of pay in a line and pick the hourly rate of the middle man (or if a even number the mean average of the middle two in the line) -the outcome of which is C in the above calculation. Put all the female employees’ hourly rates of pay in a line and pick the hourly rate of the middle woman (or if a even number the mean average of the middle two in the line) - the outcome of which is D in the above calculation.  

You will end up with a percentage.

3. Difference in mean bonus pay

This is the difference in mean bonus pay received, during the period of 12 months preceding the relevant date, by male and female employees, as a percentage of the mean bonus pay received by male employees during that period. 
The calculation you must use is: 

(E−F) ×100  

E

E is the mean bonus pay paid to all male employees employed by you during the period of 12 months preceding the 30 April.

F is the mean bonus pay paid to all female employees employed by you during the period of 12 months preceding the 30 April.
So, you add together all the bonuses paid to all men and divide the total by the number of men employed (the outcome of which is E in the above calculation). Add together the bonuses paid to all the women and divide the total by the number of women employed (the outcome of which is F in the above calculation).  
It isn’t entirely clear how you count starters and leavers in the number of men/women employed in the year when working out the mean but it appears likely that you include all those employed whether or not they have joined or left. You must include all bonuses paid irrespective of whether or not the employee has joined/left during the year.

You should end up with a percentage. 
4 & 5.
The proportion of men/women receiving a bonus
This is two figures.

The proportion of male employees who received bonus pay during the period of 12 months preceding the 30 April, expressed as a percentage of the total number of all male employees. 

The proportion of female employees who received bonus pay during the period of 12 months preceding the 30 April, expressed as a percentage of the total number of all female employees.

So, you add together all of the men/women who received any kind of bonus, and then use that figure to calculate the percentage which it represents of all men/women employed in the year.  
As with the other bonus calculation it isn’t entirely clear how you count starters and leavers in the number of men/women employed in the year when working this out, but it appears likely that you include all those employed whether or not they have joined or left. An employee counts as receiving a bonus, whatever the size of the bonus received, this stat focuses on the number of recipients not bonus value.

You will end up with two percentages which you hope are roughly consistent.  Of all the numbers, these two are the easiest to alter. You can pay a defined group an ad hoc bonus in April (2017) to resolve any disparity if you wish to. The payment of a small bonus (such as a small Christmas or end of year bonus) to all staff would result in both figures being 100% (or almost 100%).

6 to 13.
Quartiles of pay
It has been clarified that the quartiles are worked out by dividing the organisation’s overall range of pay from highest to lowest and dividing that into four equal quartiles.  The numbers of employees falling into each of those quartiles will be identified.

For some organisations this may mean that the majority of employees fall in the lower quartiles, irrespective of gender.

The quartiles must be worked out using a gross hourly rate of pay for each employee and not actual pay. This will mean that, for example, part-time workers will not necessarily all fall in the bottom quartile because although they might take home less than a comparable full-time employee, if their hourly pay rate is the same they will fall in the same quartile as a comparable full-time worker.

The explanation
You are not required to provide any other explanation or analysis other than these basic statistics.  However if they show any gender disparity you are likely to want to:

· confirm that you pay similar amounts for like work/the same grades;

· identify what distorts the stats for you such as: board level roles and the ratio; high levels of female support staff in roles paid less than factory workers who are predominantly male; trades receiving higher pay and being predominantly men; 

· potentially explaining why the gap will close in the future (such as an increased female intake gaining greater length of service and higher pay) or what steps you are taking to close the gap (such as working with a body to assist women in feeling able to apply for skilled trade roles, or the improved gender split of apprentice recruits); and/or
· Comparing your stats with the national figures for gender pay gap or possibly sector specific figures, which present your gap in a better light.

This note advises based upon the current draft Regulations, so the detail may be changed before they are implemented.
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