


Overall, women working in 

the UK are paid on average

18.4% less
than men in the UK

Women working 

full-time in UK are

paid on average

9.1% less
than men in the UK

So what is the Gender Pay Gap?

18.4%



Unequal Pay
Paying men and 

women differently for 

the same work

Unlawful in the UK for 

over 45 years

Gender Pay GAP
Difference in average pay 

between men and women

Vs

Equal Pay vs Gender Pay Gap?



Some sectors have bigger gaps than others

The gender pay gap varies across industries 
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Women are of much more likely than men to take 

time out of the labour market to start a family, look 

after children or other family members

What causes the gender pay gap?

Women are concentrated in 

lower paying roles and 

occupations (e.g. cleaning, 

catering, caring, cashiering and 

clerical) and lower paid part-

time jobs

Fewer women 

get to the top

Fewer women work in the 

more lucrative science, 

technology, engineering and 

maths (STEM) based 

sectors

Stereotypes and 

workplace culture



Most of the top earners are still men and most of  
the lowest paid are still women

The distribution of men and 

women’s earnings in the UK 2015



Employment

Level Outcomes

Women in Science,Technology, Engineering, Maths

Women make up

22% of all people 

working in STEM 

occupations

Only17% of full-time 

undergraduate entrants 

to engineering and 

technology courses in 

2015/16 were female2

Science and maths are 

essential for a wide range of 

careers and carry a wage 

premium: those working in 

science or technological 

careers are paid on average 

19% more than other 

professions

A-Level choices Degree Level Choices:

70%
of women with STEM 

qualifications were 

not working in 

relevant industries

Science and Maths:

In 2017, Only 36% of 

students took at least one 

maths or science A-level 1

43%
of boys

30%
of girls

1 provisional 2016/17 A level data  https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/650929/SFR59_2017_Maths_science_tables.xlsx
2 HESA Data: Student Enrolments 2015/16 

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/650929/SFR59_2017_Maths_science_tables.xlsx


Women in Science,Technology, Engineering, Maths 

(STEM)

Girls outperforming boys in all GCSE STEM 

subjects since 2013

18% more women taking STEM A levels 

since 2010

Girls and boys performing similarly in 

STEM A levels since 2013

25% more women accepted onto full time 

STEM undergraduate courses since 2010

Investing in programmes to encourage take 

up in STEM subjects and courses

Substantial spending commitments in

Autumn Budget on maths/digital/technical 

education. 

Raising awareness of range of STEM 

careers e.g.STEM ambassadors

Working with industry to challenge 

perceptions; show background, gender, 

education are not barriers

Progress made but 

more to do
Government action



The gender pay gap gets larger as we get older…
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… and widens substantially after the first child

is born

After the first child is born, 

there is a gradual but 

continual rise in the wage gap

There is an average 

wage gap of over 

10% even before the 

arrival of the first 

child.

After 12 years, this levels 

out at around 33%

Source: Costa Dias et al. 2016. Data: BHPS 1991 – 2008.
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After the birth of the first child, women’s employment rates never 
fully recover to the same rate as men’s, even after 20 years

Employment rates of men and women following birth of first child by highest qualification:

Source: Costa Dias et al. 2016. Data: BHPS 1991 – 2008.



Business benefits

 Research shows gender diversity a competitive differentiator –

companies more likely to have financial returns above industry 

medians

 McKinsey: potential add £150bn to UK GDP by 2025 if we bridge 

the gender gap in the workplace

 BITC: 92% of 1,000 surveyed would look at GPG if deciding 

between two employers

It is a legal requirement to report, but setting an action plan with 

aspirational targets will have business benefits



What employers will have to publish

1 Overall gender pay gap - mean and median

2 Mean and median gender bonus gap for those receiving a bonus

Proportion of male and proportion of female employees that 

received a bonus

Proportion of men and women working at different pay quartiles

3

4

These are a minimum requirement. All employers are encouraged to publish 

additional breakdowns to assist their understanding and a plan of action



What is the snapshot date and when do I need to 

report by? 

• Employers will need to work from the ‘snapshot date’ of 5 April 

2017 (and annually thereafter)

• Employers with 250 or more ‘employees’ on this date will be 

subject to the reporting requirements

• The deadline for publishing information is 4 April 2018



Where and how often?

 Employers must publish the information annually in English on their 

searchable UK website that is accessible to employees and the 

public, together with a written statement confirming that the 

information is accurate (CEO/Director/Partner sign-off)

 Required to retain this information online for three years in order 

to demonstrate progress

 Importantly, employers must upload the information to the

Government’s website in order to be compliant with the legislation



Key websites and resources

 Registration for reporting

www.gov.uk/report-gender-pay-gap-data

 Acas-GEO guidance on gender pay reporting via campaign page or 

www.acas.org.uk

 Closing it together – gender pay gap reporting campaign page

www.genderpaygap.campaign.gov.uk/

 Viewing service

www.gender-pay-gap.service.gov.uk/Viewing/search-results

http://www.gov.uk/report-gender-pay-gap-data
http://www.acas.org.uk/
http://www.genderpaygap.campaign.gov.uk/
http://www.gender-pay-gap.service.gov.uk/Viewing/search-results


Taking Action
and

Government Support



Recruitment

P

Occupations Sectors Seniority

Workplace
culture

Job adverts Flexibility

Different channels Remove bias



Flexible working

By design From day 1

Aware of barriers Role modelling 

Pay for work, not face time



Parental leave and returners

Enhanced pay
Shared parental 

leave

Keep in contact Returners

Currently two million people are not working because they are looking 
after children or home - 89% are women



Pay, reward and promotion

Structures Equal pay audits

Opportunities for all Sponsorship schemes



Resources for Action Planning

 Actions for employers – toolkit for employers to close the gap

www.gov.uk/government/publications/closing-the-gender-pay-gap-

actions-for-employers

 The Pipeline Effect – Women’s Business Council toolkit for 

enabling women to progress and achieving gender balance

http://womensbusinesscouncil.co.uk/toolkits/

 Viewing data and narratives from other organisations

www.gender-pay-gap.service.gov.uk/Viewing/search-results

http://www.gov.uk/government/publications/closing-the-gender-pay-gap-actions-for-employers
http://womensbusinesscouncil.co.uk/toolkits/
http://www.gender-pay-gap.service.gov.uk/Viewing/search-results


working for everyone
to resolve and prevent 
workplace problems

Gender Pay
Where are we now?

John Palmer
Senior Editor
Acas



Gender Pay

The point



The point

Report your gender pay gap1

2

3

Accelerate the closing of your gender pay gap

Eliminate your gender pay gap



Gender Pay

The past



The past

Maths1

2

3

Awareness4

5

6

Data Collaborative

Early Reporting
Committed to 
doing something



Gender Pay

The present



The present

Compliance1

2

3

Transparency4

5

6

Communication Integration

Honesty
Try to do 
something



Gender Pay

The future



The future

Explain1

2

3

Enable4

5

6

Encourage Lead

Transition
New and more 
somethings



Explain

• Voluntary narrative is a major enabler

• Set your historical situation in context

• Explain the impact of your current actions

• Indicate your likely future trends

• ébut donõt present these as an excuse



Encourage

• Your data and results indicate areas to consider

• Redress does not justify discrimination

• It may provide the basis for positive action

• Use thoughtfully and proportionately

• Encouraging your workforce is the foundation



Transition

• Substantial workplace cultural reform has begun

• Gender pay reporting is part of this wider shift

• Gender equality is increasingly an expectation

• Change doesnõt happen overnight

• Acceleration is key



Enable

• Take measures to empower and enable your staff

• Facilitate support groups

• Offer buddy, mentor and returner schemes

• Remove barriers where you can

• Assure staff their concerns will be handled fairly



Lead

• Real change needs to be visible from the top

• Leadership profiles are essential to role modelling

• Review senior management practice and culture

• Make leadership visible and accessible to all

• Take advantage of senior management turnover



New and more somethings

• There are likely to be some ôquick winsõ for now

• Some changes get easier to initiate over time

• Intersperse short, medium and long term change

• Start thinking beyond the workplace itself

• How will you move from reduce to eliminate?



Further support 
www.acas.org.uk/genderpay

In-company 
training

Public and
Private sector

guidance

@Acas_NW

Tools and 
templates

Workshops
and projects

@jjpeakdistrict

Helpline
0300 123 1100

@acasorguk

Advice


