
 

Gender Pay Gap Reporting for organisations with 250 employees or more 

 

 

On 9th December 2016, the Government published its response to a consultation to require larger 

employers to publish gender pay gap information. While the response clarifies a number of issues, 

non-statutory guidance – still to be published - will provide further detailed information to employers.    

The response may be found here: https://www.gov.uk/government/consultations/mandatory-

gender-pay-gap-reporting 

The regulations are subject to parliamentary approval and are expected to come into force on 6 April 

2017 and will apply to companies with 250 or more employees on the ‘snapshot date’. The snapshot 

date is 5th April 2016 (changed from 30th April).  The reporting requirements will apply to each 

separate legal entity with at least 250 employees within a group structure. 

The published report must:  

• Include all ‘relevant employees’ within 12 months of 5th April 2017, which means that 

employers will need to publish their first gender pay gap reports by 4 April 2018 at the latest.  

This will be based on hourly pay data as at 5 April 2017 and bonus data from the preceding 

year  The data includes median and mean gender pay gap figures, the proportion of men & 

women in each quartile of the pay structure and the gender pay gaps for any bonuses paid 

out during the year. 

 

• Relate to all ‘relevant employees’. This includes both employees and certain workers, 

including those working under a contract of employment and a contract of apprenticeship. 

Genuinely self-employed people would not be included as they would not be on the 

employer's payroll system.  Agency workers are to be accounted for by the employer with 

whom they have the contract of employment, and this will generally be their agency. 

 

• Base the calculations of the mean and median gender pay gaps and their pay quartiles on 'full-

pay relevant employees'. So employees not being paid such as those on maternity, adoption, 

shared parental, sick or special leave are excluded from the calculation. 

 

• Calculate 'gross hourly pay' using either an employee's 'normal working hours' where they 

exist or, where there are no such set hours, employer's should adopt a 12-week reference 

period.  Bonus pay elements that are awarded as shares or share options are to be treated as 

paid at the point in time when they would give rise to taxable earnings. 

 

• Rank the relevant employees in order of their pay, from lowest to highest, and then divide 

them into four equal groups. The proportion of male or female employees in each quartile can 

then be calculated by dividing the number of male or female employees in the quartile by the 

total number of employees in the quartile, and multiplying by 100. 

The government has now included separate definitions for ‘Ordinary’ and ‘Bonus’ pay. Ordinary pay 

comprises of basic pay, allowances, paid leave, shift premium pay and pay for piecework. Bonus pay 

includes money, vouchers, securities, securities options or interests and securities. 



What actions can you start taking to ensure you are ready? 

• Conduct a trial run before April 2017 – know where the risk areas will be, can you address 

them now? 

• Think about whether you communicate the report to employees separately and who will deal 

with any issues raised 

• Consider any accompanying narrative to the report which might provide additional context to 

discrepancies. 

There are no enforcement measures in the Regulations themselves. However, the Explanatory Note 

to the Regulations now states that a failure to comply with an obligation imposed constitutes an 

‘unlawful act’ which empowers the Equality and Human Rights Commission to take enforcement 

action. The Regulations do not specify what penalties or enforcement action would apply but it could 

include an investigation into employers who fail to publish a report. 

(see below) Draft guidance from ACAS and the government may be found at: 

http://bfm.org.uk/images/EDOL2017/gender_pay_reporting_guidance.pdf 

Also see ACAS site: http://www.acas.org.uk/index.aspx?articleid=5768 

Draft guidance published on gender pay gap reporting 

We featured Gender Pay Gap Reporting in an earlier BFM Bulletin. The Government and Acas have 

produced draft guidance on managing gender pay reporting in the private and voluntary sectors, 

which is intended to assist employers in complying with new gender pay gap reporting obligations 

under the Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. The Regulations – which 

are due to be brought into force on 6 April – provide that employers with at least 250 employees must 

calculate and report the difference between men’s and women’s average hourly pay.  

The guidance details the following five steps which employers should take: 

• extract the ‘essential information’, i.e. the pay, bonuses and weekly working hours of its male 

and female employees 

• carry out the necessary calculations, in order to assess the (mean and median) gender pay gap 

• make a supporting statement to confirm that the published information is accurate 

• publish the gender pay information; and 

• implement plans to manage the gender pay gap, for instance, developing initiatives to 

encourage female mentoring and development 

The first four of these steps reflect obligations imposed by the new Regulations. The final step is not 

a legal requirement but is considered by Acas and the Government to be best practice. 

What is the gender pay gap in the furniture industry? 

According to the Office of National Statistics, the average gap in pay between men and women, for all 

employees, is 18.1%.  For upholsterers it is put at 1.3% with men earning an average hourly rate of 

£10.30 and women £10.17.  For furniture makers and other craft wood workers the gap is 11.2% with 

men earning £10 per hour and women, £8.88 per hour. 

The calculator is here https://visual.ons.gov.uk/find-out-the-gender-pay-gap-for-your-job/ 


