FOCUS ON

Gender Pay Gap
Reporting
Following the introduction of
new regulations, on 6 April 2017
employers with 250 or more
employees must publish specific
figures about their gender pay
gap on their own website and on
the government’s online reporting
service. It is a legal requirement for
all relevant employers to publish their
data.

The deadline for publish the Gender Pay Gap report is
admittedly still some time away in April 2018, however this
should not detract you from taking the necessary steps now.
If your organisation is in the scope of the regulations but has
not submitted the report yet, the Government Equalities
Office would have written to you to remind you of your
obligations.

Steps to take now
Nominate
Every organisation should nominate someone to manage
gender pay gap reporting (for example HR Director or head
of Remuneration).
Register
The nominated person should register the organisation on
the Government’s online reporting service: https://genderpay-gap.service.gov.uk/register
Calculate
Start preparing your organisation’s gender pay gap
information. The resources on the government’s website
should be helpful but you may find you will need some
external support with this project.
Publish
Once ready publish the final report on your website and
input the statistics in the Government online reporting
service website.
Repeat
Ensure you keep a sufficient audit trail of the process to
enable you to repeat the process annually from now on.

Required Statistics
1.

Mean (average) gender pay gap

•
•

Hourly pay needs to be calculated using a prescribed formula so you will need to know employees’ working hours
Only full pay relevant employees should be counted.

Example:
Mean hourly rate for males (A) = £15.98
Mean hourly rate for females (B) = £12.37

2.

Median gender pay gap

•

Median is just a different number, less affected by outliers (high and low).

Example:
Median hourly rate for males (A) = £14.5
Median hourly rate for females (B) = £12

3.

Mean bonus gender pay gap

•
•
•

This is for all relevant employees, even if not full-pay in the reporting month
Those not paid any bonus are not included
Any bonus payments paid in the preceding 12 months leading to the snapshot date.

Example:
Mean bonus for males (A) = £2,000
Mean bonus for females (B) = £1,500

4.

Median bonus gender pay gap

Same as above but using median figures rather than mean:

5.

Proportion of males / females receiving a bonus

•
•

Females who got a bonus in the preceding 12 month as a percentage of all relevant females
And males who got a bonus in the preceding 12 months as a percentage of all relevant males.

This may be skewed where part-time employees are paid pro-rata bonus payment.
Example:
All males = 299, males who received bonus = 150
All females = 150, females who received bonus = 40

6.

Proportion of males / females in each quartile band

•
•

Rank all the full-pay relevant employees by hourly rate
Divide into four quartiles, each with equal number of people (called lower quartile, lower middle quartile, upper middle quartile and upper quartile)
Ensure even split of genders with equal hourly rates across quartiles

•

Example:
Total full-pay relevant employees = 960 -> 240 employees per quartile:

* Numbers in blue are those required for the report

Contact us
For more information on the subject or if you need help with your gender pay gap report, please contact us on HRSolutions@
mhllp.co.uk

A Member of

MHA

Visit our website:
www.macintyrehudson.co.uk

MHA MacIntyre Hudson is the trading name of MacIntyre Hudson LLP, a limited liability partnership, registered in England with registered number OC312313. A list of partners’ names is open for inspection at its registered office, 201 Silbury
Boulevard, Milton Keynes MK9 1LZ. Registered to carry on audit work in the United Kingdom and regulated for a range of investment business activities by the Institute of Chartered Accountants in England and Wales. An independent
member of MHA, a national association of UK accountancy firms. The term ‘partner’ or ‘partners’ indicates that the person (or persons) in question is (or are) a member(s) of MacIntyre Hudson LLP or an employee or consultant of its affiliated
businesses with equivalent standing and qualifications. Partners and directors acting as administrators or administrative receivers contract as agents and without personal liability. Further information and links to the respective regulators
and appointed individuals’ qualifications can be found via our website www.macintyrehudson.co.uk/information.html
MHA MacIntyre Hudson is an independent member of Baker Tilly International. Baker Tilly International Limited is an English company. Baker Tilly International provides no professional services to clients. Each member firm is a separate
and independent legal entity and each describes itself as such. MHA MacIntyre Hudson is not Baker Tilly International’s agent and does not have the authority to bind Baker Tilly International or act on Baker Tilly International’s behalf. None
of Baker Tilly International, MHA MacIntyre Hudson, nor any of the other member firms of Baker Tilly International has any liability for each other’s acts or omissions. Arrandco Investments Limited is the registered owner of the UK trade
mark for Baker Tilly and its associated logo.

