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Gender Pay Gap Reporting 
 

The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 
require private sector employers with more than 250 employees to publish 
details of the differences in pay between male and female employees.  The 
intention behind the Regulations is that greater transparency in pay will lead 
to employers taking more action to address pay inequality between men and 
women. 
 
The Regulations require any employer with more than 250 employees as at 5 
April 2017 to publish a statement within one year about their gender pay 
gap.  The definition of an employee in the Regulations is very wide and 
covers all individuals who are engaged to perform services personally.  This 
can include agency workers and some self-employed people.   
 
What must be reported 
When publishing a report, the employer must include the following information: 
 

1. the difference between the mean hourly rate of pay between men and women; 
2. the difference between the median hourly rate of pay between men and women; 
3. the difference between the mean bonus pay paid to men and women; 
4. the difference between the median bonus pay paid to men and women; 
5. the proportions of men and women who were paid bonus pay; and 
6. the proportions of men and women who were in the lower, lower middle, upper middle and upper quartile pay 

bands. 
 
In addition to the required information, employers may also provide commentary on the figures to give context or explanation to 
their gender pay and bonus gap figures.  This can help explain a particular result if necessary. 
 
Each year, the employer must publish the information on its website in a way which is accessible to all employees and the public.  
The employer must also upload a copy of the information to the government website.  Once published, the employer must keep the 
information available online for a period of at least three years. 
 
If an employer fails to report then they will likely suffer reputational damage as the media, trade unions and equality groups may 
publicise the failure.  The Equality and Human Rights Commission may also take action against the employer to compel compliance.   
 
Companies with fewer than 250 employees 
Whereas the Regulations do not require employers with fewer than 250 employees to publish a statement, some are taking the 
decision to voluntarily publish a statement anyway.  When deciding whether to voluntarily publish a statement, an employer should 
consider its own gender pay gap first and, if it is large, consider taking steps to reduce it before publishing a report.  The employer 
will also need to consider the risk that it may be criticised if it is one of the only companies in its industry that has not reported.  If the 
majority of your competitors are publishing reports then it may be necessary to keep up with them in order to attract quality 
employees who are likely to use the published data to make decision about which company they wish to work for. 
 
The government has also indicated that it is important to close the gender pay gap and therefore it is likely that the threshold of 250 
employees may be reduced in coming years.  Taking proactive steps to reduce any gender pay gap and also to publish 
a gender pay gap report is therefore likely to be a good idea. 
 
If you would like advice on publishing a gender pay gap report, please contact our 
employment team.    
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