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Good Practice Guide



Foreword
Despite over thirty years of equal pay legislation and many improvements in women's
position in the labour market, the gender pay gap remains. Based on mean hourly
earnings, women who work full time earn 17% less than men who work full time,
while women who work part time earn 38% less. 

One way of tackling the gender pay gap is for employers to check their pay systems by
carrying out an equal pay review, for without having done so an employer has no way
of knowing whether their pay system is delivering equal pay for equal work.  

An equal pay review ensures that a pay system is operating efficiently and effectively,
but it is also a better, not to mention more cost effective, way of highlighting and
resolving inequalities in the pay system than going to an Employment Tribunal.
Litigation is by its nature expensive, complex and adversarial and Employment
Tribunal decisions take no account of the impact of an individual case on pay systems
as a whole. 

Employers also need to look beyond their pay systems to tackle occupational
segregation and to open up jobs at all levels to flexible working – only with action on
all three fronts will the gender pay gap be overcome.

Transparent and effective pay structures and employment policies that promote
gender equality not only deliver equal pay, they can also increase productivity by
enabling companies to tap into the potential of their entire workforce, reduce staff
turnover and produce highly motivated workers. The Women and Work Commission
has suggested that as much as £23 billion could be added to the UK economy if we
closed the pay gap – and this Good Practice Guide for SET employers is an excellent
starting point.  

Jenny Watson

Chair, Equal Opportunities Commission
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Introduction

Equal pay continues to be an issue in employment despite thirty years of gender pay gap
legislation. Although there have been many advances in women’s position at work and in society,
the gap in pay between a woman working full time and a man working full time stands at 17%.

There are many reasons for the pay gap:

Reason % of pay gap

Discrimination 29

Years of full time employment experience 26

Interruptions to the labour market due to family care 15

Occupational Segregation (horizontal and vertical) 13

Years of part-time employment experience 12

Education 6

*Drawn from Women and Equality Unit research, The Impact of Women’s Position in the Labour
Market on Pay and the Implications to UK Productivity, Walby et al., November 2002

Discrimination is the biggest reason for the pay gap between men and women. According to the
Equal Opportunities Commission’s graduate pay research, women students can expect to be
earning 15% less than men before they reach the age of 24. Male graduates in full-time
employment earn more than their female counterparts on average even when:

• They have studied the same subjects

• They have achieved the same class of degree

• They work in the same occupations

• They are employed in the same industries 

However, the impact of childbearing responsibilities, the occupations women tend to work in and
the levels they work at are all significant contributors to the gender pay gap. 

Occupational segregation is the concentration of men and women in different kinds of jobs and it is
one of the main reasons for the gender pay gap between men and women in science, engineering
and technology (SET).  

SET sectors are amongst the most highly segregated occupational sectors, yet they are also ones
that can command significant salaries at all levels, especially in comparison to those occupations
where women do dominate. 

For example, the average salary for a graduate under 25 working in engineering, a male-dominated
industry, is £25,000. Once professional qualifications are gained, their salaries can rise up to
£40,000 and beyond. The average qualified social worker, a typical caring role for women, is paid
between £14,000 and £18,000 a year.
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Girls need a better understanding of the world of work, and to experience
working in jobs traditionally done by men, and more and better careers

information, advice and guidance. Education and training, particularly those in
vocational subjects mainly taken up by boys, should be made more accessible

and appealing to girls. We believe that if girls are made more aware of the
consequences of their choices for their future pay and career progression, they

might make different choices.
Women & Work Commission, Shaping a Fairer Future, 2006

Significantly few women who do qualify and work in a SET discipline, compared to men, reach senior
positions. Many of them are lost to other sectors and women therefore miss out not only on
influencing SET governance but also on earning the high salaries that can be commanded in these
sectors. Thus vertical segregation is another, contributor to the gender pay gap. 

Despite a 50.7% share in the overall labour market, only 12.5% of SET managers are female. Barriers
to women’s vertical segregation include lack of encouragement and clear career paths. Also
instrumental in women’s lack of success is the paucity of flexible working options such as job-sharing
opportunities at senior level that would enable them to combine caring with work, without any
detrimental impact on salary and lifetime earnings.

Women returning to the labour market after time spent looking after children
often find it difficult to find a job that matches their skills. Those looking for

part-time work crowd into a narrow range of lower-paying occupations due to a
lack of quality part time jobs. Often they have to change employer and

occupation – accept lower pay – to get part-time work. This means their skills
are being under-utilised and this represents lost productivity for the UK

economy.
Women & Work Commission, Shaping a Fairer Future, 2006

Jaguar and Land Rover recognise the need for retaining and nurturing female talent. Last year, the
company became the first winner of the UKRC Women in SET Award. Jaguar and Land Rover’s win
was based on the company’s pro-active plans to recruit and retain more SET women and ‘excellent
understanding and communication’  of the business case for gender diversity.

We passionately believe that every employee has the right to fulfil their
potential and contribute to our business success. It’s not just morally right to

promote work-life balance and diversity, it’s a commercial necessity! 
Maria Antoniou, Human Resource Director at Jaguar & Land Rover.



3

Best Practice in Equal Pay

Implementing good equal pay practice is essential if employers are to tap into the widest talent
pool possible. This will become increasingly critical for SET employers as women become more
discerning about company practices that will support their career advancement and earnings
potential.

81% of women and 51% of men say they would be influenced by whether an
organisation could prove that they paid women fairly when choosing an employer. 

Equal Opportunities Commission

In 2001 Denise Kingsmill was appointed by the government to examine possible non-legislative
and cost-effective proposals to deliver improvements in women's employment prospects and
participation in the labour market including tackling the pay gap between men and women. 

The Kingsmill Review states:

“An organisation that carries out a pay review is likely to find out that its headline pay gap figure
arises possibly not because it has substantially unequal pay packages, but because women are
clustered in lower grades or lower paid jobs. The review is also likely to uncover structural issues that
may be impeding the productivity and competitiveness of that business. Unequal pay is one sign that
the business is not optimizing its human capital.”

As part of the review, Denise Kingsmill offers employers a best practice checklist:

• Are your pay packages, including access to bonuses, the same for men and women?

• Is your pay reviewed centrally or bargained individually? 

• Are women clustered in lower paid jobs or grades? 

• Is there informal job segregation between men and women in different sectors or areas of work? 

• Is the take up of job share, part time or other work life balance options distributed equally 
between men and women, and does exercising these options affect pay or promotion 
prospects? 

• Are part timers paid pro rata to full timers? 

• And most importantly what effect does this have on your business performance? 

The Kingsmill Review doesn’t simply point to equality and social justice as drivers for equal pay.
Also imperative is UK productivity and competitiveness.

The argument for flexible working conditions, diversity and pay equality is
quite simply a case of good business.

Denise Kingsmill
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What is Equal Pay?

There are many different factors contributing to the gender pay gap. Occupational segregation has
been identified as a major cause, especially within SET. Women tend to work in lower paid
occupations, in particular the five “C”s – caring, cashiering, catering, cleaning and clerical. These
occupations tend to be regarded as “women’s work” and are hugely under-valued.

Assessing the value of men and women’s roles will help employers address inequality in pay.

Providing equal pay means that you provide the same pay and conditions for men and women doing
work that is:

-the same or broadly similar

-has been rated as equivalent under a job evaluation scheme; or

-is of equal value in terms of the effort, skills, knowledge and responsibility
required.

Providing equal pay also means that employees should know how their pay is made up. So, for
example, if you pay bonuses your employees should know what they have to do to earn a bonus, and
how the bonus is calculated. 

The Equal Pay Act applies to both full-time and part-time employees. If a female part-time employee is
doing equal work to a male full-time employee she should get equal pay
on a pro rata basis. This means they should be on the same hourly rate.

Extract from Acas, Tackling discrimination and promoting equality: good
practice guide for employers. www.acas.org.uk

The Equal Pay Act 1970
The Equal Pay Act 1970 makes it unlawful for employers to discriminate between men and women in
terms of their pay and conditions where they are doing the same or similar work; work rated as
equivalent; or work of equal value. 

The Code of Practice on Equal Pay
The Act is explained in the Code of Practice on Equal Pay, which provides practical guidance on how to
implement equal pay. The Code recommends an equal pay review as the most appropriate method of
ensuring that a pay system delivers equal pay free from sex bias. While not legally binding, the Code is
admissible in evidence in an equal pay claim, so it’s a good idea to be familiar with its contents. 
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Equal Pay Reviews

There are some useful tools to help you create transparency in your pay systems. An easy and
effective method is by carrying out an equal pay review which can be undertaken by large
corporates and Small-to-Medium Enterprises (SME’s) alike.

Whatever kind of equal pay review process is used and whatever the size of the organisation, the
essential features are the same. An equal pay review involves:

-Comparing the pay of men and women
-Explaining any gaps
-Closing any gaps that cannot be explained on grounds other than sex

Code of Practice on Equal Pay, Equal Opportunities Commission, 

By conducting an equal pay review, you are likely to:

• Reduce chances of litigation

• Retain and motivate your staff

• Become an employer of choice

The Equal Opportunities Commission has its own Equal Pay Review Kit which sets out the
procedure for conducting an equal pay review. The EOC has also produced some practical tips on
dealing with a range of issues including grading, equal pay for like work, benefits and bonus
payments. If a full equal pay review sounds rather daunting, or if you’ve got a problem that needs
urgent attention, these tips are a good place to start.

The review kit consists of five steps that briefly set out the mechanism for conducting an equal pay
review.

Step 1: Deciding the scope of the review and identifying the data required

Step 2: Identifying where women and men are doing equal work

Step 3: Collecting and comparing pay data to identify any significant equal pay gaps

Step 4: Establishing the causes of any significant equal pay gaps and assessing the justifications 
for these

Step 5: Developing an equal pay action plan or reviewing and monitoring

The toolkit is available via the EOC website: www.eoc.org.uk
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CASE STUDY: Equal pay in BT  

Equal pay is a critical issue to us.  Not only must we keep within the law but to make sure that we
attract and retain the best people we must ensure that we reward them in a fair way.  We carry out
gender, race and disability related pay audits.  

A new Team Grades structure was introduced in 2001 moving the organisation’s non-management
grading system to a skill-based approach taking into account equal pay. This has provided levelling
across the historical engineering grades that typically attract men, and clerical grades, which typically
attract women.

In the 2005 financial year, we introduced a new reward
framework covering about 37,500 employees worldwide. Pay,
bonuses and benefits are comparable with the market rate. The
framework has allowed more consistent reward decisions to be
made, based on an individual's value in the job market,
combined with their contribution to BT's success. It has also
formed a key component of our analysis of equal pay issues for
this group of employees. In addition, over recent years we have:

• Changed our promotion remuneration procedures, particularly in management grades, 
from a percentage of base salary to a comparison with peers and the market 

• Focused our pay review on the lower end of our pay scales, where there are likely to be 
more women 

• Carried out a pay audit following each pay review, based on key measures agreed with our
unions, maintaining a dialogue on all equality matters. 

• Recognised work-life balance as a key enabler to eliminating some of the barriers that may 
be slowing the progress of women in the workforce.

While jobs may be different they can be of equal value because of the similar demands made on the
employee.  The concept of equal value for equal work has been underlined by a recent UK court case
including  (Enderby v National Health Service). The court concluded that collective bargaining and
market value could not justify the difference in pay between men and women - equal work must be
given equal value. 

The UK's Equal Opportunities Commissions (EOC) and the Kingsmill Report on Women, Employment
and Pay in the UK have made a priority of the issue. Equal pay to equal value remains high on the BT
agenda and we believe we are making good progress on the matter.
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The Business Case

The European Project on Equal Pay, Betsy, identifies the following core business drivers for
creating pay transparency and clear procedures for equal pay: 

The Customer Perspective
It is a well-documented fact that women are responsible for most buying decisions. Consequently,
a staff mix that reflects the buyer market at all levels along with gender-neutral career and wage
progression helps companies develop their products and services.

Looking after human capital
Women represent an under-utilised skill reserve. More women than men are university trained, a
fact that is not reflected in their pay and position in the labour market. Better use of human capital
leads to greater profitability.

The 2002 Castle Awards were the first ever Government awards to
recognise employers’ efforts to promote equal pay and opportunities in the

workplace. Listawood Ltd, a SME and manufacturer of mouse mats, was
commended for its “provision of career progression through the

organisation.”  All areas of the company are open to part-time working, no
barriers to promotion and training and no qualifying period is required.

Women and Equality Unit

Keeping skilled workers
Undesirable staff turnover necessitating increased investment in recruitment and induction training
is costly. Sound staff and wage policies reduce costs and enable time and resources to be used
more productively.

Modern incentive systems
Working life has developed faster than company’s incentive schemes. Many want to improve their
schemes to take account of employees’ actual levels of responsibility, skill and achievement. Equal
pay schemes are a good way of determining job requirements in terms of skill and responsibility.

Equal pay is just one way of building trust and respect between employer
and employee. It works best as part of a proper respectful relationship

between Serco and our people.
Kevin Beeston, Executive Chairman, Serco Group plc.

Reducing the risks
Companies that gain a reputation for discriminating against women are more likely to lose the
confidence of investors, shareholders, staff and customers, and also risk being taken to court or
brought before an equal opportunities complaints board.

The above arguments have been developed and used by the European Project on Equal Pay.
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A Small Business Guide to Effective Pay Practices

Transparent pay structures are not confined to big business alone. The Equal Opportunities
Commission (EOC) in conjunction with the Welsh Development Agency’s SME Equality project has
produced an equal pay toolkit aimed at small and medium sized enterprises (SME’s). They begin with a
checklist to ascertain if pay is fair and equal.

Step 1

Plan how you are going to check your pay arrangements 

Step 2

Identify jobs involving similar levels of skills and knowledge

Step 3

Collect and compare pay information

Step 4

Assess the pay information

Step 5

Change pay where it is not fair and equal

The guide offers a step-by-step system that helps you through each stage of the above flow chart. 

“By carrying out the review, the business ensures it obtains an objective based
method of reward.”

Managing Director, engineering company

You can access Equal Pay, Fair Pay: A Small Business Guide to Effective Pay Practices on cd
Rom from the Equal Opportunities Commission www.eoc.org.uk
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CASE STUDY: Equal Pay in IT

Women make up approximately 23% of the IT workforce, but it has been reported that these
numbers are rapidly declining as women are hemorrhaging from the industry in disproportionate
numbers.

In 2004 the Women in North West IT (WINWIT) reported on the barriers faced by women in the IT
sector. One of the project’s core objectives was to identify the barriers that discourage women
who want to participate and progress in the IT industry. 

Inequality in pay and a culture of salary secrets were highlighted as major barriers to women in the
sector.

Female ICT staff earn on average £117 per week less than their male
colleagues who earn on average £642 gross per week. 

e-skills 2005

The DEPICT Project at Salford University in Greater Manchester
was established to investigate the issues of gender pay gap
within the ICT industry throughout England.

The following highlighted quotes have been taken from women
surveyed in DEPICT: Directing Equal Pay in ICT, a project funded
by the European Social Fund and led by Angela Tattersall &
Claire Keogh, Salford University, 2006.

A core feeling among the DEPICT team is that the industry is
losing a vast amount of women because of inequality in pay. If
women do not feel they are getting a fair deal, they will leave
the organisation.

I’ve had completely polarised experiences of the IT industry. My new
employer is wonderful, but I had a terrible experience in a previous job,

where I had to work ridiculous hours and am 99% certain that I was paid less
because I was female. I decided to leave and took a not insignificant pay cut

to move to a job with more sensible hours, better conditions, in a more
supportive environment and with fairer (if less!) pay.

Typically projects are assigned to those who can work 24/7 and so women in IT tend to believe
they are being penalised because of their caring responsibilities. 

Women are often treated as inferior, even if they have the same
qualifications/experience as men. Men are respected and rewarded more for
their skills and given more opportunities for advancement. Taking time out
of any career to have children can have an adverse effect upon your career,
but within the ICT industry it can be disastrous. Certain areas of IT are left
to the females, e.g. Training, which is often lower paid than other IT jobs.
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And confidence is another issue that women regard as contributing to inequality in pay.

DEPICT conclude that the issue of equal pay is complex. Conducting pay reviews is important,
but researchers add that if women were able to manage their own careers more effectively,
they themselves would recognise and address equal pay issues. Employers can lend a hand
in this process by making sure women have:

• The opportunity to network

• Confidence in their skills and ability 

• Adequate awareness of market value to promote oneself 

• Excellent negotiation skills

Conclusion 

Closing the gender pay gap in SET is not an optional activity. 

Currently a mid-skilled woman with no children experiences a lifetime earnings
gap of £241,000. The mid-skilled mother of two experiences an additional
£140,000 penalty. The gap, according to the Women and Equality Unit, is

clearly affecting working women’s ability to save for their retirement.
EOC evidence to the Select Committee inquiry into the future of UK pensions,

2002

It’s not just men who are moving on in search of better pay these days, women are too. 

SET sectors need good women, just like they need good men. Transparent and effective pay
structures and employment policies that promote gender equality not only deliver equal pay, they also
help the industry attract and retain the best and the brightest talent.

Women often undervalue their skills
when compared with male

colleagues, so are hesitant in
asking for a pay rise or changes to
working conditions. In recruiting

staff, men are more likely to
negotiate on terms of employment
and salary, thus getting more from

the start.



11

Useful Contacts and further reading

Equal Opportunities Commission

The Equal Opportunities Commission is a leading agency working to eliminate sex discrimination in
21st century Britain.

http://www.eoc.org.uk/

Women & Work Commission
Prime Minister Tony Blair created the Women and Work Commission to examine the problem of
the gender pay gap, and other issues affecting women's employment.

http://www.womenandequalityunit.gov.uk/women_work_commission/

The Kingsmill Review
Investigates why inequality matters, how it may be harming business and the economy as a whole
and look at options for action.

http://www.kingsmillreview.gov.uk/

Acas
Acas (Advisory, Conciliation and Arbitration Service) aims to improve organisations and working life
through better employment relations

http://www.acas.org.uk/

The European Project on Equal Pay
The website covers three EU projects in ten countries that have developed aids for companies and
organisations wishing to work towards equal pay

http://www.equalpay.nu/

DEPICT
Directing Equal Pay in ICT Project

www.isi.salford.ac.uk/gris/depict
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About the UK Resource Centre for Women in SET

The mission of the UK Resource Centre is to establish a dynamic centre that provides accessible, high
quality information and advisory services to industry, academia, professional institutes, education and
research councils within the SET and built environment professions, whilst supporting women entering
and progressing in SET careers.

The UK Resource Centre for Women in Science, Engineering and Technology (SET) is a partnership of
four organisations: Bradford College, Sheffield Hallam University, Cambridge University and the Open
University, working on behalf of the DTI.

One of its primary aims is to provide information, support and advice to employers who seek to
improve the recruitment, retention and promotion of women in SET and to raise their profile.

Information and support ranges from:
g Good practice guides
g Employer networking opportunities
g Culture analysis and benchmarking (gender specific)
g Women returners schemes
g Expert and role model databases
g Mentoring scheme support
g Gender specific statistics
g Recognition and award schemes for good practice employers
g Employer advice and consultancy

Resource Centre Contact Details:
Web: www.setwomenresource.org.uk
Email: setwomenresource@bilk.ac.uk

Helpline: 01274 436485
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