
Gender pay reporting legislation was 
introduced in 2017 and requires all 
employers with 250 or more employees 
to publish statutory calculations every 
year. This is required in order to show 
how large the pay gap is between male 
and female employees.

There are six calculations to carry out 
and the results must be published on 

both the organisation’s website and 
the Government’s online reporting 
service. The data relates to salaries paid 
to staff who are in scope as of the week 
including 31st March each year for public 
sector organisations, with 12 months to 
publish the data.

In 2017 before merger, two sets of data were 
published whereas for 2018 data, which 
is post-merger, whole Group data will be 
published.

Last year’s data is included below for 
comparison purposes.

The number of employees and those who are 
relevant are as follows:

 l All employees employed on the snapshot 
date – these are referred to as ‘relevant 
employees’ 

 l All employees who were paid their usual 
full pay in their pay period that included 
the snapshot date - these are referred to 
as ‘full-pay relevant employees

What is our Gender Pay Gap and how has 
this changed since last year?

What is the Gender Pay Gap?

GENDER PAY GAP REPORT
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3. Proportion of males and females in each pay quartile
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It is understood that the causes of inequalities in 
pay between men and women are complex and go 
beyond direct discrimination and include issues such 
as career choices, part time working and availability 
of overtime and promotion which can have a causal 
effect. 

The CIPD recommends that alongside good practice, 
inequalities in pay between men and women can be 
addressed by:

1. the wider availability of flexible working

2. the elimination of discrimination against part-
time workers

3. building an awareness within the business of 
other barriers to the progress of women

As an organisation, EKC Group offers flexible working 
opportunities to all staff, ensures that part time staff 
are treated equally and fairly and are offered the same 
opportunities as full-time staff and work to ensure 
managers appreciate barriers that may go against 
supporting women to progress within the business 
through equality training at induction and ongoing. 

Whilst development in these areas needs to continue 
to ensure we work towards closing any gender pay 
gap where possible, work is currently underway to 
provide more opportunities for staff and applicants to 

apply for flexible working and, where business needs 
allow, for managers across the Group to support 
these applications as much as possible – seeing this 
as an opportunity to support them, rather than as a 
difficulty or problem.

 l Flexible working – The CIPD is currently 
promoting the use of the strapline ‘Happy to talk 
flexible working’ in all job adverts and EKC Group is 
reviewing how we can use this going forward. (see 
‘approach to recruiting’ paper). 

 l Blind recruitment – This paper also includes 
a proposal to move to ‘blind recruitment’ for 
shortlisting purposes to support elimination of 
unconscious bias. 

 l Training – will be rolled out for recruiting 
managers to help them understand these 
concepts and ensure that good practice is being 
applied across the Group when hiring decisions 
are made, with sign off through a ‘passport to 
recruit’.

Our approach to our pay structures works to ensure 
parity in pay, with the evaluation scheme for jobs 
ensuring pay sits on a comparative scale across the 
Group. This ensures equal pay however more work 
is required to provide opportunities for staff to be 
able to work in a role at a suitable level for them by 
removing as many barriers to this as possible.

Managing gender pay gap reporting


