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THE EQUALITY AND HUMAN RIGHTS COMMISSION CONSULTATION ON PAY TRANSPARENCY: FAIRPLAY SOUTH WEST RESPONSE

Proposals for promoting greater transparency in the private sector: 

A consultation on improving gender equality in the workplace

Annex 1: Response form
A call for evidence: 

I am Chair of both the South West Gender Equality Network (Fair Play SW) and the SWTUC Women’s Committee. I am also a member of the Women’s Engineering Society and the Women’s Budget Group and have been a lifetime supporter and campaigner of pay equality. In my working life I reached both a management position as an engineer in the electricity generation industry and also the position of national President in my Trade Union, the then Engineers and Managers Association. 

This response is a personal one borne out of all those experiences as I have not had the capacity to consult widely within the organisations I now represent.

Whatever measures are adopted as standard for calculating the gender pay gap it is absolutely vital that they are published so that individuals and women’s organisations can assess the progress of a private sector business towards elimination of the gender pay gap, and where appropriate offer to provide help and advice. Like the EHRC I am confident that most businesses wish to be exemplars in their employment practices; many employers are simply at a loss as to why they currently have a pay gap problem and what would be appropriate, proportionate solutions; the organisations above could all help.

The measures adopted and published should meet the following additional criteria:

· The data should be readily available to the employer; all employers should know the pay of individual employees, their hours of work, where they are in the grading structure and whether they are subject to formal personal development reviews.

· They should be useful in understanding the causes of any gender pay gaps as well as their scale so as to enable effective actions to eliminate it.

Additional points, not being questioned in this consultation, are: 

1. The break point between the size of business covered by the proposals is set too high; it will exclude a large proportion of businesses and the female workforce in the South West of England and should at least mirror the public sector size (though this in itself is too high in my view).

2. The voluntary approach to equal pay reviews has not worked in the last decades and I believe that little progress will be made until a form of review (leading to the sort of measures proposed here) is made mandatory in both the public and private sectors.

3. There needs to be something in the proposals to ensure a business takes action to eliminate any identified pay gaps and can provide evidence that it is doing this.

My answers to specific questions are given below.

Question 1: 

What are your views on the role of narrative in measuring and reporting on the gender pay gap?

In the first instance the important thing is to get businesses calculating and publishing quantitative information. The role of narrative should be restricted to any analysis of causes and solutions which the business wishes to publish in order to provide evidence that action is being taken. It is not more policy we need but better practice.
Question 2: 

We would welcome your views on using a single figure.

How do you think the figure should be calculated?  

If you have any experience of using a single figure to capture the overall pay gap in an organisation we would welcome hearing about it.

Question 3: 

We would welcome your views on using both full-time and part-time figures.

How do you think the figures should be calculated?  

Have you any experience of using figures for both the full-time and part-time pay gaps?

A single figure is useless in understanding the causes of the gender pay gap as it brings together two issues; one is the low pay associated with most flexible employment and the other the concentration of women in low paid employment, be it full or part time.

Once the data is collected to calculate a single figure it is a simple matter of sums to calculate separately the full time and part time figures, as demonstrated for the national figures in the consultation report.

It is also simple to calculate both the median and the mean as you do in the national report; this information gives additional information about the range of pay and it should become the norm to quote both. For those small businesses who find doing these analyses difficult the EHRC should provide the simple calculator tool used by themselves or the ONS. I myself have done this with SW data using an excel spreadsheet.
Question 4: 

We would welcome your views on providing more detailed breakdown. 
What do you see as the advantages and disadvantages of this as a means of measuring and reporting on the gender pay gap? 

It is essential to examine additional information if the causes of any pay gaps are to be understood and addressed. A simple matrix of the following, disaggregated by gender and job level, grade/sector, is required: numbers of part time/flexible workers; median & mean pay for full and part time workers; take up of personal development opportunities; promotion rates. In the Company in which I worked this information was available when sought, and showed a big reduction in women in the higher grades, particularly in the engineering disciplines; however, this did not lead to the necessary deeper analysis of why female engineers were not seeking promotions at the same rate as men, so no effective action was taken. (My own enquiries of engineering women reveal a combination of lack of opportunities for flexible working at senior levels and, just as importantly, “not wanting to have to behave like that to get on”. My own experience as a manager was of constantly having to prove my ability to male colleagues every time I changed my job).
Question 5: 

We would welcome your views on using the findings of non-discriminatory analytical job evaluation.

What do you see as the advantages and disadvantages of this as a means of measuring and reporting on the gender pay gap? 

If you have carried out a non-discriminatory analytical job evaluation exercise did you find that it exposed you to equal pay claims? 

Have you any experience of using a non-discriminatory analytical job evaluation exercise to tackle the gender pay gap?

Job evaluation as a tool to place different types of jobs into different grades is fraught with difficulties. It is often based on subjective judgements as to the value of one skill over another, academic prowess over practical experience and directional management over team leadership. If a non-discriminatory analytical job evaluation can be structured to avoid these hazards then it could be a useful tool in eliminating the discriminatory element of the pay gap; however in my view it is not the first step and should not be developed without the strong involvement of employees (particularly women) and Unions. My experience of job evaluations in the Company for which I worked is that they perpetuated the value gap given to “women’s work” (largely administrative staff) and “men’s work” (largely engineers).
Question 6: 

We would welcome your views on using the findings of an equal pay audit.

What do you see as the advantages and disadvantages of this as a means of measuring and reporting on the gender pay gap? 

Have you any experience of using an equal pay audit to tackle the gender pay gap?

If you have carried out an equal pay audit did you find that it exposed you to equal pay claims?
The definition of an equal pay audit given in the consultation document is not fully what I consider to be an equal pay audit. As described it is potentially burdensome and non effective. For the reasons given in response to question 5, I don’t think a job-evaluation is the first step, nor that seeking out and eliminating discrimination between jobs of equal value is necessarily enough for an effective analysis of the causes of the gender pay gaps (see response to questions 2,3,4). More thought needs to be given to simplifying but extending standard equal pay audits to cover all the potential causes before requiring a job evaluation, unless there is an obvious query about the relative pay of two jobs (a job value comparison of some sort is clearly needed where a claim is being made).   

Question 7: 

Please give us details of the range of measures you currently use and of your experience of what does and does not work.

Do you think providing for a choice of measures would be helpful or not? 

Please explain why you think this.

I think there should be a standard matrix of measures against which all should report (see above responses). Guidance could provide additional measures from which a business (or employees or unions) can chose.

Question 8: 

Have you any experience of reporting on the gender pay gap, or on equalities generally through your existing forms of annual reporting such as your annual company report?  

If so, please tell us what you do, who the information is shared with and how satisfied you are with the process.

I have frequently tried to find published information of companies’ pay gaps or other equality information. I usually look on their websites (under HR or CSR sections), sometimes in their Annual Reports. I can’t think of one example where I have been successful. On occasions I write to companies seeking information and some of them have it and are willing to pass it on, particularly those who are making progress. I believe strongly that publishing this information would be an important driver towards making progress.
Question 9: 

How would you prefer to report on your measurement of the gender pay gap?

Please explain why that would be your preference.

I would like to see this information in annual reports and on websites. This means that shareholders, employees and customers would see the company’s commitment to good employment practice and corporate social responsibility in terms of the wider economy and community. It would also enable equality organisations to help spread good practice and provide help and advice where needed.
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