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Over 30 years on from the
Equal Pay Act and still the gap
exists - but why?

Electronic Newsletter
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Despite 30 years of Equal Pay
legislation women are still earning
less than men.  The more com-
plex and deep-rooted causes of
the gender pay gap remain and
unless action is taken, it will take
decades before the pay gap dis-
appears.

The Women and Work
Commission (WWC) has now
released its findings in the report
"Shaping a Fairer Future" and
sets out 40 practical recommen-
dations to tackle job segregation
and the gender pay gap.  If the
recommendations are followed, it
is anticipated the gender pay gap
in the UK will finally be closed.   

“Now is the time for action, and
we urge all concerned to imple-
ment the recommendations”.

The WWC was set up in
September 2004 to examine the
problem of the gender pay gap in
the UK and other issues affecting
women's employment.

The findings

The pay gap between men and
women in Britain is one of the
worst in Europe. Women who
work full time earn on average
17% less than men who work full
time. For part-time workers it is a
difference of 38%.  The economy
is losing up to an estimated £23bn
a year because women's skills are
being lost.

The answer is to increase
women's participation in the
labour market and remove barri-
ers to women working in occupa-
tions traditionally done by men

Despite the success of girls and
young women performing highly
at school and university, the tradi-
tional routes they continue to take
in education and training result in
them being paid less than men.  

The WWC would like to see a cul-
ture change to challenge assump-
tions about the types of work
women and men can do.  This
involves widening girls' horizons
in terms of the jobs they might do;
being aware of the consequences
of choices at school/university;
understanding the world of work
better by removing barriers to tak-
ing up a wider variety of options,
including vocational training.

The way forward: Recommendations

> A new framework for vocational skills and work experience
* Promotion of young apprenticeships to 14-16 years old in non-traditional occupations
* "taster days" for primary school pupils
* Work-experience for pre-14 pupils in non-traditional occupations

DfES and relevant Scot/Wales/NI departments to publish strategic documents

> Teacher training providers to improve teachers' practical skills in delivering vocational training
DfES and relevant Scot/Wales/NI departments to work with teacher training providers

> Promotion of Apprenticeships for women in industries where skill shortages/or gender segregated
Sector Skills Council to work with employers

> Guidance to teachers and early years childcare workers to widen horizons of 3-5yr olds, resisting
stereotypical notions of behavior - DfES and relevant Scot/Wales/NI departments to draw up guidance

> Teacher training to challenge stereotypes in careers education and subject teaching - placements
observing non-traditional occupations - DfES and relevant Scot/Wales/NI departments to ensure this

>  All young people to have access to careers information, advice and guidance (and that challenges
gender stereotypes and provides understanding of choice consequences to pay).DfES and relevant

Scot/Wales/NI departments to ensure this

> Single-sex school applications for specialist status used to challenge stereotypes (1st of 2nd special-
ism to be in non-traditional subject). DfES, Office for Standards in Education, Children's Services and Skills to ensure

this

> Schools to consider targeted methods of teaching subjects under-represented /or under achieved, to
the different genders - such as Computer Clubs for Girls Schools

> Parents and carers should be invited to attend employer visits and 'taster days' and have careers
resources/literature addressed to them

> Media should show women in non-traditional occupations. Government and Dep for Culture, Media and Sport

Changing our culture:
Maximizing potential
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Women's skills are being heavily
under utilized in the UK.  Women
who return from time looking after
children and those who work part-
time find it difficult to find jobs to
match their skills.  
They often have to change

employer and occupation 
and end up in a narrow range of
lower-paying occupations due to a
lack of quality part-time work.

There remains a shortage of
women managers and senior offi-
cials (only a 1/3) and women tend
to work in the lower-paid branches
of management. There is an acute
lack of flexibility at senior levels.

Such waste of talent represents
lost productivity for the UK econo-
my.  

"We are convinced that local
solutions, using existing infra-
structure, are most effective in
reaching women, particularly
from black and minority ethnic
communities".

The way forward: Recommendations

> More senior jobs - particularly in the skilled occupations and the professions - should be more open
to part-time and flexible working.

* Identify senior role models, working part time or job   
* sharing to champion the spread of best practice
* e-networks for senior and professional women
specialty consultancy services to embed quality part-time work 

DTI to support new initiatives

> Part-time workers and those on career breaks should receive discounts from training providers for
professional development, to support retention of women in the professions - Professional bodies and train-

ing providers

> A local approach to match jobs and skills/recruit local women into local jobs and training through out-
reach services (using community centres, schools, school centres).

* Extensions to public, private or voluntary sector services   which provide confidence-building
through peer support, work shadowing, training.

* Services that address needs of women from local black and minority ethnic communities,
homeworkers, disabled women
Regional Development Agencies and SCT/Wales/NI national agencies to provide grant funding

> New Deals for women returners (particularly lone parents) to be developed offering services to
women not currently working where neither they nor partners receiving benefits

* Work placements should be offered on part-time basis
* Should have access to confidence-building measures, including peer support

DWP and devolved services develop New Deals programme

> Job Centre be set additional targets to retain and promote women into sustainable jobs - taking
account of the specific needs of lone parents, black and minority ethnic women, and disabled women.
DWP to set targets

> Right to flexile working should be extended over time to cover a wider group of employees

> Employers should ensure that managers are continually trained on diversity and flexibility issues

> Trade union representatives should promote benefits of flexible working options - Trade unions to train
representatives 

> Fiscal incentives targeted at small firms to reduce the additional costs of employing part-time or flexi-
ble workers should be examined - DTI and HM treasury

> ACAS should be funded to develop training package to support flexible working and that this package
be delivered free to small firms - ACAS and Northern Ireland Labour relations Agency

> Ten Year Childcare Strategy be delivered with particular consideration of needs of women who work
'9 to 5' hours and Black and Minority ethnic communities.  Better promotion of free childcare line

Combining work and
family life



4

Many older women are in lower-
skilled jobs and others are out of
the labour market altogether.
There needs to be a change in
direction for mature women
through access to learning,
advice and guidance.  

Opportunities need to be opened
up for women to equip them-
selves with the skills and confi-
dence to move into management
roles and occupations regarded
as 'men's jobs.

Training should be delivered
more flexibly to women at all
stages of their life to encourage
the development of careers. 

The way forward: Recommendations

> £20 million package to pilot measures designed to enable
women to change direction, progress in jobs and careers,
through raising skill levels.

* Train to Gain, should be particularly focused on employ-
ers and sectors employing the great  est numbers of low-skilled
women, particularly those from ethnic minorities

* Further pilots for Adult Apprenticeships or Train to Gain
in areas of skills shortage
DfES and relevant Scot/Wales/NI departments to lead

> Gender segregation for jobs in construction for example should
be part of plans for tackling skills shortages by the Skills Alliance
Delivery Group - The Skills Alliance Delivery Group 

> Programme linking Train to Gain and Sector Skills Councils, to
identify best practice on career development: recruit and retain
women into non-traditional jobs; develop career paths for those
working part time - DfES, DTI, DWP and relevant Scot/Wales/NI depart-
ments to develop programmes

> Report on whether training providers offer courses flexibly and
the extent to which childcare support is provided local to, or at,
training sites.
Office for Standards in Education, Children's Services and Skills, HM Chief
Inspector of Education in Wales/in Scotland and NI Education and Training
Inspectorate

> Organisations promoting entrepreneurship to women should
promote work-life balance and flexible-working possibilities of
running your own business - Organisations promoting entrepre-
neurship to women

> Early Years workforce strategy (DfES) should consider the lev-
els of pay needed to build a better-qualified workforce, which
reflects the importance of higher skills levels to the development
of children, while at the same time keeping childcare affordable
for working families. DfES

> A strategy developed for the social care sector incorporating
issues such as pay, quality of care, qualifications of the work-
force, and future demand. Government

> Gender Impact Assessments be included in the Low Pay
Commission's standing terms.  Targeted enforcement of the
national minimum wage should be directed at sectors employing
large numbers of women. Low Pay Commission

Discrimination that exists in the
workplace also leads to differ-
ences in pay for women and men.
Discrimination may be uninten-
tional through the way pay sys-
tems operate.  

Equal pay reviews can benefit
women, and employers should
consider this, along with the other
recommendations in the report, to
change women's pay and oppor-
tunity.  The Public sector should
lead the way by implementing the
other recommendations in the
report and by carrying out equal
pay reviews.

The development of a new tool -
an equality check - will help
employers understand where they
can make changes.  Trade union
equality representatives can help
resolve problems at the sharp end
by working with employers to sup-
port equal pay and opportunity.
Procurement in public and private
sectors should encourage diversi-
ty and equal pay practice.

A number of private sector com-
panies have agreed to pilot proj-
ects which will put the WWC rec-
ommendations into practice and
demonstrate the business bene-
fits.

The way forward:
Recommendations

> UK-wide support package to
raise awareness and capacity
building to enable private sec-
tor companies to adopt solu-
tions relevant to them, which
will have the most impact on
women's pay and opportunity

* £1 million funding for
Investors in People (IiP) to
support all firms (particularly
small and the five 'c' sectors)
to spread best practice on
equality and diversity, fair pay
and reward, and training.

Lifelong opportunities for
women in training and work

Improving workplace 
practice



* £5 million additional funding to the Union Modernisation Fund for capacity building to support
training and development for equality reps in the private and public sectors

* Support for development of equality checks
Private companies to consider recommendations.  Government to write support package

> Build set of exemplar companies willing to pilot projects, such as
* Setting up women's network in senior or traditionally male jobs within company
* Offer work-experience to girls, in particular in non-traditional jobs 
* Actively promote quality part-time jobs
* Undertaking an equal pay review
* Recruitment round which supports women returners' development needs

DTI through partners such as Opportunity Now

> Public sector employers should report on how they have put recommendations into practice, such
as:

* Equal pay reviews
* Time off and facilities for a network of equality reps
* Job share registers for high-quality occupations and e-networks for senior and professional

women
* Career development pathways for low-paid part-time workers
* Continuous training for all line managers on flexible working and diversity issues

Public sector employers to account to Ministerial Committee and report to Cabinet Office Steering Group

> New Gender Duty should ensure that action taken on all causes of the gender pay gap. Specified
action should include a regular equal pay review and action plan.  Public authorities should act in part-
nership with unions. Public Authorities.  Public authorities in partnership with unions

> All public services should be called to account for how any proposed new pay systems address all
the causes of the gender pay gap.  Public sector employers should be asked to account for progress
on equal pay during the Comprehensive Spending Review. Public Sector Pay Committee to call public
services to account on new pay systems.  HM Treasury to call public services to account on equal pay during
Comprehensive Spending Review

> Practical, equalities-led procurement advice be established which actively encourages public sector
procuring authorities to promote good practice in diversity and equal pay matters to contractors -
EOC/CEHR with support from DTI, Office for Government Commerce, Scottish Executive Procurement Directorate and other
interested Stakeholders

> Current guidance to the equal pay questionnaire should be altered to make clear Data Protection
Act rules, to encourage employers to respond without the need for the employee to apply to tribunal
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> Discrimination Law Review should consider more fully issues of whether or not to extend the hypo-
thetical comparator to equal pay claims, and of generic or representative equal pay claims.
Discrimination Law Review

> Gender Equality Public Service Agreement should be developed so that the Comprehensive
Spending Review 2007 better reflects the themes, ambition and recommendations of this report.
Women and Equality Unit

> New Cabinet sub-Committee of Ministers should be formed, chaired by the Minister for Women, to
oversee the implementation of our recommendations

> Women and Work Commission should be brought together one year from now, to receive a report
into progress on our recommendations and to comment on their effectiveness
Women and Work Commission

To read the report and the recommendations in full please go to the Women and Equality Unit website
http://www.womenandequalityunit.gov.uk/women_work_commission/

Making change happen



The South W est?

There remains a significant pay
gap between women and men in
the South West.  There are differ-
ences within the region but the
existence of the gender gap is
constant.

Research
Detailed research on gender and
employment in Somerset, 'Gender
Profile of Somerset's Labour
Market'  (2004) explored the rela-
tive labour market situation of
women and men in Somerset,
compared to the South West
region and England as a whole.  

The findings support those of the
Commission for example it identi-
fied that 1 in 7 women provide
regular unpaid care to a person
who is sick, old or disabled com-
pared to 1 in 10 men, and that
women in full-time employment
earn less than their male counter-
parts at all geographical levels.
The research also uncovered dif-
ferences between those from dif-
ferent ethnic groups in economic
activity and occupational distribu-
tion. 

Submissionto to WWC
Welcoming the Commission's
investigation into the problems of
the pay gap and exploring
women's experiences in the

labour market, Fair Play South
West and Equality South West,
from a South West perspective
submitted recommendations to
the Women and Work
Commission. 

A number of the recommenda-
tions correspond to those of the
WWC, such as the need for part-
time and flexible working opportu-
nities for women - at all levels
including senior; that workforce
development funding be targeted
specifically at women; that infor-
mation, advice and guidance
providers to students be required
to promote non-traditional areas
of work for girls and young
women. 

Mandatory p ay audit s
One recommendation not taken
up by the Commission was
mandatory equal pay audits.   This
has been a contentious issue both
within the Commission and out-
side. The case for and against
introducing mandatory pay audits
are given in the WWC report:

The case for:
Those who favoured new statuto-
ry obligation on all employers to
conduct and action on periodic
pay reviews argue that 

* Systematic discrimination is
often hidden and not well under-

stood.  If the law remains based
on individual rights and affording
remedies to individuals, we will
not eradicate systematic discrimi-
nation in pay systems and work-
place practices.

* Employers can be reluctant
or even hostile to conduct
reviews voluntarily because they
fear unknown scale, complexity
and costs of the review process
and its implementation.  

* Some mangers feel that
equal pay reviews are a diversion
from business aims with no sig-
nificant contribution to increasing
profits and competitiveness.  

For these reasons, some in the
WWC believed that mandating
equal pay reviews would be nec-
essary.

The case against:
Those who favoured the volun-
tary approach stated that any
new regulations proposed must
be proportionate to the risk and
targeted at the problem, with min-
imal side-effects, as well as being
clear, predictable and user-friend-
ly.

Cornwall 13%

Devon 17%

Somerset 13%

Plymouth 26%

Dorset 19%

Poole 25%

Wiltshire 24%

S.Glos 17%

Glos 17%

Bristol 22%

Swindon 32%
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The pay rise women need to
catch up with men



The case against:
* Many companies uncover lit-

tle or no pay discrimination when
they conduct pay reviews 

* Very few private sector equal
pay legal claims are made

* Equal pay reviews only
address that part of the pay gap
which arises out of unlawful dis-
crimination in pay systems and
may leave other aspects
untouched.

* Many employers who had
undertaken equal pay reviews
said that the process was costly
and resource-intensive.

* The concept of 'equal value'
in equal pay reviews is difficult to
understand.

* Mandatory equal pay reviews
might mean employers lose focus
on the equal pay issue most rele-
vant to their organisation.  A num-
ber of large employers at an
opportunity round-table discus-
sion stated that they were
addressing equal pay by focusing
on particular occupations or par-
ticular areas they know to be diffi-
cult - but not necessarily under-
taking a full equal pay review.

The WWC therefore felt they were
unable to make recommendations
in this area.  They all agreed that
employers should reflect on the
themes in the report and take
action that has the most impact on
women that they employ or might
employ and capitalize best on
women's potential in their work-
place. 

One idea was to use a new light
touch tool - an equality check - to
help employers look across the
range of issues that impact on the
gender pay gap.

South W est: The W ay Forward

The recommendations of the
WWC involve a vast range of
stakeholders including unions, 
government, public authorities,
voluntary sector and private sec-
tor organisations.

Equality South West, together
with the gender network (Fair Play
South West), would like to explore
ways of supporting and helping to
coordinate initiatives in the region,
to implement the recommenda-
tions of the WWC.

Already in the South W est some
initiatives are being consid -
ered:

* Developing and coordinating
the work in the region to help
match jobs and skills and get local
women into local jobs.  This would
include developing services that
address the needs of local dis-
abled women, Black and minority
ethnic women, homemakers and
women in rural areas.

* A Regional Skills Partnership
task group is being considered to
incorporate the recommendations
into the regional skills programme.

* A user-friendly guidance for
Public Authorities based on a
good practice case study to help
implement the recommendations
around flexible working, work-life
balance and so on.

* Research on the gender pro-
file of the regional labour market
to provide accurate baseline data
(extending the research conduct-
ed in Somerset).

Coordinated approach

A coordinated regional approach
for implementing the WWC rec-
ommendations would, we believe,
begin to see real changes for
women's opportunities and the
gender pay gap.   

Please get in contact if your
organsiation would like to  be
involved in discussions in the
region and/or have suggestions
for taking the Women and Work
Commission recommendations
forward.

Zoe.smith@equalitysouthwest.or
g.uk. 01823 250834.
Equality South West, East Reach
House, East Reach, Taunton,
Somerset,TA1 3EN

The regional gender network -
Fair Play South W est

Supported by Equality South
West, the gender network - Fair
Play South West - brings together
individuals and organisations with
an interest in improving the lives
of all women.  Committed to
progress on gender equality, the
network provides a channel to
share ideas and good practice,
form partnership work and cam-
paign together for a better deal. 

"I think the WWC recommenda-
tions would start to make inroads
into the pay gap if they were fully
implemented and here in the SW
we have agreed to talk about how
we do that without waiting for the
Government response. With all
three of our Regional organisa-
tions (Regional Assembly,
Development Agency and
Government Office) headed by
women, if we can't "crack" the pay
gap here, who can?" 
Jackie Longworth, Regional
Assembly Chair until July 2006;
FPSW Chair

'Welcome the Women and Work
Commission's report and the pos-
itive recommendations contained
within the document.  It has iden-
tified a number of key issues still
facing many young and older
women..….The report identifies
clear monitoring, evaluation
processes in order to address
these issues across both private
and public sectors.  The role of the
trade unions working in partner-
ship with organisations is crucial
and sharing of good practice
invaluable.

“Our task now is to work together
to make these recommendations
a reality for every woman and
eradicate the gender pay gap
once and for all!”
Rowena Hayward, GMB Union
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