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Reporting and equal pay audits 
  
Reporting requirements 

 
Since 2013, public bodies have been required to publish information on their gender 
pay gap every two years. However, this is reported in different ways by different 
organizations, which makes it very difficult to determine the true scale of the 
issue.  In 2016, Close the Gap recommended publishing an appropriate suite of 
measures, including both the mean and median pay gap figures for all employees, 
the full-time pay gap and the part-time pay gap. 
 
Equal Pay in Scottish Councils, Audit Scotland (September 2017) cites that Councils 
need to be confident they have fair and transparent pay arrangements and take 
necessary action, such as regular equal pay audits, to deliver pay equality in line with 
their public-sector equality duty. Further, elected members need to continue to 
oversee, scrutinise and challenge councils’ approaches to delivering equal pay and 
reducing the gender pay gap. 
  
Audits 

 
The EHRC [Equality and Human Rights Commission] also highlights that the most 
effective way of checking compliance with equal pay obligations is to carry out an 
equal pay audit. An equal pay audit involves comparing the pay of men and women 
doing equal work. Employers should look at the causes of any differences in pay. 
Where there are no valid reasons for the differences, they should take action to 
eliminate the inequality”. 
 
Information on Equal Pay Audits undertaken within Councils was provided as part of 
the request for information leading to the publication of Audit Scotland’s report on 
equal pay and that is currently the most up to date source of information on the 
status of audits across Councils.  
 
We understand all Councils have met their obligations in this regard and through their 
equal pay statements will have set out their intentions in terms of addressing any 
relevant issues. 
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Reducing the gender pay gap 

  
In 2016, Close the Gap published revised guidance to help improve compliance and 
promote good practice. The EHRC highlights that the most effective way of checking 
compliance with equal pay obligations is to carry out an equal pay audit (as detailed 
above), looking at the causes of any differences in pay and taking action to eliminate 
the inequality where there is no valid reason for the difference. However, it is widely 
recognised that identifying a direct link between equal pay and a reduction in the 
gender pay gap is difficult given the complex factors involved. Plans have been put in 
place across local authorities, which as expected are varied in their nature, but which 
typically include some of the following actions: 
 

 The outcomes from Equal Pay Audits informing the development of Equality 
Action Plans; 

 Ongoing embedding of Equality Rights Impact Assessment e.g. for 
organisational change, policy changes etc; 

 Review of recruitment activity – from planning how to access a diverse a 
candidate pool as possible to checking for any bias in the process and 
decision making (whether conscious or unconscious) e.g. reviewing the 
requirements for desirable and essential criteria; 

 Embedding practice relating to grading and pay schemes supported by job 
evaluation; 

 Adopting Fair Work practices including paying employees the Living Wage 
and incorporating Fair Work practice question e.g. in procurement 
exercises.  used on works and service contracts by some public bodies; 

 Best practice policies which support stages of life e.g. parental leave, flexible 
working options etc; 

 Access to training and development opportunities for all;  
 Sustained focus on culture change within organisations which seek to promote 

and develop the culture we aspire to creating and as importantly calling out 
and addressing cultural aspects we will no longer tolerate. 
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