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A checklist for the co-ordination of information on  
pay bargaining and pay systems 

 
Note on the gender pay gap 

 
The proposed pay checklist covers a broad range of issues and it will not be possible to 
assess and make progress on these all at the same time. It is suggested, therefore, that in 
line with the two resolutions on equal pay agreed at the EPSU Congress in June, that the 
gender pay gap be the initial focus of activity. 
 
It is EPSU policy that affiliates should try to reduce the gender pay gap by 5% over the next 
five years (http://www.epsu.org/a/5534) and that they also consider how to deal with the 
problem that pay in female-dominated sectors is usually lower than that in male-dominated 
ones (http://www.epsu.org/a/5543).   
 
These are major challenges for EPSU and its affiliates and our 2007 survey on equal pay 
found that over the previous Congress period, the pay gap had been closed by 2% in only a 
very small number of cases. If we are to make more progress this time round then it would 
be valuable to improve the exchange of information on negotiating equal pay and as a very 
first step to determine where we stand in each sector.  
 
Members of the committee are invited to respond to the following questions: 
 
Do you have access to data on women’s and men’s pay for your sector? 
 
If no, have the employers been approached for this information or have they refused to 
provide it? 
    
What is the gender pay gap in your sector? (Expressed as the difference between the 
average pay of men and women, taking account of hours worked) 
 
Have you had negotiations with the employer in any of the factors that contribute to the 
gender pay gap: 

• Concentration of women in low-paid jobs 
• Extent to which women are stuck in part-time jobs but want full-time employment / an 

increase in hours 
• Transparency of pay systems and elements of the pay structure (bonuses and 

performance-related pay, for example) that might lead to discrimination against 
women 

• Higher pay increases for the lowest paid and/or occupations that are female-
dominated? 

• Training and promotion opportunities for women 
• Impact of maternity and parental leave on women’s pay and prospects  


