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Gender Pay Gap reporting can be a complex and nuanced process. As we enter the
2024/25 reporting cycle, we reflect on common pitfalls seen in the 2023/24 cycle and
invite you to consider how you could enhance your Gender Pay Gap reporting approach.

Key steps in a typical process are as follows:
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Pitfalls in 2023/24 reporting.

We know that Gender Pay Gap reporting can be a complex and time-consuming task, so it's no surprise we found
some common pitfalls in the 2023/24 reporting year. To help you identify and avoid them, we have compiled the
top 10 pitfalls we saw over the period.
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Not excluding employees terminated during
the prior year. Although such employees will
appear in your dataset of bonus payments paid
in the prior 12 months, they should be excluded
if they are no longer an employee by the
snapshot date.

Incorrect adjustments to reflect part-time
working. Hourly Pay should reflect part-time
hours, whereas Bonus Pay should reflect
actual amounts paid with no adjustment to
reflect part-time hours.

Incorrectly including or excluding certain
allowances from the calculation of Ordinary
Pay. Most allowances would be included in
Ordinary Pay, however there are important
exceptions.

Not including all relevant employees.
Especially where payment details may be held
in different systems such as self-employed
contractors who are paid via invoicing rather
than through payroll.

Spotlight on pitfalls relating to bonus.

In our experience, accurately preparing bonus data presents one of the biggest opportunities for errors to creep in.

Only considering the main annual bonus
scheme when calculating Bonus Pay. Any
ad-hoc performance-related or recognition
awards should also be included in Bonus Pay.

Not pro-rating bonus correctly for the
Hourly Pay calculation. For example, if

an annual bonus scheme pays out in the
April payroll run, it may need to be included
in Hourly Pay but should be pro-rated to
reflect that it relates to a 12 month bonus
period.

Not reflecting salary or bonus sacrifice
arrangements correctly. Amounts should
be after any salary or bonus sacrifice into e.g.
pension (but before any pension contribution
not paid under a sacrifice arrangement).

Not capturing bonuses within the
calculation of Hourly Pay. If bonuses are paid
in the pay period covering your snapshot date
(typically, the April payroll run), they may need
to be included in Hourly Pay.

Not obtaining bonus data for the right time
period. Bonus payments must be considered
over two different time periods — the 12 months
ending on 5 April and any bonuses received in
the pay period covering your snapshot date.

Including bonus payments based on net
(post-tax) amounts paid to employees.
Calculations should be based on pre-tax gross
amounts.

At Isio, we have a team of experienced Gender Pay Gap modelling experts with bespoke data validation
and pay calculation models to hand. Whether you need support with calculations, results analysis,

benchmarking or action planning, our team is on hand to help. Please contact the team below for more
information.
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The information contained herein is of a general nature and is not intended to address the circumstances of any particular individual or
entity. Although we endeavour to provide accurate and timely information, there can be no guarantee that such information is accurate
as of the date it is received or that it will continue to be accurate in the future. No one should act on such information without appropriate
professional advice after a thorough examination of the particular situation.
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